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Chapter 1

INTRODUCTION

Henry J. Meyer has point ed out tha t one mar k of professionalization

is a self-consciousness about manpoto1er: its quality and quantity,

its sources and destinies, its competence t o render socially ne eded

. 1serVl.ces.

The "self-consciousness" of professional people about manpower

is not brought about by idle interest or passing curiosity: a

profession's practitioners are its life blood. ThE:ir na tur e ,

training, availability, experience and longevity are vital factors

in determining professional s t andards and professional services.

The ~mergent profession of social work is no excep tion to the

foregoing comments. Indeed, Francel has gone so far as to say that

the ef fec t iveness of social work in fulfilling its function in

society is "directly related to t he competence, interest and

motivation of the ind:ividuals who comprise the profession".2

This research s tudy is prompted by a concern abou t socia l work

manpower. It has i ts origins in t he findings of a 1966 investiga tion

into the work pa tterns of Durban Social Workers, which revealed hi gh

rates of occupat i onal mobi l i t y and occupational was tage, particularly

amongst Eur opean female practitioncrs. 3

The present study seeks t o fo llow- on from the ear lier Durban

investigat ion. Its f ocus is upon the work movements of Eur opean
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female so cial worker s , thei r mct iva tions in takinG and l ~?vine jO~5 ,

and the satic fac t i ons t ha t they desire f r om work . The end purpose

is to provide da te that will ai d a better under s tanding of secia l

welfar e manpower , and t hus as sis t in man power planni ng.

1 . The ai ms of thi s 2~

The aims of this study are t hree-fold:-

Firstly, to es t ablish t he reasons f or white femal e social

workers' occupationa l mobi .li t y and occupa tional was t age;

Second ly, to es t ablish t he wor k sati sfac t i on prior ities of whi te

female social wor kers;

Thi r dly , to use t he data obtained on occupational was t age ,

oc cupat i ona l mobility and work sat isfactions, as a bas is f or tes t i ng

two tentative hypo t heses.

The two tenta t ive hypotheses put fon7ard for tes ting bot~ concer n

the ef fec t of a wi f e-mother ro le on t he social wor ker 's work performanc~ .

The fi r st hypo t hesis pos t ulat es a r el a t ionship between female

social worker s ' wi f e-mother roles and the ir occupa t ional wastage . The

second hypothe s i s postulates t hat t he need of some f emal e soc i al

workers to accommoda t e conflicti ng work and home demands will have two

consequences. On the one h~ld, they wi l l eive high wor k satisfaction

importanc e to aspects of wor k which r e duce, or compensa te [ or , work-

home role conflic t. On t he other hand, t hey wi ll give l .ow work
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satis f ac t i on impor t ance t o aspects of work as s oc iated 't)i t h long term

career goals.

2. An overvi.ew of this disser.ta t i on

This dissertation concerns a s tudy of the employment ,

occupational wastage, occupational mobi l i t y and work satis f actions of

European female social work graduates of the Universities of Natal

and the Witwatersrand, 1955 to 1965. The dissertation is divided

into four sections:-

In Part I (Chapter 1), a general introduction is provided.

In Part 11 (Chapters 2, 3 and 4), the theoretical perspectives

for this study are surveyed. This includes a discussion of social

work's professional status; social work manpower; social work as

''work''; and finally, an examination of female social workers, with

focus upon the implications of dual work-home roles.

In Part I II (Chapters 5 to 11, inclusive), the res earch study

is presented . The first two chap ters include a discuss ion of

research design and methodology, ~nd a description of r espondents.

Successive chapters deal with different aspects of the finding~:

employment and occupational was tage; oc cupa t iona l mobility; f i r s t

jobs in social work; work satisfaction; and an a~sessmen t of respondents'

"most recent" jobs in terms of t heir vor k satis faction pri ori t i es .

In Par t IV (Chapter 12) , the main f i ndings are pres ent ed and

discussed. On the basis of the findings, conclus ionn are drann , Rnd
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rccommcndntions are put fO~]Ard.

3. Method s of ob~aining data

(i) Bibliographic

Bibliographic information "13S obtained by surveying t he main

sources available, commencing wit h t he most recent editions, and

working back 20 years. The main re ferenc es were the I nternational

Index,4 and Sociological Abstracts. 5 In addi.tion, re f erenc es

were obtained from the bibliographies of books and journals consulted.

Much of the previous research an d formulation of theory in t he

area covered by this study is contained in unpublished disser ta tions

and theses. The investi.gator thus made extensive usc of the I ntcr-

Library Loan Service to obtain unpublished manus cr i pt s . Hhe re the

unpublished work of other investigators is included in t his atudy,

full acknowledgement is provided .

(if) Research

A research study was carried out. This consis ted of f i ve s t 3ges:-
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The

ques t i onnai r e was designed to elicit in formation on employment and

oc cupationa l wastage, occupational mobili ty, and wor k sati sf ac t i ons .

c. In }larch 1970 , t he final questionnai.re draft was prc-tested on

a group of 27 social work er s employed by a large Johannesburg social

wel f ar e agency. As a result of the pre-test , on~ mino r change was

made to the ques t i onnai r e f orm .

d . In July 1970, questionnaires were posted to the 111 European

f emale social \1ork graduat es of the Universities of Natal and the

Witwaters rand, who formed the universe for s tudy . By the end of

Oct ober , 1970 , 86 of the III social wor kers (or 77.47 %) had returned

t heir completed questionnaires .

t o analysis.

The questionnaires were subjected

e. Final ly , dur i ng June 1971, the 86 r espondents t o thi s study

wer e each sent a supplementary questionnaire, asking them what t hey

mean t by the t er m "interesting work" . Of the 86 respondents , 77

(or 89 .5%) r et ur ned a completed suppl pmentary questionnaire .

4. Limitations

In a disser t ation such as this , where narrow aspects of a wide

area are being investigated , a certain arnount of selectivity i s

necessary. Thus, t here is the possibility of bias i n the data

ob t a i ned.
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Wherever possible, obj~ctive data is used to support qualitative

or quantitative generalis ations. Never t heless , the lind t ed pur vi.ew

of this dissertation precludes ful l explana tions b~ing made i n s uppor t

of a l l trends and patterns that are iden tified.

A number of limitations can be noted in the methodology of this

study. Firstly, the sample includes respondents with t wo types of

qualifications (i.e. 3- and 4-year social work degrees), and this

may be a source of bias. Secondly, the pos tal quest ionnaire is not

the best research tool when accurate, complete data is required.

Thirdly, there are drawbacks in the usc of respondents as the sole

source of information about their own work histories: data mny be

distorted by se lective memory, or by the rationalization of uncon~cicu f,

motivations. Fourthly, t he interpretation of fi nd ings is limited

by difficulties that arc inherent in the classification of data.

Finally, the findings of this study are of limited appl i cabi l i t y .

Findings canno t: be generalised to ell social "lorkers, and must be

restricted to the particular respondents studied.

5. Explanatory statements

Specific meani ngs are given to a number of t e rms that are widely

used in this study:-

A career ;.5 "a succession of related jobs , arranged in a

hierarchy of prestige, through which persons move in a~ oreered ,
predictable 6

s equenc e " .
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A field of social '-lork is "an area of social work practi.ce,

within which social workers operate". Fields are normally distinguished

by the problem of particular concern to personnel engaged in the area:

for example, the field of child and family welfare is especially

concerned. with the well-being o f chi.ldren and f ami lies . However, there

is one exception t o t his rule: the fi e l d of the "Department of Social

Welfare and Pensions" is used to designate the wide area of social

work activity in which this particular State social welfare agency is

involved.

~mployment can be of tuo types. Full-time employment refers to

"a job for which the worker is employed to work the full number of

hours per month customary for the oc cupation and agency". Part-time

employment refers to "a job for which the worker is employed to work

less than the number of hours per month customary for the occupation

and agency".

Interesting work is used to mean '~ork which gives the worker

personal satisfaction". This interpretation of "interesting work"

is in accordance with the meaning given to the term by the large

majority of respondents in this study (See pp 170 to l7L, infra).

Occupational mobility is a term used to designate "the movement

of a social worker from one social Hork job to another". It does not

include movement from one appointment to ano ther within the same

agency (e.g . on promotion), nor does it include t he transfer of a

social worker from one branch of an agen~y to another branch of the

samp. organization.
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Occupat iona l was t age . i f! a t erm us ed to mean "absence f r om pai d

social work employment by a social worker " .

Opportunit i es for prof es s i ona l impr ovemen t r efers to

"oppor tuniti es f or fur t he r stuuy, t o do research, to tryout new

techniques, t o keep up Hith the literature, etc." It is thus dif f er ent

from opportuni ties for professional advancement, which refers

exclusively to promotion.

Service conditions concern the conditions of service upon which

a social worker is engaged by her employer. They include s a l ar y

scalcs, med'Lcal aid, sick leavc, vacation leave, peucion plana, and

so forth. Wor king 'conditi ons, on the other hand, re fer to the

conditions under which the social worker carries out her work.

They include office space, availability of transport, secr.etarial

assistance, ac t ual hours of work required, etc.

A social worker is a person who is eligible for regi.stration

as a "registered social worker " in terms of regulations made under t he

7National Welfare Act, No. 79 of 1965.

Work sa tisfactions refer to the gratifications which a social

. worker can obtain from pa id social work employmcnt. 'vork

dissatisfac tions refer to discontents vhI ch the social \-10rker can

experience from paid social work employment.

In addition to the forego ing terms, other words and phrases are

ascribed specific meanings in particular secti ons or sub- s ec tions of

this dissertation. In such cases, the words an d phrases are de fined

at appropri a te points in t he text.
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6. Brief outline of the f indi ngs

Respondents show a gr eat er rate of occupational mobility and

occupational was t age than social worker s in any other study known to

th~ investigator. They spend : two-thirds of their

potential working lives ou ts ide t he profession, and when they do work,

their average length of job is only 14.59 months. The largest part .

of their service to aocial work is in t heir younger, less-experienced

years.

(6.9%) .

Part-time employment forms a minor part of all employment

Family responsibilities are the principal cause of both

occupational wastage an d occupational mobi l i t y.

Conditions of employment and practice in res pondents' "most

recent" social work jobs fall far short of t he ideal. The most

prominant short-eornings concern unreasonable work loads, a lack of

supervis i on and guidance f or less exp erienced workers, inadequate

s alary, poor working conditions, and an ur~o1i1lingness of some ageacy

policy-making author i t ies t o appreciate the points of view of

pro f essional so cial work s ta ff.

Hor~ t han one Gu t of f our r cascns f or r es LguatIon concern sp eci fie

j ob di 3s atisfact i ons . J ob-di ss a tis f action i s par t i cul ar l y prevalent

in r es i gna tion f rom f i r s t jobs.

Respondents have di ff.e rent work satis f action priorities in the

"ideal" an d "realistic" sLt ua t i ono . I n the r ealisti c situation, t hey

give a hi gher prior i t y t o "Ln t er ec t i ng wor k" and "adequate s aLar y " ,
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However, in both the ideal and realistic si t uations, they give

high work satis faction i mportance to a social work service being of

"real value" to the connnunity.

Respondents place lit tle value on some aspects of work that are

associated wi th long-term career goals. In bo t h the ideal and

realistic situations, they give lowest work satis faction i mportance

to "service conditions" and "opportunities for professional i mprovement".

In their actual work movements, only 4 out of 198 jobs are accepted

because they represent "p romotion".



REFERENCES

Page 12

1.

2.

3.

4.

5.

6.

7.

MEYER, H.J.

FRANCEL, E.W.

McKENDRICK, B.loT. .

"The Eff ect of Social l'lork
Professionalization on Nanpower", in
Schwartz E.E. (Ed.) }mnpower in Social
Welfare: Research Perspectives, New York
1966, p. 66

"The Individual: Key Factor in Welfare
Manpower" , i n Schwar t z E.E. (Ed.)
Manpower in Social Wel f ar e : Research
Perspectives New York, 1966, p.B1

lIAspects of Occupational Wastage and
Mobility of Trained Durban Social
Workers", Social Work / Maat skaplike \-1erk
3,2,1967, pp. 88-89

The International Index
(A Guide to Pe~iodi ca l Literature in
t he Social Sciences and Humani t i es )
New York: H.W . Wilson Co., Quarterly)

Sociological Abs t r act s ,
Published under the co-sponsorship of
the Eastern and Mi dwes t ern Sociological
Societies.

''tvork, Careers and Social Integration",
I nt ernat i onal Social Science Journal,
XI I , 4 , 1960 , p . 554

Gove rnmen t Gazette
7th August, 1970, Not i ce R 1249, Pre toria



PART 11 THEORETI CAL PERSPECTI VES

Chapter 2

Page 13

SOCIAL WORK AND SOCIAL WORKERS

1.

2.

Social Work Defined

Social Work as a Profession ............••..

14

16

. (1)

. (H)

(Hi)

The cri teria for a profession ....•.

I s so cial work a pr ofes s i on?

Some i mplications of semi-· .
pro fessional standing .

17

19

24

3. Manpower for Social Wor k ........... .....•..

(i) Who chooses so cial work? ...•...•..•

(ii) Educat ion for social work ••.....••.

(iii) Who are social workers? . ........••.

(iv) I s there a shor tage of Social
Worker s ? .....•.. ..........•.

27

28

33

40

44

4. Summary • •••••••••• •••• •••• • •••••• • • 0 •• •••••• 52

Refer ences .... .. .. ...................... ... 54



Page 11+

Chapter 2

SOCIAL ~ORK AND SOCIAL WORKERS

Any study concerned with the work pa tterns and work satis f actions of

social workers must perforce take as its starting point an examination of

the functions of social work in society, the standing of social work as

a profession, and social work's manpower pos i t i on , as each of t hese

factors can be considered to have influ ence upon work behav iour, work

gratifications and work discontents.

1. Social Work Defined

1
Many social workers might agree with Joseph Eaton that the

question "What is Social Work?", is not capable of a simple answer, As

2
recently as 1951 , Hol l i s and Taylor wr ote that both social work and

social workers s hould be looked upon as ev ol ving concepts t hat are yet too

fluid for precise definition, and perhaps it is the evol u t i onary nature

of social work t hat makes the different a t t empt s a t describing it so

varied,

The literature shows that social work can be defined in ter.ms of its

goals and func tions
3

, its dis tinguishing characteristics4 , its point s of

difference from allied profes sions
5 , its professional characteri sticsO,

i t f th ' 1 k' " . 7 . cln erms 0 e SOC1a wor er s act1v1 t 1es ,an as an ar t with a

i 'f' · b ' 8sc ent1 1C aS1S , The particular de fini tion or descript ion chosen by a

writer will often depend upon t he context in which he is using it and the

particular purpose that he has in mind, f or as Fr iedl an der has i ndicated>

no universally accept ed agreement has been reached on t he terminology
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that ",ill consisely describe the concept of "Social. work,,9.

A definition of social work in terms of its activities is contained

in the National Welfare Act~ No. 79 of 1965
1°:_

"(a) individual treatment as a means or form of social assistance,
(b) group work as a means or form of social assistance,
(c) community organisation for the promotion of social assistance,
(d) the administration of any or all of the activities referred to

in paragraphs (a) or (b),
(e) research in connection with any or all of the activities

referred to in paragraph (a), (b), Cc), or (d) and
(f) vocational training for the performance of any or all of the

activities .referred to in paragraph (a), (b), (c), (d), or
(e)"

The foregoing description of social work limits itself to a listing

of some of the activities of social workers as they existed at the time

that the National Welfare Act was promulgated. The description does not

reflect the goals and functions of social work, other than by the

ambiguous phrase, "social assistanc?"; nor does it indicate social

work's preventive, promot i ve and therapeutic dimensions. In addition,

the description implies t hat the activities of social workers will remain

constant, rather than evolving to meet changing societal needs.

For these reasons, the writer elects to use a more dynamic and less

rigid description of social work in this dissertation, and for this

purpose chooses Boehm's 1959 definition of social work and its functions

11in society

)

Il~ocial "1Or~ s eek s to enhanc~ ~h~ social functioning of individuals,
. slngly and 1n group s~ by act1vlt1es f ocus ed upon their social

relationships which constitute the i nt er ac t i on between man and his
env\ronment . These activities can be grouped into three functions:
restoration of i mpaired capacity, provision of individual and social
resources, and preven tion of social dysfunction." ,
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2. Social Work as a profession.

A profession is defined by the Oxford English Dictionary as, "A

vocation in which the professed knowledge of some department of learning

is used in its application to the affairs of others, or in the practice

f b d . " 12o an art ase upon 1t .

Any examination of social work's standing as a profession must

necessarily be prefaced by a brief historical survey of the growing

emphasis on professionalism that has become characteristic of twentieth

century living.

Carr-Saunders and Wilson have studied the history of professionalism

and they postulate that while early professional groups such as

apothecaries and surgeons arose as distinct groups for the purposes of

self-protection and healing with newly-acquired cethods13
j different

forces arose to encourage professionalism from the late nineteenth

century onwards. The principal force was increased industrialization,

Meyer agrees

which led to an expanding technology, the division of labour, and the

necessary growth of specialization; which in turn made an increased

tendency to prof~ssionalism almost inevitab1e14.

In addition to external societal pressures towards specialization,

and thus pro fessionalism, there ar e internal factors within occupational

groups that serve to make professionalism a desired obj ective. Wi1ensky

and Lebeaux have analysed these i nternal forces and identify them as

three of the rewards of professional life: high status; high income; and

the combination of the service ideal and the creation of a sense of !

internal community which gives new meaning to a job15

wi t h Wil ensky and Lebeaux ti~at t he advantages of professional status are
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real, but he particularly ~mphasises the reward of p=estige, explaining

that in a society where individual statuses tend to be achieved rather

h 'b d . 1 .. f .. 16t an ascr~ e , occupat~ona prest~ge ~s 0 major ~mportance .

(i) The criteria for a profession

The criteria for evaluating whether or not an occupation is a

profession are various. Some recent indices are based upon whether or

not the occupation has exclusive expertise in a branch of learning which

can be applied as an art; others establish a set of stages through which

an occupation must pass in order to become a profession; still others are

based upon a set of essential requirements; obtained through the analysis

of established professions.

briefly discussed below.

A cross-section of such recent indices is

Carr-Saunders, in his 1955 statement on 'the classification of

professions, divides professions and aspirant professions into four

categories, with the basic index being a profession's exclusive abili~y

to formulate and apply its own knowledge. Firstly, ·t her e are old-

established professions, such as law and medicine, founded on the .study

of a department of learning, which in turn is used in the practise of an

art. Secondly, there are the new professions, whi'ch have their own

fundamental studies upon which their art is based (e.g. engineering,

psychology). Thirdly, there are what Carr-Saunders terms "semi-professions" ,

where theoretical study in a field of learning is replaced by the

acquisition of precise technical skill. Occupations such as social

work and nursing fall into this category. Fourthly, there are the

would-be professions, where members aspire to professional status (e.g.

17personnel managers).
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Carr-Saunders' categorization repres ents the traditional view of

professionalism, whi l e other writers have taken different stands.

Caplow) for example, has analysed the stages through which an occupation

mus t pass in order to become a full profession. He visualises four

stages, the first being the establishment of a professional association,

with definite membership criteria designed to keep out the unqualified.

Secondly, there is a change of occupational title, which serves the

multiple function of reducing identification with the prev~ous occupational

status; asserting a technical monopoly; and providing a title which can

be monopolised, the former one being usually in the public domain. An

example of such a change of title would be the change from "social worker"

to "registered s~cial worker". Thirdly, there is the development and

promulgation of a code of ethics which asserts the social utility of the

occupation, sets up a public welfare rationale, and imposes a real and

perma~ent limitation on internal competition. Lastly, there is prolonged

ag itation to obtain legal sanctions for the m~intenance of occupational

barriers, where the professional group is legally allocated sole prerogative

. h . f . 181n t e carrY1ng-out 0 certa1n acts.

Other wri ters, such as Tayl or , Goode, ~~d Greenwood, have adopted

the approach of studying professions, and attempting to s~lthesise the

essential ingredients of professionalism. T~ylor establishes these as

exper t i s e , autonomy, commitment, and respons i bi l ity19 Goode, viewing

pro f essions as communiti es within the community, isolat es characteristics

of a "pr of essiona l communi t y" ; members are bound hv a sense of identity
J • ,

common values, common professional l anguage, and agreed r ole definitions

of member s and non-memb ers; the community has power over its member s ,

provides l imitat ions of professional function, and contraIls the next

professional generation by selecting recrui ts and exposing them to a

soc i a l i za t i on process; and f i nally, once acquired, the pro f ess ional r ol e
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h h - l ' f 20normal l y remains wit t e person f. or ~ e . Greenwood limits his

professional criteria to five points : systematic theory; professional

authority; community sanction; a code of ethics; and a professional

21culture .

It becomes clear when surveying t hese various approaches to

analysing an occupation's professional status, that whether or not an

occupation is found to be a professio~, depends to a large extent on the

particular i ndex of professional i sm chosen by the investigator.

(ii) Is social work a profession?

Before submitting the occupation of social work to analysis in

terms of a selected index of profess ionalism, it is he lpful to examine

t he controversy that, since 1915, has bedevilled discussion of social

wor k ' s professional standing.

Flexner is usually cited in the literature as the person firing ..

the first sho t in what is still an argument. Addressing the National

Conference of Social Wor k in 1915, Flexner argued that social work was

He s aw the main function ofthat could be systematically transmitted.

) not a prof ession because it lacked a distinctive method and technique

s oc i a l work to be that of helping people to get in touch with persons

possess i ng professi onal skil1 22 Thirty- six years l ater, Ho11i s and

Tay10r wro t e t hat in their opin i on, only t he har d core of social work

in the United State s could be said to have at tained sa t is f actory

?3
profess ional status- , and in the decade of t he 1960's the controversy

was still raging. Hall, a soc i al worker, was co nfident enough to ,.:

assert t hat "Today (i n 1964) there is probably no argument over the

propos ition that social work is a profession ,,24 ; but within f our years ,
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Berger wrote: "A dist inct and transmissible body of knowledge is where

many new professions are fo und l acking" . what, a f ter all, is the body

of knowledge that belongs to social work?" (writer's cmphasis)25.

It would seem that central to the consideration of whether or not

social work is a profession, is t he issue of a distinct body of knowl edge.

Wilensky and Lebeaux have commented that no group .can claim a monopoly

of humanitarian philosophy26, but Meyer, while conceding this point,

argues that it is the conjunction of competence with knowledge and

responsibility, rather than exclusiveness, that gives a profession its

authority, even though this authority may for some professions be

27
confirmed in law or by other means.

Pollak, viewing the same issue, dismisses contention about social

work not having a specific body of knowledge, and wr i t es t ha t , "The old

complaint of not havi ng a spec ific an d clear ly identifiable sphere of'

knowledge becomes less and less convincing in a time when all established

disciplines recognise the need for inter-disciplinary integration".28

Against the background of this continuing argument, it is possible

to assess social work's status as a profession in the contemporary South

African context. I n doing s o, t he writer elects to us e Gr eenwood ' s

i ndex of profess iona lism, for t wo r easons: f i rscly, Greenwood

constructed his index by a careful canvass of the literature on

profes sions, and he dis t i l l ed out the five di st i nguishi ng characteristics

of a prof ession on which a general consensus exi s t s among students of

h b " 29 d dlt e su Ject ; an secon y, the same index has been used in the

literature to' assess the cont emporary pro fessional s ta t us of Ame r i c an

" 30"31
soc1al work ' , and a basis of comparison is t hus ava i l able. For t he

pur pos e of analys is, Greenwood' s five crit eria are t aken indivi dually.
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Although social work cannot claim to

have the same deep background of systematic t heory tha t characterises

medicine and some other older-est ablished professions, claim can be

made t o social work possessing the beginnings of systematic theory,

in a transmissible f orm. Schools and Departments of Social Work have a

range of social work texts and knowledge on which to draw in the teaching

of both primary and secondary social work processes , and the amount of

published theory i s increasing rapidly . Although much of the systematic

t heory used in South African social work education and practice emanates

from foreign sources (principally the United States of Amer i ca , Engl and

and Holland), social work is an occupation with an international fl avour ,

where systematic knowl edge developed in one country is often applicable

with mino r modification in another. At the same time, South African

social workers are themselves becoming involved with the building of

systematic theory and knowledge. Social work research is conducted

by all t he Universit ies, and by the Research and I nf ormati on section of

the Department of Social Welfare and Pensions . In regard to research

under University auspices, it is of note that in 1967, 10.56% of all

social work students were registered for post-graduate degrees32, which,

depending on the sp ecific de~ree, all involve practical social work

research to a 'minor or major extent.

Greenwood's second criterion is that of professional author ity. I n

South Africa , the social worker has an established official i denti t y and

authority. Section 33 of the Nat i ona l We l fare Act , No . 79 of 1965 ,

makes provision for t he registrat ion of soc i al work er s , and such

r egistra tion i s presently under way . The Act also provides legal

s anction agains t unregistered persons using t he tit le, "registered s ocial

worker ll
• Social workers occupy pos itions of responsib i lity by virtue of

thei r knowledge and ski l l s (such as the Soc i al Welfare Of f icer who is an
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officer of the court, and who can be called upon to recommend suitable

treatment procedures to magi s trates), and the pro fe ssional au t hority of

social workers is recognised by older- es t abl ished pr of es s i ons , such as

medicine and psychiatry, with whose members social workers work in

inter-di sciplinary teams. I n addi tion, trained social workers in the

employment of the State have been accorded professional status since

1955. Fi na l l y , social workers' professional authority is recognised

by their clients, who general ly come to t he social worker for help on a

voluntary basis.

Thirdly, the criterion of coomunity sanction . Community sanction

i s inherent in t he settings i n which South African social workers

practice: they are almost always emp loyed directly by the community

(in community or church welfare organisations) or i ndirectly employed by

the community through Provincial or State bodies. Social work education

is normally carri ed out at Universities whos e charters have been legally

created by the community through Parliament, while much of t he cost of

soc ial work education is borne by the community through t axat i on and

rates, and subsequent ~grants by the Central Gover nment and local

authorities to educational ins t i t u t i ons .

I n r egard to a code of ethi c s , Sout h Afr i can social 70rkers do not

have a code to \o7h i ch all eocial wor kers s ubs c r i be , but Allre t ha s not ed

that the mat t er of an ethica l code has received cons iderable attention

f . 1 1 33 d hrom soc~a woc cers ,an t e Social Work Commi s s i on of t he Nationa l

l-lelfar e Board have sta ted t hat they ha ve dec i ded , I!To l eave the mat t er

of an e t hical code i n'the hands of the profes sional a ssoc i at i on for the

34pres ent"
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Fi na l l y , Greenwood's f ifth cri t erion is t hat of a prof essional

cul ture. A professional culture is appar ent in Sout h Afr ican social

work at a number of levels . White soc i a l work ers have a pro fessional

Social work ha s a National professional journal,

association that has existed on a National basis s ince 1951 35, and the

association is recognised as being r epresentative of the profession36

The National Welfare Board haG a Social Work Commission charged with

responsibility for professional social work, and in particular, the

development of standards for academic qualifications and professional

37
and e t hi ca l conduct .

Social Work/Maa t skaplike Werk, and i n addition, two other journals

publish material of direct relevance to the professional Social Worker

· ( t he Journal of the Department of Social Welfare and Pensions, and

Rehabilitation i n South Africa). Educat i ona l I nstitutions training

social workers participate in a liai son organisation, t he Joint

Uni v er s i t i es ' Committee on Social Work , and s oc i al work . t eache r s

confer together at an annual meeting.

In the United States of America, Greenwood co ncluded that, on a

basis of his five criteria,

"Social work is already a profession, it ha s t oo many points of
congruenc e wi t h t he model to be c lassified othen~ise. Social
wor k i s, hawever , seeking to r i se within the professional
hi er ar chy , 5 0 t hat it, too, might enj oy maximum prestige, aut hor i t y
and monopoly whi ch pres ently belong to a f ew top pro f essions."38

In South Afr i ca , social wor k woul d seem to partially mee t only four

of Greenwood's f i ve criteria, and in terms of hi s i ndex of prof essiona l ism,

Sout h Af r i can soc i a l work cannot be classified as f ul l y professional,

although it can be descr ibed as haVing a be ginning simil arity with Some

of the trait s of fu l l y- establis hed pro f essions.
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Contemporary sociologists have studied occupations such as

social work, nursing, l ibrarianship an d teaching, which they term

'~emi-professions", and have postulated a unique set of distinguishing

characteristics for these occupations, in compari son to t he full

professions of medi ci ne , law and the ministry: their training is

shorter, their status is less legitimated, their right to privileged

comnunicati on less established, there is l ess of a specialised body of

knowl edge , and t hey have less autonomy from supervision and societal

39control.

The position of social wor k as a semi-profession in society gives

rise to a number of consequences, all of which have far-reaching

i mplications for social work and it$ practitioners.

A primary consequp.nce of socia~ work's semi-professional standing

is that social workers may be tempt ed to s tr ive for unrealistically

high profes sional s tatus. Such striving can be prompted by a number of

stimuli. For example , an increased professional status for social work

coul d be view ed by social workers as an advantageous prospect, with the

potential o f giving social wor k and its practitioners enhanced prestige,

reward and power. klother stimulus could be that social workers are

unable t o find themselves a comfortable ni che between t he whi t e collar

statuses and the fu l l p~o fessions, and not wishing t o ident ify wi t h t he

f ormer group, t he y might a spi r e to the sta tus of f ul l professiona1 40.

Striving for full profes sional s t a t us , desi r able as i t may be , is

not without disadvant ages, both f or the aspirant pr ofessi ona l and for

hi s occupa t i onal group. In t he case of s emi -pr of es s i onal people such
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as social workers, Et~ioni suggests that they will have a guilty

feeling from pretending to high status without valid reason, and

that they will experience rejection by professional persons who hold

1 .. 1 41the status eg~t~mate y.

For social work as a whole, however, aspiring to higher professional

status may have twu serious consequences: firstly, the social worker

may withdraw from close relationships with clients; and secondly,

social workers may develop a tendency to conformity, rather than an

inclination towards militant or contentious social action. Evidence

exists in the social work literature to support both of these suggestions.

Caplan, for example, has made a strong case for professionalism in

social work leading to a reluctance on the part of social workers to

engage in deep relationships with clients. He considers that

excessive preoccupation with professionalism can increase the distance

between the professional person and his client, to the detriment of the

h 1 . l· h· 42e p~ng re at~ons ~p.

Bisno has concentrated on the second disadvantage of professionalism

to social work. He argues that becoming "pr ofessionalized" involves

grasping for higher professional status and emphasising refined methods

and techniques, rather than goals, and contends that this will have

three outcomes, all against the traditional interests of social work:

firstly, there will be a de-emphasis on controversial social action;

secondly, there will be lessening of attempts to influence social

policy, and the acceptance of the role of technician-implementer; and

thirdly, there will be a change in the ideology of soci al work tl at wi l l

lessen the gap between social work's system of ideas, and that of the

dominant groups in society.43 Bisno is supported by Rapoport, who
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takes the view that social wor k i s a pr ofes s i on in a minority position,

and as such, will be mor e liabl e to as sume conformity as a value, as a

44
means of gaining greater s tatus in the community .

It is not i mpossible that t he dan gers of professionalism identi f ied

by llisno and Rapoport may have had some part in inhibiting social

action and controversial social intervention by South African social

workers. For example, it is interesting that despite South Africa's

complex and far-reaching 30cial problems, there is an almost total

absence, in the local social work literature, of a concern with social

action. In addition, professional social workers seem to have ignored

appeals by prominent social work leaders to take a wider role in South

African affairs.

said:

In 1954, such an appeal was made by Theron. She

"Ek glo dat die werel d professionele maatsk aplike verkers noding
het, ons is mense wat ook glo aan i deal e ; wat ook glo aan mens l i ke
waardigheid en waardes. Ons moet ook meer ' ons stemnle laat hoor
daar buite in ons gemeenskappe en in die land as geheel as ons sien
dat dinge verkeerd is.

Die wereld het behoofte aan ons soort mense; behoefte aan mense
wat helder en logies kan dink en wat die moed het om met die '
waarheid voor die dag te kom en te veg as dit Godi g is.

Ek glo dat ens professie 'n belangrike bydrae kan lewer tot die
mens l i ke welvaart, vir di e individu, die gemeenskap , die land, die
wer e l d . "45

But the passing of the years seems to have done little in r ea l i s i ng

t he promise and pot en t i a l of pr ofes s i onal soc ial wor keLs in the active

improvemen t of society, an d i n t he l a te 1960 's , calls wer e s t i ll bei ng

made by prominent so cial worker s for t he profession to accept the

chall enges facing it. An editorial in a 1968 South African social work

journal, for example, pointed out the urgent a ttent ion that was required

in many areas of social need in South Afr i ca , and asked : "\-lhat will be the

contribut ion of Soc i al \-lork and t he Socia l Worker dur i ng t hese chall engi ng

t i mes ?" 46
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However , it can be

suspected that a preoccupa t ion wi t h pr ofessionali sm may not be

unassociated with the South African soc i a l worker's apparent reluctance

to become involved in contencious social action.

The implications of s emi-professional standing do not begin and end

with a temptation for social workers to strive f or higher professional

status, but extend into all aspects of professional functioning,

i ncluding recruitment and manpower for social work.

For recruitment and manpower , the primary consequence of social

work's semi-professional standing is that the profession may be more

attractive to females than to males. Simpson and Simpson have

presented a case for this point of vi ew, and t hey suggest that the

condittons under which semi-professionals work (generally within

bureaucratic structure~, under supervi. ~ ion, and wi t h reduced professional

autonomy in comparison to t he full professions) may be mor e acceptable

47to females t han to males . The Simp s ons go on to point out that a

large number of female prac tit ioners may lend to ~wo happ enings: female

social workers will often have interrupted work patterns due to mar r i age

and f amily demands48 , an d t hey may be l ess likely than mal es to expect

their major l i fe satisfactions to come f r om their wor k . 49

3 . Nanpower f or SociCll": tvork

In examfnf.ng social wor k's manpower posi t i on, three aspects of

manpower woul d seem to r equire i nves tigation: the nature of r ecrui t s

drah~ into tl e pr ofes s i on, the type of profess iona l educa tion to which

they are s ubmit t ed, and the na t ure and charact er i s tics of soc i al workers
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themselves.

(i) Who chooses social work?

The nature of neophytes drawn into an occupational group is

particularly important for those occupational groups who possess, or

aspire to,professional status, as the quality and motivation of the

beginner has bearing on the maintenance and development of professional

. standards. Of all the professional and semi-profess ional groups with

t he possible exception of psychiatry and cl inical psychology, social

work has the strongest interest in t he characteristics of the recruit:

in social work, the social worker is herself the principal helping

tool, and her ability to use herself with purposeful skill is a

prerequisite to effective social work practice.

Three aspects of recrui t ment to social work merit particular

attention. They are ,t he influenccs upon the prospective student that

determine her choice of career; t he numbers of persons who enter the

career, as suffici ent numbers of recr ui t s are necessary to replacc

persons who leave the occupation, and to allow for gr owt h ; and the

quality of persons who enter the career, in terms of their abilities,

aspirations and motivations.

In t he area of i nfluenc es upon car e er choice , t hree studies exi s t

which t hrow light upo n t he se lection of social work as an occupation.

In the Uni t ed States of America, Pi ns has conduc t ed a study of the

2,771 individuals entering accredited gradua t e s chool s of social wOlk

during 1960
5°, and i n South Africa, Acc~rso has sur veyed t he 114

s t udents enrol led in undergraduate study during 1970 a t the School of

Social Work, University of the {"i t~later sran (15 1 , wlri Le van Biljon
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has reported upon thos e fac tor s which' i nfluenced ' t he career choice of a

52
gr oup of social wor kers t hat she s t udied.

Pins' study showed t hat most s tudent s came from ,t he lower middle

class, and that 85% of them had considered or tried another career

before social work. Only 15.95% of s t uden t s considered soci al work as

a career while still at school, and t he maj or sources of information

about social work received by the student s '(and which influenced their

career choice) were from , di r ect experience i n social work and allied

services, university courses and i nstructors, and from knowing a social

53worker.

Accurso's survey shows s i mil ar ities and di f ferences, when compared

to that of Pins. Whereas she fo und with Pins, that over 80% of her

subjects had considered or t ri ed another career before undertaking a

training f or social work, her other findi ng s show wide divergence: 94 .42%

of her subjects classified themselves as middle class, with the majority

considering t hemselves "upper-middle class"; 79.20% of f emal es , and

28.57% of males had considered so c ial work as a career while still at

school; and t he t hree mai n sources f r om whi ch they obtai ned i nformation

about social wor k were pamphlets, f r iends , and f amily.54

Van Bil j on , in a study of t he occupati.onal and personality

charac ter i s tics of South African Social Wor kers , r eports that her subjects

gave f ive gr oups of reasons for choosing so cial wor k as a career: 36.2%

of reasons were associa ted wi th a service motive ; 33.2% were as soci ated

with people-ori ented i nterests; 14 . 8% were career factor s; 13.4% were

"environment al" i nfluences; and 2. 4% were c l ass Lfded as lIgene ralll55.
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A second 35pect of beginner intak e into so cial work t hat merits

examination, is t he numbe~.of students choos i ng so cial work as a career..

Statis tics concerning the en r olment of whi t e social work students in

South Africa S11O\o1 that an increasing number of s tudents are choosing to

study social work.

Hel m states that in 1933, a total of 19 students were registered

for s oc ial work courses in South Africa56, while by 1949, the Depar tmental

Committee of Enquiry into the Training an d Empl oyment of Social Workers

was able to r eport 144 social work students in the country, of whom 118

57
were women, and 26 men. By 1959, the total number of white under-

graduate social work students, excluding t hose regi s t er ed at the

University of South Africa, ..ras 473 (387 women, and 86 men)58, and by

1963, 758 white und ergraduate students were reported (625 women, 133

59
men) . In 1970, the total number of whi t e under gr adua t es studying

social work was 1,140 (967 studying fo r .degr ees , and 173 for diplomas;

962 being women, and 178 being men)60.

Overall, an i ncrease in the total number of white social work

- students is app arent, but gross statis t ics of the social work student

population require refinement by t he mention of three i s sues . The

fi rs t i s t hat t he gros s f igur es li s ted above do no t take into account the

att ri t ion rate (that is, the number of r egi s t er ed s t uden t s who co not

pursue t heir s ocial work studi es due to f ai lu r e i n examinations, or for

e ther r easons). The s econd issue i s the pr opor tion of mal e to female

student s. Between 1949 (when mal e s tuden t s formed 15% of al l whi t e

students) and 1970 (when male students f orlned 16% of all white stud~nts)

ther e woul d s eem to be only a negl igible i ncrease i n t he proportion of

mal e t o female studen t s , al t h0ugh this ne ed not neces s ar i l y hol d true f er

a comparison of sex propor t i ons i n the in tervening year s between 1949 an d



1970.

Page 31

The third issue is the quest i on of whether the numbe r of social

work students is i ncreasing a t a grea t er or les s er ex t en t than students

as a whole. Limit ed information i s availabl e in t his ar ea , but Hi nck l er

has estimated that between 1963 , and 1967, there was a gain of ne arly 24%

i n the enrolment of social work s t udents, whereas the ga in for all

student enrolment was only 20% during the same period. 6l

The incr eas i ng number s of students choos i ng to study social work in

South Africa have two important i mplications for the profession. Firstly,

increasing student numbers i ndicate a steadily growing source of manpower

for the profession , but, bearing in mi nd tha t the majority of persons

choosing the profess ion are females, it cannot be assumed that increased

student numbers guarantee more social workers avai l abl e for practice:

many female social workers can be expec ted to wi thdraw from active

participat ion in social work, either t emporarily or pe r manently, as a

result of mar r i ag e and child-rearing. Secondly , t he smaller number of

social work students reported in t he 1930's, 1940's and 1950's, as

compared "t o the larger number s of students r eported in the 1960's and in

1970, su ggest that t he presen t popul at ion of South African social workers

will generally be young, whi le t he figur es also imply that South African

social work can expect a shor t age of seni or, exper i enced social workers.

A t hi rd as pec t requi~ing examina tion i n a discuss ion of t he individuals

who choo s e social work career s, i s t he quali t y an d ch ar acteristics of

so cial work students. The Uni ted St at es of Ameri ca has enjoyed

consider ably mor e r esear ch i nto this i s sue, than has the Republic of

South Africa .

Kadus hin , basing his comments on a survey of the social work

l i t e r a t ur e, suggests that t he per son most likely to choos e a soc i al wo r k
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career in the United States of America woul d be, "A female of above-

average intelligence, of pro fessional or middle class parents, living

in a large northern city, whose occupational values and interests

revolve around a desire to work with people in an effort to help them

62
through the use of verbal skills",

majority of social work students are f emale, aged under 30, and

unmarried, but contrary to Kadushin, he established that the majority

, 63
came from lower m1dd1e class homes,

The attitudes and values of American social work students have also

drffi~ the attention of researchers. Kidneigh and Lundberg studied

social work students, and found that their academic interests were

similar to those of students in nursing, library sc ience and education,

while in their social attitudes, social work students were significantly

more liberal and less authoritarian than students in education,

64engineering, law, library science, nu r s i ng and psychology, Ros enber g

has shown that in values, social work s t udent s have higher people-oriented

65values than other students, and Hayes and Varley have established

ability,

that social work students, when selec ting from a range of values, place

greater emphasis on social values than on those that are economic ,

1 , , he t I 1 " 1 . '1 66re 1910US, aest et1c, po 1t1ca or t neoret1ca ,

Tai e t z and his colleagues agree wi t h' Rose nber g and Haycs and Varley

t hat social wor k s t udents hnve high people-ori ented values, but a t the

s ame time, they identify a belief among social workers that persons with

peop1e- oreinted values are no t likely lo poss ess high intellectual

On the basis of a study of studen ts at Corne1l Univers i t y ,

however , they show t ha t: student s with peop1e-ori ented val ues have a

significantly higher int ell ectual abili ty than t hos e s t udents wi t h a

"cr ea tivity-ori en tat i on I! or a "money- or i en t a t ion", 67



Page 33

In South Africa, Accur so has studied characterist ics of a Social

Work student group at the Un i versity of t he Wi t wa t er srand , and concluded

that the t ype of student mos t like ly to be f oun d a t the School of Social

Work at that University is a s ingle, J ewi sh female, un der 22 years of age,

from an Engl i s h- speak i ng , upper or upper-middle class family, living in

68
an urban suburb of t he Transvaal. Accurso's limited s ample restricts

her findings to the social work student population of the particular

University studied.

Overall, it can be noted t hat there is a dearth of information

about the characteristics of South African social work&udents generally.

What is known, however, is that the very large majority of social work

students are femal es; that the proportion of mal es to females shows a

slight r i se; and that t he number of social work students is increasing

at a greater rate than that of the general student population.

(ii) Education for social work

Although the debate still continues in some circles as to the degree

of professionalism that social work has achi eved, t here is general

agreement tha t education for soci a l work ha s the characteristics of a

f . 1 d . 69pro ess~ona e ucat~on. This carries significance for the social work

profession, as it means that persons undert aking an education in social

wor k not on l y receive an intellectual training, but also undergo a

socializa tion process involving the acquisition of a new social role.

The nature of this socialization experi ence can, as with other

socializing procedures to which the individual has been exposed, influence

values, att itudes and expecta tions. More specifically, it can be .

expected t o influenc e t he indi vi dual's att i t ude to work, t o af fect her

va lue prior ities , and t o shap e her later work behavi our . Social work
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educa t ion may .there for e be vi ewed as ~r. i mportant consideration in an

examina t i on of soc i al work manpower . Thus , it woul d seem necessary to

investigate two aspects of social work educa t i on : its na ture and

dev elopment, and its function as a socialization process.

Formal education for so cial work had its origin in the United

States of Amer i.ca , where t he Charity Organization Society of New York was

instrumental in establishing short courses of ins truction , for philanthropic

workers. From this beginning came a growth process leading to the

eventual establishment of Schools of Social Work, gener a l l y attached

to univer s i t ies , offering two-year post-graduate ,Masters' courses in

70
social work.

Helm reports that the first social work course in South Africa was

of fer ed in diploma form at t he Uni ver s ity of Cape Town in 1924,71 and

Mul l er has repor t ed on the development of social work education in South

Afr ica from the 1920's to t he mid- 1960 1s. 72

Muller views the dev elopment of social work education in three

73stages The fi r s t stag e, or "Initial Period", was f r om 1929 to 1939,

during whi ch time seven un i ver s i t i es and t r aining cent r es establislled

social wor k courses of three or f our years in duration. This development

was s t i mulat ed by such f actor s as approaches from l~ome~ ' s Organisations,

t he Car negi e Connni ss ion of Enqui r y of 1932, t he 1934 Kimber l ey

Vo l kskongr es, t he 1936 National Con f erence on Social We l f ar e , and the

Depar t men t of Soc ial l-lelfare ' s scheme i n 1938, whe r eby subsidies wer e

provided t o voluntary an d chur ch v7elfare organizations employing trained

soc i a l worker s , By the end of t he per i od, a l iaison body (the South

African I n t er - Uni ver s i t y Commi t tee on Soci a l Studi es) was fo rmed,

consisting of r espr es ent a ti ves f r om t raining i ns tit utions of fer ing
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co urs es i n social studies.

Mul l er identifies a second phase of development during the years

1940 t o 1960, which she considers to be a period of consolidation.

Si gnificant events during this time include the 1944 National Conference

on the post-war planning of social wor k (where it was suggested t hat

so cial workers should have a generic undergraduate training, including a

wi de background of knowledge in t he social sciences); the 1946 Conference

arr anged by the Secretary for Social Welfare (which resolved that basic

social work education should consist of a three-year degree course); the

r eport of the 1946 Departmental Committee of Enquiry into the Training and

Empl oyment of social workers (which recommended a generic, three-year

undergraduate training encompassing both theory and practical work); and

t he 1954 Conference called by the I n t er - Uni ver s i t y Committee for Social

Science, where future directions in social work education were outlined.

The final period outlined by Muller is that of the 1960's, where

she not e s t hat five new university col leges were created by State

initiat i ve , a l l of them offering social work training to non-white people.

Duri ng the s ame decade, a new National Welfare Act was promulgated, and

a Social Wor k Commission establi shed.

The per iod of the 1960's is signi ficant f or a number of developments

which affect soc i a l wor k educa tion. Fi r s t l y , there was State intervention

i n es tabl i shing s epa r a t e training institutions for non-white higher

education , acco~panied by l egisl ative moves to de t ermine r acial criteria

for admi s sion into those established univers ities that had previously

of f er ed educat ion to s tudents of a l l r aces . Thus , t he Uni ve r Ri t y of

Natal and t he Uni vers i t y of t he Wi twa ter sr and , bo th of vh i ch had trai ned

vh ite and non -whit e secial work s tudents , were res t r i c ted t o accep t ing
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Secondl y , r egu lat i ons made under t he National

'~elfare Act, No . 79 of 1965, st i pu lated the exac t natu r e o f cour s es t hat

students should complete in order t o be eligible f or -r egi s t r at i on as

social workers, and some de gree of national uniformity in the education

of social workers was thu s ensure~ . Thi r dl y , t he statutory es t abl i shmen t

of a Social Work Commission, char ged amongst ot he r t hings with a special

responsibil ity for the development of standards for academic ?ocial work

quali ficatiDns74 , may have considerabl~ i mplications for - social work

education -in t he f ut ur e , particularly i f t he Commission should move in

the direction of "accrediting" individual social work courses.

Of individual universities, t he Univer sity of Nat a l ( then the Nat al

Univer s i t y College) initiated traini ng for social work in 1940, with the

i n t r oduc t i on of a three-year a .A. (Social Science) degree. In 1945, a

s ep ar a te Facu l ty of Social Sci ence was created at t he University, and i.n

1949 , the name of t he social work degree was al t ered to Bachelor of

Social Science (Social We l far e ) . Fr om 1950, t he period of s tudy for

75t he degree was extended to four years ,but r everted to a t hree-year

period of study in 1957. At t he s ame t ime , t he Univer si t y introduced a

one-year post- graduat e diploma in social work. Four years later, a

B.Soc.Sc. ~onour s course in social work was established, and in 1970, the

Department of Sociology and Social '~ork was separa t ed, paving t he way for

an i ndependent Depar tmen t o f Soc i a l Work , headed by a Professor. In

1971, t he name of the basic soc i a l work degree remai ned Bachelor of Soci a l

Sci enc e, bu t t he degree cer t i f i ca t e was endo rs ed , "and quali f i es as a

s ocia l worker " .

The Univen:dty of t he \Htwater s r and commenced t raining fo r social

work in 1937 , with a fou r -year B.A. degree an d highe r and lover di plomas

in soc i a l s t udi es . By 1947, s oc ial wo rk was o f f ~red as a s eparat e
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subject on a two-year basis, and by 1950, t he diploma courses in social

studies were di s continued to be r epl aced by a shor t-lived Diploma in

Communi ty Organisation. I n 1956 , a Depar tmen t of Sociology and Social

Work was introduced to repl ace the earlier Department of Social Studies,

and in the same year, the degree co urse was retit1 ed B.A. (Social Work),

with the four-year social wor k education of fering students a status

similar to that of a conventional honours course in social work. 76 In

the latter half of t he 1960' s , a s epar at e Division of Social Work was

created, which in 1968 became the School of Social Wor k , under the

leadership of a Director of Studies.

Comparing contemporary professional social work education in South

Africa with that of t he United States of America, two central points of

differentiation can be made: profess ional education for social

work in Sout h Africa is at an undergradua te level, while in America it

is at a post-graduate level; and the South African education is always

generic in content, while in America, this is not generally the case.

Thes e two areas of di fferenc e have signi ficance for social work manpower

i n Sout h Africa, as an undergr aduate educat ion for social work i mplies

that social workers will qualify at a younger age, and t hus the social

work population as a who~e may be a younger population; while t he generic

nature of traini ng in the Republic provides t he South Af r i can soc i a l

wor ker wi t h a potent i a lly grea t er opportunity f or occupa t i ona l mobil i t y ,

as she is not limited to one single social work met hod , and is

educated to work with all pr i mary methods of social work in all social

wo r k fiel ds .

A second area of no t e abou t s ocial work educ a t i on i s t hat t he

educat ion is a sociali7.ing process . Rapopor t , di scu ss ing prof es s ional

education, says that profes s i onal education can be desc r ibed as n proces s
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in whfch adult individual s are i nducted i n t o t he cultur e of a profession.

This t akes pl ac e t hrough di dac tic teaching and direct lear ning , end also

t hrough wh~t Rapoport terms " i ndirec t or a t t endant learning", i n which

appropriate professional va lues and a ttitudes are absorbed, l argely by

identification. 77

Pumphrey has outlined this process in Social Work education,

stressing the value emphasis in social work. She writes:

"If social work is a heavily value-l aden pro f ession, its values
mus t be . communicated to new recruits, and understood and accepted
by them in t he i r efforts to develop into bona fide professional
representatives".78

Var1ey, in t he Uni t ed States of Ameri ca , has a ttempted to measur e

and assess value changes in social work s t udents, an d some of her research

findings have particular i mportance for social work education in South

Afr ica. She compared a group of beginning so c i al work students with a

group of graduating students, on t he f our values of clients having equal

rights to service; of professionals having an other- rather than se1f-

orientation; of psycho-dynamic mindedness; and of uni ver s a1i sm; and

f ound that gradua ting studen ts had a s igni fi cantly higher score on a

pro fessional val ue index crea ted from the four i lldividual ass es sments. 79

Bearing in mind that professi onal educat i on for so c i a l wor k is offered

at a post-gradua te level in t he Uni ted St ates, two of Var1 ey' s addi t iona l

f indi ngs have signifi cance f or South Afr i can undergradua te social work

education: those s tudent s who were dependen t (L. c. young, without much

previous expos ure to social wor k , and 8'\·;ay fT01:1 home) demons trated the

greatcst degree of change in va l ues ; and t hese students wer e al so the

ones mos t likely to choose a "role model" (i.e. a t eacher or s upervtsc r )

. 80upon whom t o pa ttern thei r at t Lt ud es and values.
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If Var l ey ' s find i ngs ha ve universal applicability, i t would mean that

s tud2nts engaging in an undergr adua t e, i~nediately post-school social

work education (as is gener ally the case in South Africa), would

experience gr ea t er va l ue and atti t ude change t han would be the case in

the typical l\merican setting. Put in other words, South African social

"lOrk students may und ergo a mor e intens e socialization procedure than

many social work students who receive t heir pro fessional education at

post-graduate level. Their professional education might thus be

exp ected t o have 'increased influence on t heir subsequent behaviour, work

attitudes, anticipated work satisfactions and work conflicts.

The combin ation of intellectual and personal change that should be

achieved by a professional educa t i on for social work has been outlined

by Towle, who identifies four areas of growth required in t he education

process. They are the development and entrenchment of the spirit of

scientific enquiry; t he development of feelings and attitudes that will

make it poss ible for the student to think and act appropriately; the

developnlent of a capacity to establish and sustain purposeful working

rel a tionships; and the developmen t of a social consciousness and a

. 1 . 81
SOCl-a COnSCl.ellce.

It is clear from Towle's analys is of the goals of professional

educa t i on fo r social wor k , that the student is r equired to become

i.nvol ved in a complex procedure beginning \vi t h t he internalization of

knowl edge and values, cont i nued t hrough t he learning of new behaviour

pat t er ns and t he refi ning of role expectations, and finall y cul mi na t i ng

i n a change of her self-imag e .



Page 40

\·[ho ar e s oc i al workers?

Once i ndividuals have gone thr ough the occupational choice procedure

and chosen social work as a career, and onc e t hey have satisfactorily

completed a professional social work education, they become graduate

social workers.

In South Africa, the criteria for who may become a registered social

worker have been established by regulations made in terms of the National

82
Welfare Act, No. 79 of 1965 Section 3(a) of these regulations

provides for the registration of persons who have,

"Satisfied all requirements for a bache l or ' s degree or for a
diploma of any University or College in t he Republic after
pursuing a course of study for that degree or diploma of not
less than three years, which i ncluded not less than 3 courses
in social work and either not l es s than 3 courses in sociology
and not less than 2 courses in psycho10BY, or not less than 3
courses in psychology and not less than 2 courses in socio1ogy ll .

Sections 3(b),(c),(d) and (e) of the Act, make provision for the

registration of persons who before t he promulga tion of the regulations

have obtained degrees slightly different in content from that outlined

in Section 3(a), and Sec t i on 3(£) provides f or the recognition of

equivalent fo rei gn qualifications. In add i tion, Sections 3(h),(1) and

(j) provide for the registration of persons who for a total period of 15

years before the promul gation of t he r.egulat ions, have practiced or

t aught social wor k .

In the last 15 ye ar s , South Afr ica ' s soc ia l work population has been

described in two maj or s tudies. Bef ore discus s i ng them, it is he l pful

t o have a brie f ana l ys i s of the soc i a l work popula t ion of ~no ther country,

t o ser ve as a compari son to the Sou th African group . Baker has

desc r i be d char~ct eri s tic s of s oc i a l worke r s in the Uni ted St a tes. She



writes that an est i mated 125 ,000 per so ns occupi ed s ocia l wor k posit ions

in 1965, t he maj ori t y of whom di d no t posses s a Mas ter 's degree in social

work . Over 90% of t hose el i gible to be so, were members of a

professional ·association. The proportion of women was gr ea t er than that

of men (6:4 ratio), and of women s ocia l workers working in the

profession, 74% wer e age d 35 years or over, and 45% of them were married.

Of the mal e social workers, 64% were aged 35 or over. They were employed

in a broad range ~f social work fi elds, wi t h a concentration of social

workers possessing a Mas t e r ' s degree i n t he fi e l ds of child welfare,

fami ly wel fare, psychiatric social work and medi ca l socia l work. The

proportion of employed social workers to member s of the population for

the country as a whole was 59 per 100,000. 83

Dur ing 1959, the Department of Social We l f ar e and Pensions surveyed

social worker s employed in South Af r i ca by voluntary welfare organizations.

The survey report sta tes that the great ma j ori t y of social workers were

whites, and that most (89.5%) were f ema l e . Female workers had an

average age of 29.40 years (males: 25.93 years), and an average experience

i n social work of 68 . 69 months (males: 93.84 months). Just over half

of t he fema l e soci al workers were mar r ied , an d most marri ed female social

wor ker s fe ll Lnto t he age gr oup 20 to 39 year s . The majot'ity of

female worker s \1ere in fu l l-t ime employment, but of t he minori ty in

part- t i me emp loyment , most were concentra t ed i n the 20 ~o 39 year age

84
group .

A s econd South Af r ican survey t ook pl ac e during t he late 1960's,

when van Bi lj on i nvestigated a sampl e of whit e so cial wor ke r s empl oye d i n

public and communi ty wel fare organizations . As i n t he ear l i er study ,

she fo und a predominance of women , only 36 . 1% of whom wer e marri ed . A

tota l of 66 . i% of he r subject s wer e 29 year s of age or younger, 68. 7% of
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them had received their basic social work qualification \V'ithin the seven-

year period before t he study was made , and the sample as a whole had an

average period of 4.5 years social wor k experience. 85
Van Bi1jon also

reports that when she tested the career interests of her sample, their

highest aptitude was for social s er vice, and their greatest preference

k . h'd 86was for war ing W1t 1 eas.

A limitation inherent in both of the foregoing studies, when they

are viewed as descrip tions of social work populations, is that they do

not take cognisance of those socia l workers who are outside of the field

at the time of the study, despite evidence to suggest that these latter

workers may form a co ns iderable proportion of all social workers.

McKendrick found, for exampl e , that social workers in Durban spent 26% of

their potential working lives outside the field of social work. 87

Additional information on the South African social work population

comes from Winckler, and from Auret. Winckler has wrI t t en that the

total number of posts f or white social wor ker s in South Africa is

appr oxima t e l y 1,000, and that t he aver age number of subsidised and state-

employed whi t e social wor ker s per 20,000 of the whi te population is

while Auret has stated t ha t the total memb ership of the

professional Soci a l Worker s As socia t i on (the Socia l Worker s Association

of South Afr i ca ) was 536 in 1968. 89

It is i nt eresting to compa r e f our asp ect s of t he da ta on Sout h

Af r Lean social wor ker s, wi t h t he dat a provi ded by Baker on American

social workers. The f our asp ects are age; s ex ratios; a f f il i a tion to

professional associat i ons; and t he r atio of social workers to t he ~hole

population.
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Hhi t e South Afric an social wor ker s are younger t han their Amer i can

counterparts , and t he propor t i on of f emale social workers is

greater in South Africa. There is evidence pointing to South African

workers being considerably l ess i nvolved in profes sional associations

than their American counterparts: with 1,000 white soc i al work post s

in South Africa, only 536 white social workers participate in the affairs

of their professional as sociation ; while in the United St a t es, 90% of

thos e worker s who are eligi ble t o do so , are members of a professional

association. Finally, there is evidence to suggest that the rati o of

social workers to total popul a t i on is l ess in South Africa than in the

United States . Although Winckler'.s figure of 4 .61 whi te social workers

t o 20, 000 of white population includes only so cial work ers in stat e

employ and in s ubs i di s ed pos t s, i t would seem highly improbable tha t the

number of practising social workers in non-state, non-subsidized posts

would increase the South African ratio to anything appr oachi ng the United

States ratio o f 11.8 practising social workers per 20 ,000 populat i on

( Lve . 59 social workers pe r 100,000 popul atLonL:

'vhile danger is always inherent in the comparison of two different

populations s tudied at different points in time, certain inferences can

be identified about the potential work patterns and work satisfactions

of the South African group, in comparison to their Amer ican count erpar t s .

In South Africa, the larger proport ion of younger workers may involve

fewer f ami l y attachments, and workers may thus be f r ee to be more

occu~a tionally mobile; the l arger proportion of female workers may make

social work jobs more vulnerable t o di sruption by mar r iage and child­

rearing; the lesser activity i n professional associations by socia l

worke rs may have t he ef f ect of reducing the professional associa tions'

power as an instrument i n improving s oc i al wor ker 's wor k cond i t ions; and

the lo~cr pr opor tion of soc i a l ,~orkers to popul ation may resul t in
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heavier case loads.

(iv) I s there a short ag e of Soci a l Horker s ?

Int er nat i ona l l y , the decade of the 1960' s has been marked by

increased concern abo ut a shortage of profess ionally trained social

workers. Ther e is as yet l ittle sign of the situation i mproving,

despite a proliferation of training courses at graduate and undergraduate

level, as in Britain, or the development of "social work aids", job.

rationalization and increased recruitment campaigns, as in the United

States of J\mer i ca .

It has been est i ma t ed t hat i n 1970, t he Uni ted St ates of Amer i ca

would have just over half the professional Social workers actually

. d 90
requ~r e . Witte has repor t ed a Council on Social Hork Education

estimate that for some years 10,000 to l2,COO 30cial work pos ts for which

fu nds ha d been budge ted have r emained continously vacant, as suitably

qualified social workers could not be found. He further reported that

between 12,000 and ].5,000 new recruits need t o be attracted each year

to repl ace workers leaving the field, and to s t a f f new programmes, yet

schools of social ¥ork wer e provi.ding l es s than 2,500 gradua t es per

91
annum. tevine has empha s i s ed that t he l~cr ican shortage c annot be

The American shor t age of Racial

Again , thic underlin es

viewed simpl.y i n t er ms of r ep l ac ing people who l eave t he profession, and

he s t res ses a dynamic and deve l opmental vi e« 0 E ne.., worker s being

t f f f '1 " 92neces s ary 0 sta new aC1 lt~es ,

worker s in t he 1960's and beginning 70's i s of particular note, in vi ew

of the fact tha t i n the prec eedi ng dec ade ( t he 1950's), the number of

persons hol di ng soci al work pos i tions i ncreas ed by 42%, while th e

i ncrease in the popuLat ion was on l y 18%. 93

the Ameri can soci.a l worker shortage being a par tial cons equence of
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increased awareness of human needs, and the provi s ion of social work

services to meet this ne ed.

Mencher has thrown light upon the growth of soci a l services evident

in the United St at es . He r e futes t he concept of a direct relat ionship

be t ween the growth of urbarii sm and the gr owth of social s ervices, and

states that the need for increased services is not a product of urbanism

per se, but of two consequences of urbanism: the reduction of primary

group support systems, and changing expectations about what constitu tes

94"adequate care".

In Britain, Younghusband has s t a t ed t hat the shortage of social

h h U · d S fA' 95 b hworkers is even more acute t an t e n~te ta tes 0 mer~ ca , ut s e

qualifies her statement with the explanation that knowing the exact number

of social workers required mus t be preceded by an estimation of the

96number and nature of people who need social work hel p . In other

words, the question of a shortage of social workers is directly related

to perceived need, and is not merely a ma t t er of f i l l i ng those posts

t hat presently exist.

In the Republic of South Africa, however, there is no universal

agreement on the existence of a shortage of so cial workers . Hinck ler ,

f or example, has s tat ed t .ha t in t erms of soc i al workers bei ng avai l able

to fill social work posts, the posit i on is "not s erious at al l " , except

in certain geog raphica l areas of Sout h Afri ca that are s eemingly less

attractive t o soci a l workers , an d in the cas e of work e r s i n s enior

97grades . At t he s ame t i me, Winck ler quali fi es his approach by

poi nting out that before any fina l statement can be made, information

i s required abou t needs, available vacancies , the economi cal use of

manpower , the qua li t y an d experience of present incumbents , and soc i al
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The i ssue of whether or not t he r e i s a "shor t age" of s oc ial wo r kers

in South Afr ica is a complex question , and discussion of it invo lves th~

examination of a range of ~elated areas , both practical and philosophical .

Prac t ically , investigation is indicated into evidenc e abou t the

avai labi lity o ~ social worker s , the quality of social wor k incumb ents ,

and fi nanc i al and pr ac tical controls on the cr ea t i on of social work

post s ; while 'ph i l os ophi ca l l y , the degree to whi ch South Africa r ecognizes

human needs as r equi r i ng social work assistance , would also seem t o merit

attention .

Of t he prac tical aspect s , t he fir s t is that of evidence that exi s t s

to sup..,port or refute a "_s hor t age" of social workers. The local l i terature,

In 1959, the

an d statements mane by South Af rican social worker leader s , lends s upport

t o the existenc e of a shortage of s ocial workers in the Republic . In

1957 , social work teacher s at the University of South Africa"dr ew

attention t o t he "tremendous exp ansion (in South Africa ) of the ne ed for

social worker s " , and t he inahi 11 ty to mee t this need . 99

investigation conduc t ed by the Department of Social Welfare and Pensions

into the staffing of voluntary we l f ar e or ganizations showed that in

fa~ily welfare or gani za tions, 41 out of 369 established social work posts

wer e vacant, whi le in specialized organ i?ations, 8 out of 92 established

". d l OO (post s w~re uno~cup1e or vacancy rates of 11%, and 9% respec tively ) .

In 1968 , ill a pape r on the i mage of the social worker , Shaw stated t hat

. 101 "in Durban , ther e 'ol~re vacancies l.n near l y ev ery agen cy . In 1970 ,

the Secretary of Social Welfare an d Pensions repor t ed that because of

staff shortages , both professional an d clerical , "The position has

already been reached where only .1 l i mi ted service can be render ed ,

especi. a ll y at out lying offices,,102. In t he same year, t he South
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Af r i can Nat iona l Council for Child WelfBre r evealed that in a survey of

s ubs idised posts for white so c i a l wor ker s i n societies affiliated to the

Counc i l, an average of just over 1 in 10 pos ts was vacan t throughout the

entire t hree-year period April 1967 to March 1970.
103

mi nd tha t in the latter case, only . subsidised posts were reported upon

(i.e . pos ts f or which f i nances were available), an even greater vacancy

r ate might be exp ected for unsubsidised posts.

It would seem, t herefore, that on the basis of the most simple

index (the number of available posts filled), a shortage of social

workers can be established from the 1950's to the present time.

A second practical ·aspec t of t he supply of social workers is the

quality of those social work ers o~cupying social work posts . Existing

van Bi l j on has reported an aver~ge of 4.5 years

and the Department of Social Hel fare and

evidence points to mo st social work ers being r elatively inexperienced.

For example, t he 1959 study on social work ers empl oyed by voluntary

welfare organizations fo und that male and female social workers had an

average experience in s oc i a l work of 93 .84 mont hs and 68.69 months,

. 1 104
respect~ve y;

ex per i ence in the sample of white social wor ker s that she studied

during the 1960 's;105

Pen s i on ' s s tudy on the es t ablishment of cas eload norms for family

welfar e agencies mentions tha t over ha l f the social wor ker s participating

; the . t h d 1 f i t ' h . 1 k . 106~n . proJec a on y ~ve 0 n~ne mont s SOCLa war cxper~ence .

Thes e figur.es l end suppo r t t o t he not i on that South Afric an social worker s

are not highly experienced , and bearing i n mind the addi t i onal f act that

107
they also carry he avy case l oa ds , t heir s t andard of c li ent service may

not be of the highes t leve l .
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Overal l , there is some support fo r the suspic ion that a considerable

proportion of South Afr i can social york posts ar e occupied by fl edge ling

social workers wi t h only beginning compe t ence in t he profession, and

that fu rther , t hese i nexper i enced wor ker s will be concentrated at t he

"grass roots" level of providing direct service to clients , the very

raison d' e t r e o E any welfare organization. In terms of numbers of so c i a l

workers able t o fill social work posts , the sh or t age of social workers

may not be extensive; but the shortage of experienced social wor ker s is

acute .

A third pract ical aspect r equiring examination is whe t her or not

existing fi nancial procedures res trict the employme~~f sod.']l vorker s ,

The accepted South African pattern in the development of wel f are services

is that of a partnership between Sta~e, Church and Private Initintivc.

One of the ways in which t hi s par tnership is given pract ical expression ,

is t hrough the State subsidtsing part of the salary paid to soc ial workers

in approved posts i n chur ch or cOTi1l1iuni t y welfare organis ations. Thus ,

the rate at which the State approves new social worker ' s posts for

subsidisation may be a potent f orce in speedi ng up or retarding the

growt h of social \o;el fare services, and the number of avail able social

work posts.

The number of Sta t e- subs i dized !'; oc ia l workers ' pos ts incre:8s es ut

t he rela tively Sl O'\o1 tempo of 3.5% p i a . (comp ared f or cxampl e t o teacher ' s

t h i h . . th - 4 8°/ ) l OGpos t s , ...., t.c a.ncr ease ~t .C r at e ot . /0 p .a. . There can be no

doubt t hat this f actor is dir ectly r ela t ed to the ability of c ommun I ty

we l fare organisations t o expand and meet prescn t needs , or f or them t o

l ook beyond t he provision of therapeu tic casewor k ser vi ces , t owards the

ne gl ec t ed areas of prev ent i on, and the promoti on of adequate standards of

living i n the communLty . If fin ancGs ar e not avai l abl e to provide new
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social work posts, new pos t s wil l not be created to be fil led by social

workers.

It can always be argued that par t of the responsibility for funding

expansion and new development in communi t y welfare organisations should

be assumed by the Communi ty, through direct contributions . However, many

welfare organisations, large and small, have extreme difficulty in

raising funds from direct community s our ces to mai n t ai n present services,

f ar less to finance new proj ects . For example, the South African

National Council for Child Welfare has estimated that because of

spiralling costs and shortage of f i nances , only one child in three

requiring help f rom chi ld wel f ar e societies, can be adequately assisted. 109

From time to time, Nat i ona l crises and issues arise whi ch capture

the attention of the public, and whi ch may stimulate concern and financial

support at individual, municipal and Na t i ona l level, thus l eading to the

creation of new welfare services and the f unding of new social work posts

(the recent country-wide conc er n over drug abuse is an examp l e . of this).

Never t he l es s , it is r are f or those wel fare s ervices that are t he foundation

of the country's welfare system(i.e. basic social s ervices designed to

enhance the welfare of fami l i es and children) to benefit f r om such

widespread publ i c awareness and suppo rt, and certainly no t for sustained

periods of t ime .

Practical financ ial consi.der a tions arising from Sta t e and community

a tti tudes snd practices are a powerful se t of inhi bi t ing f orces ,

pr ovidi ng ef f ect ive l imi tat i on to the gr owth of we l f ar e ser vi ces , and

t hus to the grow t h of soc i a l worker s ' posts .

•
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Another area of r el evance in di scussing whe t.her or not there is a

social worker shortage, is t he philosophical question of the recognition

of human need. Perhaps one reason why South Africa is in the seemingly

fortunate position of being able t o .debate the existence of a social

worker shortage, rather than expressing anxiety at a shortage of social

workers, is the relative unsophistication of many of the Nat i on ' s

social welfare provisions, in comparison to developed, Westernised

countries such as the United Kingdom and th e United States of America.

What, for example, of the need, indeed the desire for increased

numbers of child guidance clinics? In two major cities, Johannesburg

and Durhan, one overloaded child guidance clinic exists, where four and

. 110;111
five respectively, are r equ1red. What of the total absence of

social workers in schools?

112
of social workers?

What of the extraordinarily heavy caseloads

A cursory scanning of the South African daily press reveals vast

areas of unme t need, where professional social work services and

participation are indicated, but are non-existent. Consider for

example t he huge and continuing movement of whole communities and

neighbourhoods from one geographi cal location to another in terms of

Group Areas legislation, IJometimes with physical provision well-planned,

hu t wi th social and personal cons equences f r equ ently ne gl ected.

108,957 white, Coloured, Indian and Chinese fami l i es had become

By 1970,

ineligible t o remain in their homes by virtue of Croup Areas Legf s l a t Lon,

113and of these, 67,439 fami li es had a l r eady been "resettled".

The ex t en t of i nf ant morali ty and mal nutrit i on in South Africa, ':Ii t h

t heir attendan t human su f f e r ing, provi des ano t he r illustration.

PotBieter ha s f ound t hat in Pretor ia , 75% t o 85% af Bantu families have
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an income lm-ler than the min imum neede d to mee t bas i c exp enses, and he

su ggests that at l eas t 85% of s chuol -going chi ldr en f rom Ban t u househol ds

. f f f 1 " llh L d L" din Pr e t or La su r er r om ma nut r i t Lon. eary an ewi s , i.n a stu y

of a " fairly t ypi ca l " BCin tu homeland f ound t hat, "At l eas t 50% of chil dr en

born fail to reach their fi {th bir t hday, and the maj or i t y of t hose who

die do not r each thei r third bir t hday.,,1l5

Perhaps the mos t eloquent example of unmet social need comes from

invest i gations i nto poverty i n South Africa. It has been su ggested

116that nearly half the Coloured people live in poverty, and that 50% to

60% of Indian hou s eholds in Du r ban ha ve incomes be low the cost of living

.. 117
m~n~mUIT1. In the case of Bant u people, Wat t s has surveyed studies

made over the last two decades, and he suggests that, "In towns and

cities f r om one t hird to more than two t hirds of t he Bantu popul ation

are in poverty, with the posi tion being worse in the smaller t 9wus".118

It can be noted from some of the above examples that the non-white

popul ation groups in South Africa are t he pe opl e most severly penalised

by t he under - deve loped nature of t he Repub l i c ' s social welfare ser vices .

In this regard, it is unfortunate that the whi t e population group (in

whom mos t skills an d 'r esourc es are cent r ed) are now discour age d by

of fi cial soc ial welfare policy from act i vely involving themselves in

. . 119the development o f new wel f are s erv~ce s for < non-wh~te persons.

The issue of the ava i labi l i t y of social workers cannot be settled by

t he ar i t hmetical balance of soc ia l worker bodies an d established soc i a l

wor k pos ts: t he issue is r el ative. Relative to the co mmunity's

sophi s t i ca tion in percep tion of need; relative t o t he prevai ling social

wel f ar e phi l osophy and po~i tical cr edo; and re lative to t he l eaders hip

and sti mula t ion wh i.ch communities receive t o r ecognf s c human di s t r ess,
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and to participate at Stnte and Loca l l evel i n l t s reduction.

Available evidence shows that the r e is a phy sical shor tage of social

workers to fill established social work posts, and that many incumbents

of such posts are inexperienced. Pr ac t i ca l and financial considerations

can be identified that serve to limit the increased employment of social

workers in meeting already perceived and recognised needs; and in

addition, vast areas or human need exi s t , and mer i t urgent he l p from

social workers, but are not recognised as such by the community at large.

In the light of available evidence, the no tion of debating a

"shortage of social workers" assumes an aura of unreality. There is

clear suppor t for the statement that there is a shor t age of social

workers, and also support for t he s t at ement that the shortage will become

more acute as the community is assisted and educated to recognise the

ex tent of the human dist ress wi t h which it is surrounded.

4. Summary

A. profession is influencec1 by the functions whLch society allocates

to it, the degree o f pro fessionalis~ achieved, t he number and quantity of .

recruits, the na ture and exper ience of its prac titioners, and the shoLtage

or su rfeit of pr ofessional per s onne l .

In South Africa, t he act i vi t i es of s ocial wor ke r s ar c st i pulat ed by

the National Hclfare Act, No . /9 of 1965. The des cr i pt i on of. social

work activi t i es provided by the Act does not i nc l ude t he goa ls and

f unc t Lons of social work , other than i n the ambiguous t er m "socfal

assistance " ; nor does it r e f lect so ci a l work 's prevent i ve , promotiv~ Hu d

t her apeu t Lc dlroens Lons ,
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The profession of social wor k in South Africa does no t meet the

accepted criteria f or a f u l l profes s ion, and can at present be categorised

as a semi-profession in soci~ty. The i mplica tions of semi-professional

standing are far-reaching, and can be suggested to include, amongst

others, a tendency for social wor kers to eschev controversial social

action, and conditions of \-lark that are more appealing to females than

to males.

The overall number of recruits to social work is rising, but the

increased proportion of male to f emal e students is minimal. It can be

suggested that education for social work is a s oc i a l i za t i on experience,

which influences students' later work performance, values and

satisfactions. Evi dence exists t o suggest that the socializing inf luence

of social work education wi.I I be greater at an undergraduate level, than

at a post-graduate level.

When white South African social workers are compared to American

social workers, evidence points to the South Af r i can group being

generally younger, less experienced, and containing a larger proportion

of women . The South African group are l es s ac tive in their professional

soc i al workers' association, and overall, the proportion of social

wor ke r s to popul ation is lower in t he Republic. These characteristics

of South African social worker s may be expect ed t o influenc e their work

patterns and \-lor k sati s factions.

Available evidence i ndi cat es t hat ther e i s a shor t ag e of social

wor kers in South Africa, and that the s hortage will become mor e acute as

the community is educat ~d t owar ds a br oader pe r cept ion of human need .
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Chapter 3

SOCIAL WORK AS WORK:

1. The meaning of work

A SOURCE OF SATISFACTION AND STRESS

A recent dictionary definition of work is, "Application of effort

1
to a purpose .. .. . employment especially as a means of earning money"

This notion of work as a means of earning money is a limited

conceptualisation, and one that 'i s not borne out by historians' reports

on older civilizations, nor by sociologists' investigations of the

contemporary scene.

Historically, early Christians believed that while work might be

the punishment for Original Sin, it was necessary to :work in order to

make a living; but with the coming of the Ref~rmation, Calvin and Luther

preached that men should work, as this was the will of God. The

protestant ethic regarding work consisted of glorifying man's

accomplishment by sweat and toil. 2

Contemporary views of work cover a wide spectrum. Work is viewed

as a means of integrating the personality, as providing the individual

with an identity and a life style, and as a means of satisfying human

needs, both tangible and intangible.

Polansky lays emphasis on work's integrating properties, and points

out that the capacity to wor~ and one's general ability to function are,

"Interdependent ... one's work does more than reflect one is held

, 3
together; it can help to hold one together". Olshansky and

Unterberger see work as having inte~personal as well as intrapersonal
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functions, and vie~o1 it as providing the individual "1ith an identi.ty that

influences all aspects of his life. They write:

"Who you are, depends to a great extent on what you do
occupationally, and what you do determines who you are
work also determines where and how you live ... (and)
sets off a whole series of behavioural expectations reaching
into all aspects of living". 4 .

Rosenberg, like Olshansky and Unterberger, agrees that work gives a

but points out that in addition, work brings with it responsibilities,

person a role and identity in his interactions with fellow human beings, J

5rewards and stresses.

Babcock adopts a more psychodynamic concept of work, which she says

can be used in multiple ways as a healthy or pathological solution to

instinctual energy and conflict; as a defence against intrapersonal

stress; and as an executant function of the ego in which a high degree

of integration, relatively unhampered by conflict, is achieved. 6

Professional work, however, assumes added meaning. It has been

described as an aspect of maturity, expressing independence, a capacity

for constructive interpersonal relations, and a willingness to accept

responsibility.]

Whether work is professional, semi-profession or non-professional,

it must meet certain needs of the worker. Super has identified these

needs as satisfactory human relationships; activities that satisfy,

carried out in conditions that are agreeable; and an assur~d livelihood8;

while Polansky limits the needs to two: work being satisfying in itself,

and producing a modicum of guaranteed acceptance and even approval

socially. 9
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•
Work can thus be viewed in a broader context than that of earning a

living: it has psychological, social and economic functions, and from

the point of view of the individual social worker, work can be the

source of a wide range of satisfactions or stresses.

Satisfaction and dissatisfaction in social work

The foregoing section of this chapter has suggested that work, and

the person's work role, will have far-reaching repercussions on many

aspects of his life. The satisfactions and stresses which the individual )

encounters in his work role may therefore be considered major influences

upon his experience of living.

In social work, the concept of work satisfaction a~sumes added

)

f

importance, as in this profession, the social worker is herself the main

helping tool, and a lack of work satisfaction might be expected to

distract her from her essential goals and functions, causing a reduction

in her effectiveness and, ultimately, a reduced standard of client service.

What is work satisfaction? Most writers who discuss this question

subscribe to the view that work s.atisfaction involves a balancing of

the individual's needs with the emotional, social, economic and

psychological rewards of his work, or, stated concisely, that job

satisfactions arise from the interactions between job incumbents and their

job environments.

Wilensky has suggested that work satisfaction is a function of

disparity between rewards (that is, uhat is received in income and job

status) and aspirations or expectations (that is, what is wanted in

goods, services and job status)lO, but Super takes a broader view ,
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Super states that work satisfaction

depends on the extent to which the individual finds adequate outlet for

his abilities, interests, personality traits and values, and also upon

the individual's establishment in 'a work situation where he can play the

role which his growth and exploratory experiences have led him to ,consider

congenial and appropriate. l l In sum, Super's view implies that work

satisfaction is a highly individualistic phenomenon; depending upon a

unique constellation of personal characteristics that shape each person's

work satisfaction requirements.

Despite the individualised nature of work satisfaction, certain

common work satisfaction characteristics have been claimed for members of

the helping professions, including social workers. Principally, these

claims centre around non-monetary gratification being more important than

monetary reward. A recent exponent of this theory is Taylor, who writes

In addition to the status

that in the case of doctors, teachers, social workers, nurses and

ministers of religion, non-monetary remunerations are more important than

money-earning power, and that, "Regardless of the presence or absence of

an altruistic motivation, the status of 'professional' and its many

associated conditions, constitute an immeasurable remuneration for such

an occupation in an urbanised society".12

and other satisfactions associated with professional work, Heron, in an

empirical study of work satisfaction and social class, has shown that

professional people place a greater work satisfaction premium on

". t t Ina" k h d 1 . ' 13~n eres ~ng wor , t an 0 any otler occupat10nal group.

Few specific studies exist on the work satisfactions of ' sociaL'
:

workers, and those that do tend to use differing criteria in their

measurement of the concept. In addition, most studies tend to establish

the global proportion of workers who are "satisfied", and then immediately
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proceed to investigate t he sources of dissatisfaction in t he balance

of the workers. Two notable exc ep t i ons to t he latter obs ervat ion exis t

i n the studies of Meisels i n the United States of Amer i ca , and van

Biljon in South Africa. Meisels, studying the wor k satisfaction of

American soci a l workers, states t hat the five maj or categori es of job

satisfactions r eported by hi s s ampl e are (in the' order of their frequency)

f r om the work ac t i v i t y of . social work, from interpersonal relat ionships,

f r om opportunities for independent work , from being able to express

"self" in work, and from per so nal i nvolvement i n the job.
l 4

Van Bi1jon,

studying South Af r i can soci al work ers, investigat ed why her subj ec t s

continued to pursue careers in soci al work. She reports that of answers

I n addition, 80% of

received, 75% concern wor k satisfac t i ons (principally enjoying social work

as work) and 25% concern "duty" (a duty to help other s , financi a l reasons,

and an inability to do other types of work).l5

van Biljon's subj ec t s state t hat they woul d choos e social work agai n ,

t hus providing an indirect measu rement of p~esent work satisfaction. l 6

Overall, a feature of t he socia l work liter a ture is the dearth of

mat er i a l on work satis f action in s oc i a l work, and the abundanc e of

t heoretical and empirical mat er i al on social work as a s ource of work

dissatisfaction and work stress. Thr ee poss ibl e reasons can be

identified t o ex pl ai n t his i mbal ance.

Firstly, dissatis factions may be more pressing and mor e topical

subjects for r esearch an d wri ting, than work satis f actions. In this

regard, much A~eric an and Bri t i sh writ ing on dis s a tisfaction i n social

work has been mot i va t ed by the acu t e shortage of professi onal social

workers in t hes e countr ies, and writers have concentrated upon aspec ts of

social work as wo r k t ha t migh t act as di s- incentives to recru i tment .

At t he same t i me, socia l work has been called the mos t sel f- examining an d
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critically self-conscious of all the professions,17 and this may also

contribute to a focus on work strains and dissatisfactions. Secondly,

social work may realistically be an occupation characterised by marked

tensions. Babcock gives support to such an explanation when she says

18that social work is, "A particularly stressful sort of work". Finally,

work dissatisfactions, usually related to specific, identifiable issues,

may more readily lend themselves to study than the less tangible concept

of "work satisfaction". Meisels says in this regard that the concept

of work satisfaction in social work is so "ill-defined, subjective and

complex", that the individual has difficulty in expressing it, unless it

can be done in terms of easily identifiable aspects of the work situation. 19

On the same issue, but from a different point of view, Haines has commented

that the satisfactions of social work are so much a matter for the .

individual, that they defeat logical analysis. 20

The dissatisfactions and stresses of social work as work are

discussed in succeeding sections of this chapter. They fall into five

main groups: dissatisfaction with the working conditions and service

conditions of social workers; discontent with the image of the social

I worker; discontent with the status and prestige accorded to social work

/
and its practitioners; tensions arising from the bureaucratic setting of

social work practice; and stresses resulting from the nature and demands '

of social work itself, including the' disillusionment and "reality shock"

experienced by some beginning workers when they test the concepts and

ide~ls of training against the actuality of social welfare agency

practice.

i.,
;
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3. Service and Working Conditions i n Social Work

A distinction can be made be t ween s er vi ce conditions and working

conditions. Service conditions r efers to the conditions of service

upon which 'the social worker is engaged by her employer. They include

such factors as salary an d salary scales, medi cal a i d , sick leave,

the other hand, refers to the conditions under which the social worker
/

vacation leave, pension pl ans, and so f or t h . '-lor ki ng condi tions, on

carries out her work. They include office sp ace, availability of

transport, secretarial assist ance, ac t ual hours of work r equired, work­
I

l_ loads, etc.

In practice, service conditions and working conditions ar e often

not consciously dif ferenti a ted, and both serve to influence the social

worker's total working environment.

Beck has noted that when social worker s seek i mprovement of work

and service conditions, they often feel that they have to justify their

requests in terms of the proposed changes leading to i mproved client

s er vi ce . He discounts t hi s approach , and s tates that so cial workers

deserve pay and working conditions commensurate with their skill and

21knowledge. Despi te Beck's admonition, t here can be little doubt that

i f working and servi ce co ndit ions l eave much t o be desired, they will

provide strain to so me social workers, an d may add tension to a job that

requires the practitioner to be relatively free from personal anxieties

and aggravations in order to he l p clients. Howeve r , apa r t from any

considerations of client service, mos t social worker s will agree that

they share wi t h others what Ferguson has termed, "the need and desire to

be free f~om economi c anxiet i es , and t o have working conditions which

complement an d enhance personal lives and prof es s ional advancement " . 22
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Empirical studies about the working and service conditions of social

workers are complicated by the fact that conditions vary from field to

field, and even from agency to ag ency. Never t he l es s , some studies do

exist where the number of social workers investigated is large enough for

general trends to be established. One such study was conducted by Ullman

and her collaborators in the Uni t ed ·St a t es of America, who report that
/"' .

75% of social workers record problems with excessively heavy caseloads,
)

52% with inadequate physical facilities, and 49% with low salaries. 23

In South Africa, some data on social workers' service and working

conditions is provided by the 1959 survey on social workers employed in

voluntary welfare organizations. The survey report shows that the

average vacation leave entitlement was 31 days p.a. for males, and

29.38 days p.a. for females, while the average sick leave entitlement

was 30.43 days p.a. for males, and 29.87 days p.a. for females. Of

all the social workers in the study, only 50 .36% enjoyed the benefit of

showed that the majority of social workers (65.38%) had "no prospects"

The study also

}~re recently, when writing on the topic of recruitingf
. 25o promotl.on.

provident funds, and only 60.04% were eligible for subsistence and

)
. 24

transport allowances when engaged upon agency work.

}
for social work, Winck1er has noted that social work ' salaries in the

entrance grades (writer's emphasis) compare favourably with scales

appiicable to other professions, if the period of academic training is

taken into account. Winck1er goes on to identify a number of working

conditions which constitute "recruitment problems", and he includes in

his list heavy caseloads, long hour s , nervous strain from exhaustive

competent supervision, insufficient clerical assistance, and insufficient

) work, a possible lack of understanding from the employing body, lack of

26mechanical aids such as tape recorders. Shaw, however, in di scuss Lng

the image of the social worker, calls the typical social worker "poorly
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(, paid", but agrees with Winckler that her conditions of work arc often

) unattractive,

27
) caseloads.

and that she works under stress partly caused by heavy

Although no detailed and all-inclusive data are available on the

dissatisfaction.

information that is available points to service and working conditions

conditions, both of which are potential sources of stress and

South African social worker's service and working conditions, the

In particular, note must bebeing considerably short of the ideal.

taken of heavy caseloads, and unattractive, inadequate physical working

)
)
/

I

In the light of evidence pointing to room for improvement in the

service and working conditions for social workers, two related questions

present themselves for examination. Firstly, are there any particular

characteristics of social workers or of social work that inhibit the

improvement of social workers' working and service conditions? Secondly,

who is in fact responsible for the improvement of social workers'

working and service conditions, if they require improvement?

A survey of the literature shows seven factors that can be suspected

to restrict efforts to improve the working conditions of social workers.

Some factors are unique to the social work profession; others relate to

the sex composition of social work's practitioners.

Firstly, social work has a unique origin: it grew out of voluntary,

unpaid welfare ,wor k , and as Beck points out, difficulty still exists in .

interpreting to the public how professional social work differs from the

voluntary welfare acitivities that are still 'widely practiced. 28
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In addition to social work's historical beginnings, the communit y

attitude to social work is influenced by a second factor tha t Wilensky

and Lebeaux have termed the "residual conception" of social welfar e , where

welfare services are seen as coming i n t o pl ay only when the normal

struc tures of supply (the family and t he mar ke t ) break down. 29. When

a significant proportion of t he popul ation have this view of social

welfare, and do not regard the services which social workers offer as

being an institutional, normal function of an industrial society, the

services of social workers will not be highl y prized. Accordingly, the

community will no t place a premium on enhancing their salar i es, service

conditions or work environments.

Three further factors can be direc t ly attributed to the ethi cs and

values of social wor k er s . Firstly, as Hai nes has pointed out, social

workers do not have a record of being mi l i tan t on their own behalf, and

it can be speculated that t he qualities of tolerance and understanding

which are expected of good social workers, make them their own worst

enemies as far as i mproving working conditions for their profession is

30concerned. Secondly, the ethical values of social worker s may prevent

them from using the ultimate negotiating instrument, the strike, to

force employers to better service and working conditions. It has be en

stated that any question of the witholding of services involves the soci al

worker in ·an ethical dilemma: on the one hand, t here is the ethical

value that the primary obligation of t he social worker is t he welfare of

clients, and that this is violated by t he witho lding of services; on t he

other hand, the social worker has a basic democrat ic right, as an

individual, to engage in activity that will lead to the impr ovement of

k · d" 31wor 1ng con 1t10ns . The dilemma can be seen i n an ex ami na t ion of

social workers' ac t ua l behav iour in a strike situation: Rehr reports that

a strike of social workers in New York hospitals was not compl ete, as
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half of the social workers consider ed thei r primary obl igation to be

client service, and remained at wor k; while ha lf cons idered that t hey had

an elementary civil right as individuals to strike, and witheld their

. 32
serv~ces. Thi r dl y , the ethical priority in soci al work on cl ient

service may result in social workers adopting sel f-def ea t ing work

patterns. Speci!ically, concentrat ion on di r ect servi ce to he avy
. .

caseloads may reduce social workers' ability to use t hemselves

administratively to change t he unsatis f ac tory situa tion, and t hey may

become party to perpetuating the undesirabl e s t atus quo. This point can

be subs tantiated by reference to t he work of Ul lmann et aI , who comp are

two groups of social workers, and show that the group devoting most time

to direct client service, with leas t time us ed f or progr amming i~proved

procedures and developing community resources, also hav e the most

33complaints about heavy workloads.

The nature of t he set tings in whi ch many s oc i a l worker s practice

(that is, 'wel f ar e organisations) may also be an inhibiting factor to t he

"exist nominally to provide help to others, yet one of t he groups that

\

\
\

i mprovement of working and service conditions. Welfare organis ations

wel fare organisations he l p , and f or: whom t hey provi de basic gr atificati on ,

are social workers themselves. Gouldner has reflect ed on the poten tial

I.

co nflict of int eres ts produced by thi s si t ua t ion, and he concludes that

the nature and function of wel fare or ganis a t ions may make emplo yee s oci al

workers dubious and less comfort abl e about pursuing car eer goals i n the

same uninhibited manner as other professionals . 34

A final factor restricting improvement, particularly t he i mprovcmeni

of service cond i tions, is t he s ex r a tio in socia l work . Social workers

are predominantly women, and there is a persist ent belief i n the
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35
community that women do not need as high a salary as men. This

consideration is not unique to social work, and is common to all
!,Loccupations

36where women form the majori.ty of workers.

In view of empirical evidence on shortcomings in the service and

)

working

factors

conditions of social workers, and bearing in mind the special

that exist to inhibit and frustrate the improyement of these

conditions, the question arises as to who should be responsible for

their ,pr omot i on .

Although many parties (such as the State, National Councils of

welfare organisations, individual welfare organisations, and social

workers) have a direct or vested interest in enhancing the

conditions under which social workers work, in the ultimate analysis,

it is social workers themselves who must carry responsibility 'for

initiating improvement. This comes about for two reasons: as

employees, social workers are directly concerned with their own work

environment and work rewards; and as social workers, they are aware

that defective or inadequate working conditions may lead to a reduced

standard of client service.

The conventional way for social workers to corporately undertake

this responsibility is through their professional association.

White South African social workers have a professional association

(the White Social Workers' Association of South Africa), and in

assessing the contribution that this body has made to the improvement

of social workers' service and working conditions, it is appropriate

to introduce the discussion with a brief comparative survey of the

approaches adopted by professional associations of social workers in

other countries.
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In the United States of America, the National Association of

Social Workers have accepted a definite responsibility for the

working and service conditions of social workers.

Director of the Association has written:

The Executive

"Since social workers are almost all employed in some type
of agency or organizat~on, N.A.S.W. must be equally
concerned with highlighting the responsibilities of the
worker and of the employer. The employed ethical and
competent worker gives his best service in organizations
characterised by good administrative practice"37

The Association has published a handbook which sets out minimum

standards of practice over the whole broad spectrum of personnel policy,

from staff selection to retirement, and which includes detailed

procedures to be followed in the case of complaints against agencies

for violation of social work personnel practices. 38

The Canadian Association of Social Workers have adopted the same

philosophy as their American colleagues. They take the point of view

It is of interest

that sound personnel practices governing the relationship between

employer and employee will ensure to the community the most beneficial

use of professional knowledge and ability39

that the Canadian Association publish one handbook, containing both a

code of ethics and a statement of personnel practice; thus reflecting

the two sets of responsibilities of the employer and the professional

40employee

In Britain, the British Association of Social Workers has assumed

the responsibility of negotiating for improved service and working

conditions on behalf of its various groups of members. 4l In

Australia, the Australian Association of Social Workers specifically

enjoins members who apply for posts to satisfy themselves that the
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prospective employer agency permits or appears likely to permit

professional practice consistent with the principles outlined in its

code of professional ethics, although the code does not specifically

f 1 1 · 42enumerate minimum standards 0 personne po 1CY.

In South Africa, although the constitution of the White Social

Workers Association of South

promote satisfactory service

Africa provides for.the Association to

d · · f . 1 k 43con 1t1ons or SOC1a wor ers ,no

)

instance has come to the .at t ent i on of the writer where the professional

association has negotiat~d on a national level for either minimum

standards of personnel practice, or nation-wide improvement of present

working and service conditions.

Currently, the South African position is that social workers

employed by the State, Province, or by a University enjoy with other

equivalent employees certain specified minimum personnel practices.

In the case of social workers employed by community or church welfare

organizations, there is a degree of uniformity amongst agencies as

regards salary and service conditions according to the particular
I
J National or Provincial organization to which the individual employing

I

agency is affiliated.

The White Social toJorkers' ·As s oci at i on of South Africa does not

present itself as an active force in influencing enhanced personnel

practices and working conditions for social workers. The impotence

of the professional association may be due to a number of factors. For

example, members may regard the association as a professional body

without "trade un~on" functions; or the association may not be strong

enough or united enough to represent members on a National level in



Page 76

the delicate task of negotiating improved working and service conditions.

It should also be remembered that in South Africa, the National Welfare

Board has a Social Work Commission particularly responsible for

professional social work matters, and it is possible that social workers

may look to this body for the establishment of minimum personnel

practices, rather than to their professional association .. A further

factor, and one that may have considerable importance in reducing the

power of the professional social workers' association, is the high

proportion of females in South African social work. Female workers do

not normally see work as being their major source of life satisfaction,

and in the opinion of Simpson and Simpson, they may be less ambitious

and less willing to "fight for advancement" than ma1es. 44

For the South African social ~orker, their professional

. /
associations' lack of involvement is an additional disadvantage in

/ improving working and service conditions.

4. The image of the Social Worker

The term, "image", can be defined as a representation of the

external form of any object, especially a person. 45 As such, the

image of the social worker has two aspects: how the social worker

views herself, and how she is viewed by the wider community of which

she is a part. The concept of a profession's image in the community

is closely related to the prestige arid status accorded to that

profession; and the nature of the image is tempered by 'such factors

as the amount of personal contact con~unity members have with the

profession, the information or misinformation about the profession to
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which they have been exposed, and traditional attitudes and values.

Pollak has drawn attention to the community having a di fferent
. 46

image of the social worker from that hel d by social workers t hemselves,

and the profession's concern with t he discrepancy between sel f-image

and community image has led a number of social workers to discuss this

issue in the professional literature.

Regarding t he image of social work in the community, Bri t i sh soci al

work writers report a number of diffe r ent community conceptual isations.

Watson considers that the average citizen does not view the social

worker as being a person with special skills, and sees him as being,

"Someone who can be called on for help in a personal crisis i f yOll

don't happen to have a good neighbour,,47

who states that the communi ty view of social work does not embrace any

general recognition of the social work er being a person with profession~l

48
training, or expert status. Timms, in an empirical study of

community attitudes, reports t hat most people t hink of the social

worker as being drawn from t he middl e class of t he population, yet

when asked what social workers do, most answers are consis t ent with

a "Lady-Bountiful" or upper-class behaviour pattern . . Of persons

that he interviewed, 54% felt that social work was exclusively for

49women.

In the United States of America,

of the social worker in the community

Pollak has described t he image

50
as "poor" ,but l1eyerson and

Unkovic have produced evidence to i ndicate that t he i mage i s changing .

Meyerson studied t he imag e of the soci a l worker hel d by 500

undergraduate sociology stud ents, and f ound t hat slightly more t ha n
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d h d . h .. h . . 51half the stu ents a an ~mage t at was more pos~t~ve t an negat~ve;

while Unkovic studied the attitudes of parents who had been told by

their children that they had decided to undertake post-graduate

social work courses. The response of parents was generally

unfavourable, although not as unfavourable as Unkovic had expected:

of the 67 unfavourable comments, the three main themes were that

social work gave poor financial remuneration, that it involved

undesirable lower-class contact, and that exceptional psychological

strength would be required; while of the 55 favourable comments, the

three main themes were that parents would agree with children's

career choice, that social work was a "good field with· much unmet

need", and that sincerity would compensate for setbacks experienced

52at work. It should be noted, however, that both Meyerson's

sociology students and Unkovic's parents of university students,

might be unrepresentative of the community at large.

Empirical studies on the South African community's image of the

social worker are subject to the limitation noted above for the two

American studies. Cohen, in a 1962 study of the image of the social

Cohen's

worker held· by university students, found that students of both sexes

have a stereotype of the social worker being a woman.53

work is supported by that of Barnes, who studied the image of the

social worker held by A-stream matriculant scholars at a Johannesburg

boys high school. . Barnes reports that the majority of his subjects

picture a social worker as a single, female person, aged below 40

years, from the middle-class. In addition, the majority of subjects

(71.59%) think that a university training is not necessary for social

work, and their over-riding image of social work is that of "the rich

54helping the poor". Looking at this summary of the boys' image of
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social work and the social worker, it is easy to und erstand Barnes'

additional finding that no boy had ever thought of social work "as

'bl 55a pOSS1 e career.

Additional South African material comes from Accurso's recent

study of the social work student popul a t ion at a local universi.ty.

When she explored the reactions of students' "significant others"

to their social work career choice, Accurso found t hat the choi ce had

been disapproved of by 11.54% of fathers, 6.51% of mothers, 4.65%

of personal fr iends, and 8.37% of relat ives and f ami l y friends.

Mixed feelings towards the students' career choice were expressed

by 18.40% of fathers, 23.92% of mother s , 26.68% of personal friends ,

and 30.69% of relatives and family friends. 56 Indirectly, t hes e

findings reflect a considerable de gree of doubt about t he

appropriateness of the students' career choicej or put differently,

the students' "significant others" judged the students' career choice

by measuring their knowledge of, and hopes for the student, against

their image of the social worker, and a notable proportion fo und t he

career choice (o r the student) lacking.

This South African data about the image of the social worker is

too limited for f irm conclusions t o be dr awn. Nevertheless, i t

can be suspected t hat the community image of social wor k is i n some

ways realistic (for example, the no tion of social wor k as a pri~ari ly

female occupation), and in some ways unrealistic (for example, the

notion that the social worker requires no f ormal univer s i t y educatio~,

and the view of social work being, "the rich helping t he poor").

These latter di s crepancies bet ween communi t y i mage an d r eali ty

present a potential source of dissatis f action to the professional

social worker, an d the reasons f or t he discrepancies r equi r e
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examination. Four possible explanations can be identified: the

successful outcome of social work help is difficult to demonstrate;

social work may not be interpreted to the public in an understandable

form; key community members may not have had dealings with social

workers in a "client" role; and traditional attitudes may persist,

in the absence of reliable information to the contrary.

There can be little doubt that in comparison to a helping

profession such as medicine, the outcomes of social work service

are difficult to demonstrate. Many of the problems that clients

bring to social workers are highly personal, and in some cases not

even discussed by the client with family or intimate friends. The

improved social functioning experienced by the client after his

contact with the social worker may thus not be widely perceived, or

if perceived, may not be attributed to social work aid. This

situation is exacerbated by the modus operandi of social workers,

where they are at pains to impress upon client and community alike

that they are not "doers", but "enablers", a concept directly at

variance with the image of the doctor or lawyer, who are "doers",

and who are seen as such by the community.

A second factor, related to the difficulty of demonstrating

social work's results, is the difficulty that is sometimes experienced

in interpreting professional social work to the community. Meyerson

has written that the image of social work in the community is poor as

social workers have failed to reach peoples' hearts and minds, and

have been unable to reduce what they say to the lowest common

denominator and speak the language of the ordinary public. 57
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Thirdly, it can be suspected tha t the great maj or i t y of the

community, and certainly the great majority of con~unity leaders,

have never had a "client 11 relations hi.p with a soci al worker.

they have a lack of personal experience upon which t o build a

Thus ,

realistic, informed image of social workers. The so cial worker

therefore stands in mar ked contrast to the doctor, the lawyer, the

school teacher, the nurse, and the minister of religion, all of

whom are "r ea l life" figures, and with whom mos t member s of t he

community have had client-type dealings. The four th factor

influencing social work's inadequate community i mage is related to

t his lack of personal, widespread community contac t with t he so cial

worker: if personal knowledge is lacking, "traditional" i n fo rmation,

derived from newspapers, radio, passing comments and the like, wil l be

the main de terminant of the social work i mage. Pollak has re flected

on this latter situat ion, and he suggests t hat the f irs t element of

traditional information is tha t social workers transmit t ang i bl e

goods to their clients, or "dispense charity". This will be

reinforced, says Pollak, by a f urther facto r, namely t hat the function

of dispensing tangible charity is the function which the community

is most des irous of seeing performed, as assistance t o people in

physical need is mor e accep tabrethan assistance with emotional and

i t 1 hanui 58n erpersona un app~ness.

These possible explanations for social work's i mage in t he

community mus t be seen in conjunc tion with a further con s i der ation .

This i s that social work 's community i mage of tangi bl y as s i s ting t he

poor may in many cases be a realistic i mage, reflec t i ng ac tual soci al

work practice. The distress of social wor kers on finding t hems e l ves

thus viewed by the community may be a product of so cial wor k' s
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striving for professional stat~s, rather than being a product of any

distorted community perception.

The discussion of social work's community image, above, leads

on to the discussion of a closely-realted issue, namely social

workers' image of themselves. The issues are closely related

because when the community view of the social worker is assessed, the

assessment standard is inevitably social work's self-image.

A composite statement of the South African Social Worker's self-

image is provided by Shaw, who writes that the social worker is

professionally trained, usually at a university, and is normally a

young person, idealistic and anxious to help her fellow-men. She is

highly occupationally mobile, employed in a broad range of fields,

but poorly paid, with a heavy work load and unattractive working

a social worker impinges on most other aspects of her life. She

is unable to keep up with current social work theory, unable to

She works under stress, resulting from

She is normally supervised, and may be a membe~ of a

professional association.

conditions .

heavy case loads, poor payment and hostile clients, and her role as

use many of her skills because of overwork and lack of resources, and

I

!
to

I
I

.,

in addition she must often work with policies to which she as a social

worker cannot subscribe. She works increasingly with people from

11 1 f · 59a c asses 0 soc~ety.

Shawls statement of the social worker's self-image reveals a

reflection of persons working under stress from a wide range of

sources, who are unable to use many of the professional skills with

which they are equipped. In assessing the consequences of such a
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self-image, Shaw suggests that soci al worke r s ,~i l l have a t endency

60
not to believe in themselves. Haines adva nc es a s i mi lar poi nt Cl

view, and says that social workers have a lack of secur e convi ction

61
about the worth of the work that they do .

Overall, available evidence i ndi cates a coinmunf ty i mage of t he

social worker t hat is sometimes i naccurate, and a social work s elf-

image that is not characterised by confidence. Both of t hese

Thus, it is possible

i mages may fo rm a source of frust ration and dissatisfaction t o the

social worker, and both are directly relat ed to t he sta t us and

prestige of the social worker in t he community.

5. The status and pres t i ge of social work an d the soci al uorker.

The term occupational status r ef er s to the position of an

occupation in a status he i r ar ch y of occupations, while occupational

. ) prestige can be defined as liThe invidious value attached to a status

)

or office, independently of who occupies it" 62

for occupations on t he same status strat um to be allocated di f fer ent i al

prestige.

Social Work wri ters have not always adhered to the stri c t

sociological distinction be t ween status and pres t ige, perhaps be cause

t he two charac teristics are so int i mately connec ted. Whi te , for

Tn t he

example, when investigating the pres tige of social work and the s oc i a l

worker in t he mid- 1950 ' s , described "pr estige" as , lit he t erm f or the

degree of ascendancy of an occupa t ion or an i ndividual ll •
63

following discussion o f t he stat us and pres tige of t he social Horker ,

t he two concep ts are j ointly discus s ed, f or t hr ee r eas ons: s t a t us

and pres tige are clos e l y interrel a t ed co nc ep ts; common fac t ors
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contribute to both s tatus an d pres ti ge; and f i nally, when communi t y

members assess the status an d pr es t i ge of social work , they normally

combine both concept s into sta temen t s of the "standing" of social

work and social workers.

The status an d prest i ge of a prof es s ion or s emi-profes s i on has

far-reaching implications f or its members, its clients, and f or t he

profession i tsel f. For members of t he profes s ion, Caplow s t ates

that oc cupational position i s an i mpor t ant f ac tor in the de t ermi nat i on

of individual prestige and i n t he allocat ion of social privi l eges, 64

while Taylor points out . t ha t occupatiqn cont i nue s to contribut e

mor e to an individual 's social s tatus t han mos t ot her f ac t ors of l i fe

65existence. Wh en hi gh stat us and pr es t i ge are al located t o an

occupational role, t he occupan t can see her s elf as a person of

importance and cons equence, an d an occ~pation's s tatus and presti ge

can t hus be viewed as affectin g t he wor ker's feelin gs about her job. 66

For clients of the profession, Kadus hin has argued tha t the higher

the s ta tus and pres t ige of the profess ional person, t he gr eater t he

potent ial for success ful treatment . Kadushin 's ar gument r es ts on

For t he pro f~ s s ion itself , s ta t us and

the premise that when the pro f essional per son's prest i ge is hi gh i n

the mind of clients, t he profess i onal's potenti al t o influence is

equiva l ently high, and t hat thi s will part ly cond i t i on t he effectiveness

of t he service rendered . 67

prestige are direc tly rela ted to the pro f ession's abi l ity to inf luence

t he community power s truc t ur e, and in addi t ion, sta t us and pr es t i ge

are cr uc ial i n a profession's perpet ua t ion and development, as t hes e

factors influence r ecrui t men t. I n regard to recrui t ment, Wittp. h3S

gon e so far as t o s t a te that "Occupa t iona l stat us i s the single most

import ant infl uence.,, 68 The s t a t us and pr e s t i ge of a pr of es s i on



Page 85

can thus be viewed as potentially important factors in providing the

practitioner with work satisfactions or dissatisfactions.

However, it is an over-simplification to discuss status and

prestige exclusively in terms of the status and prestige allocated

to the profession by the community. Two distinct status and prestige

systems exist, and will be discussed separately: firstly, there is

the status and prestige assigned to a profession and its practitioners

by the community at large; and secondly, there is an internal system

of status and prestige within each professional community. It is

thus possible for a profession to be accorded low community status

and prestige, and for this to be compensated for by the profession's

own inside system of recognition and reward.

What is the status and prestige of social work in the community?

The discussion on the image of the social worker in the preceding

section of this chapter provides some clues, and in addition, the

social work literature contains both anecdotal and empirical

information. In the United States of America, Bisno has commented

that social work is not yet a high-status profession. 69
His view

is supported by empirical work, particularly that of ~~ite. In a

study using high school students, White found that when ranking a

list of 30 male occupations, middle class male students ranked social

worker 18th, while lower class students ranked social worker 10th. 70

In a second study, White found that senior high school boys and

girls allocated social work a median rank of 14.4 and 8.8 respectively,

when ranking 30 occupations. 7l
White's findings indicate that in

the United States of America, social work is not a high status

profession; that females tend to ascribe the social worker a higher
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status than males; and that lower class students ascribe the social

worker a higher status than middle class students.

In South Africa, the writer knows of only one empirical study

on the comparative status of social work and the social worker.

Barnes asked a group of A-stream matriculant scholars at a Johannesburg

high school to rank 12 occupations as either "high standing", "low

standing", or "neither high nor low standing". The social worker

was ranked with nurses, clerks, private secretaries and teachers, all

of whom were ascribed a modal rank of "neither high nor low standing".

On the same scale, the scholars ascribed a modal rank of "high standing"

to politicians, lawyers, ministers of religion, psychiatrists ID1d

" 72
doctors. Barnes' measurement of the "standing" of the social

worker is a combined measure of status and prestige. However, his

sample is too limited and unrepresentative for his findings to be

generalised to the community as a whole, and Barnes' work serves

only to provide a suspicion that social work is not considered a

high status profession, nor is it accorded high prestige. This

suspicion receives further support from a survey of the South African

social work literature, which, despite a tendency for all professional

persons to ascribe greater prestige and status "to their occupation

73than the public at large, reveals no instance of social workers

claiming high community standing for their profession.

explanations can be classified into six groups: those associated with

work not being a high status and high prestige profession, potential

The notion that emerges is that the South African social worker,

like her American colleague, is not accorded high status and prestige

In examining the possible reasons for socialby the community.)
)
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social work's historical origin; thos e associated wi th terminology

and image; those associated with characteristics of the social work

profes~ion; those associated with social work's clientele; those

associated with the sex ratio in social work; and t hose' explanations

associated with social workers being a deviant group in society.

Historically, social work is associated wi th the poor, end Bfsno
.-- -

considers that in the minds of the public, the professional social

worker is still linked to the unskilled "Lady Bounti f ul" i mage. 74

This heritage from the past is exacerbated by difficulties that ari.se,

from terminology and other sources, in explaining contemporary

professional soc~al work to the public. Follak, f or example, has

noted a substantial difference in status between professionals And

"workers", and points out that social Hor k is the only profess ion to

call its personnel by the latter term. He suggests that socf al vmrk

may thus have reduced status in the eyes of the public. 75 I u the

same. vein, Weinberger and Weinberger observe that the concept of social

work is a difficult one to convey to the public, lacking general

appeal, and failing to conjure up a mental i mage of t he t ype project ed

by the term "physician" or even, "psychologist".76 White goes t o t he

extreme of calling the designation social worker a "semantic curi os ity". 77

The third group of fac tors that contribute to soc i a l work not

having high status and prestige can collec tively be t ermed aspects of

the social work profession, or, more succi ntly, consequences of s er:li.-

professional standing. Bisno has poin t ed out tha t i n compar i son to

established professions, social work is professionally i mmatur e and

lacking in standards, and fu rther, t ha t i t is oft en pract iced, ~nd

seen to be practiced, in contexts where it i s peripheral or subordiDat~d
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78
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Kadushin states that.

He also observes that

prestige is related to income) length of training, and power over the

norm-setting members of society, and that in these respects social work

1 i h h · h f' 79compares poor y w t 19 status pro eSS10ns.

unlike high-status professions such as medicine, the work of social

work is not seen to require specialised knowledge, the social worker

does normally not work in prestigious "private practice" settings) and

that the experienced social worker still works under conditions of

80
supervision.

Fourthly, the predominance of women may lower the status of social

work, as women are often not accorded the same prestige in the

81
occupational world as men, and fifthly, the clientele of social

work may reduce the profession's status. The argument for this latter

suggestion has been set out by Kadushin, who considers that occupational

prestige is affected by the prestige of the group to whom the

professional person offers his services, and that as social work

predominantly serves the least advantaged members of the community,

82its prestige is adversely influenced.

Finally, it can be suggested that social work's status and

prestige in the community is reduced by soci.al work's position as a

deviant group within society. Bisno has articulated the view that

the value system of social work contains an implied threat to the

83
atatus quo. Social work's position as a deviant group is

heightened by Polansky et al's finding that although social workers

tend to be predominantly middle-class, their opinions on current social

issues are influenced by identification with their clients, and ar e

thus often t d' t 1 i' f SI..con ra 1C ory to tle op n10ns 0 community power groups.
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The implications of no t being ac corded high s tatus and prestige by

the community pose serious problems f or so cial worker s . For example,

people t end to vi ew themselves as ot hers view t hem,85 and will thi s

lead to reduced self-confidence and lessened self-esteem in social

workers? l~ill social workers' ident i f ication wi t h the i nter es ts of

clients not only reduce their commun i ty s tat us, but also caus e personal

insecurity by increasing the distance be tween social workers and their

families and friends? In regard to t his latter question, Polansky

Will the s tatus problems

and his collaborators believe that, "The average social work er is a

marginal person, lacking the securities which may be derived f r oIn felt

b hi f . . 1 ." 86mem ers p 0 a major SOC1a group1ng

facing social worker s cause t hem to accept t he domi nant ideology of the

most powerful communi t y group, at t he expens e of soci a l work values ?

These questions point to t he nature of t he status dilemma in social

work : no t only does t he comnrunity fail to accord the profession hi gh

status and pres tige, but i mprovement of the pro f ession's standi ng can

perhaps only be achieved at the cost of traditional values and

identifications. Put simply, the price of increased status and

pres tige may be abandonment of clients' i n t eres ts.

A second aspect of status and prestige is the internal sys tem of

stat us and pres t i ge wi t hi n the profes s ion . This of t en overlooked

aspec t i s important becaus e when t he communi ty denies a pr ofes s i on

high standing, compens a tion can be achi ev ed t hrough members be ing

awarded s ta t us and prestige within t he profes s ional comnruni t y. Such

an internal sys t em can be viewed a t the two level s of the pro f ession as

a whole, and wi t hin par ticular organizations or agencies . At the l evel

of t he pro fes s i on as a whole , i n ter na l status can be ac hi eved by

pro f essional social wor k ers being el ec t ed by their f ellows i nt o
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positions of high status such as Chairman of a Social Worker's

Association, or representative of the profession on a planning council

or social action body. In addition, certain positions of status can

be achieved which are not controlled by pro fessiona l peers. Examples

of such positions are Professor of Social Wor k , or member of one of the

Commissions of the Nat i ona l Welfare Board. These l atter signs of

status are not available to all members of a profession, and are

restricted to a small number of professional leaders.

For the great majority of social workers, the internal system of

status and prestige i s more applicable at t he level of individual

organizations or agencies. Both Austin and Goodall have commented

on the internal status syst em of welfare ag encies in the United

States of America, and their comments seem equally appropriate to the

South African setting. Austin writes t hat because social work is a

new pro f ession, it has required its skilled practi tioners to move i nto

supervision, administration and teaching, in order to induct new

members. The jobs of supervisor, administrator and t eacher have thus

become the s tatus jobs in social work, while the gras s - r oot s

practitioner is cons equently allocated reduced s ta t us. 87 Similarly ,

Gooda11 writes t hat in the typical hierarchy of a community wel fare

organisation, the board of management is a t the top, followed by the

executive, the supervisor, and f inally the workers. She suggests

that it is i mportan t t o clarify t ha t it i s t he prac t i t ioner who is

really doing the work of the agency, and tha t all ot her persons in the

88structure are there to enable t ha t work . If, as has been sugg ested ,

there is simi1arity 'between the American and South African situa tions ,
the i mplication would be t ha t the soci a l work prac ti t ioner, already

denied high stat us and prestige by t he communi ty,is addi tionally denied
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high standing within internal pr ofes s i ona l s tatus and presti ge

- systems.

Overall, available evidence sugges ts t hat the social worker is

not allocated high s tatus and prestige in the communi ty, and t ha t

attemp ts to change t he communi ty standing o f social work may be

fraught with ethical and value conflicts. In add ition, the "grass-

roots" social worker is denied s tanding i n the i nternal status and

prestige system of the profession . Bearing- in mind the central

position of occupational standing in contri buting t o an individual's

social status and to tal li fe exi stence , di scussed above in t he

introduc tion to this section, the lack of status and prestige ac cor ded

to social work- can be identi f i ed as a po t ential sour ce of dis s atis fac t ion

and stress for social workers.

A final analysis of social work's s tatus dilemma is offered by

Cohen, who writes:

"Unless t he community is r eady t o see the value of social
welfare services, and pay for t hem through t axes and
voluntary con t r ibutions, the role and s tatus of the 89
professional (social) worker will not ch ang e s Lgrri f Lcan t Ly "

Perhaps the pat h to i mproved communi ty recogni t ion and standing for

social work does not lie in t he direction of abandoning deeply hel d

values or capitula t ion t o community power f or ces , but lies rat her, as

Cohen i mplies, in helping the connnunity t o achieve a fu ller and more

mature understanding of i t s soci al wel fare responsibilities.
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6. Bureaucracy and t he social worker

Social work's growing awareness of or ganizational t heory and

system analysis has resulted in t he social work liter a t ure of the

1960's reflecting an increased pr eoccupat i on with bureaucracies, the

host se t tings of most social wor k practice.

A bureaucracy can be de fined as !lA fo r mal organizationa~ sys tem,

which strives to clari fy roles, distingui sh be t we en superiors and

90subordinates, and locate power ~n proper cent r es " In the l a te

1950's, Wilensky and Lebeaux drew attention to some of t he potential

conflicts that bureaucratic se t tings coul d engender in pr of es s i ona l

. 1 k 91
soc~a wor ers, and in t he f ol l owi ng decade, successive wri t ers have

Thr ee main areas of po tential confl ict between

)

identi fied a number of aspects of bureaucracies which can clash with

intrinsic social wor k values and service goa l s .

Most social work writers t ake t he view that as a professional

person in a bureaucratic structure, the social worker f inds herself

confronted by two sets of mutually i ncompa tible demands: one set

emanates from her pro f essional va lues , pr i nciples, e t hics and pr iori t i es;

and the other set is imposed by the bureaucratic structure of her

92employing agency .

bureaucracy and pro f ession can be es t ab l i shed . They are the ar eas of

I
J

bureaucratic goals versus profess ional service goals; bureaucra tic

authori t y versus professional author ity ; and bureaucratic decision-

making ver sus pro fess ional decision-making.

The potential co nflict be t ween bur eaucr atic goals, and pro f es s i oria l

service goa l s is the most r eadi l y i dent ifiable poi nt of disagreement

between professional employees and t hei r emp loying agency. A bur eauc r a t ic
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structure emphasises procedures and standardised approaches, which leads

to rigidity in the provision of service. The social worker, vi ewing

the client as a whole person, may find that the agency's bureaucratic

structure permits her to treat only fragmented parts of t he client's

problem, and as Green observes, the structure of the bureaucracy liDlitti

h . I k' h' b h d' ., f . 93t e SOC1a wor er s c 01ce a out t e nature an pr1or1t1es o . serV1C C.

On the same point, Vinter argues that the size of the bureaucracy is

related to conflict between bureaucratic and service goals. He

considers that the larger the agency, the greater the . strain on t he

individual social work er: conununication becomes formalised; the agency

executive becomes a remo te, unapproachable figure; rationalised

procedures become more conunon; and many professional ac t ivities arc

prescribed by manuals and job descriptions. In Vinter's opinion,

these conditions may lead some social workers to be less satisfied, and

94may result in increased personnel turnover.

Another possible source of stress , closely related to the potential
-- -----

clash between bureaucratic and professional service goals discuss ed

above, is con flict be tween bureaucra tic au t hority and professional

authority. The nature and structure of a bureaucracy requires

leadership, co-ordination and control, and t he initiative and sel f-

direct ion of the professional worker is limi ted by regul a tions,
.

procedures, and a system of hierarchical supervision an d accountability . 95

\olhereas it is generally 'accep t ed that in social wel f are organizations,

as in other organizations; a fonnal struct ure of control and

responsibil~ty is a prerequisite for effect ive function i ng,96 the

social "0rk literature r eflec ts considerable unrest abou t the us e of

professional supervision as a mean s of r einforc i ng bur eaucratic

97
authority.------
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Vinter is one of the ,...riters who gives special attention t o the

institution of supervision being a source of stress to social workers.

He follows the view that however able the supervisor is in exercising

her authority, limits are placed on the social work ar l s autonomy

through supervision, with a resulting t ension betwe en profess ional

competence and administrative practice.
98

Behind this tension lies a

conflict between the non-authoritarian ideology of social work, and

the exercise of administrative authority and control.

Supervision, despite the advantages that i.t brings to t he

beginning practitioner who is developing her professional ski.lls,

places the experienced social worker in a position of continuing

dependency. In this reg8rd, Smith writes that th e social worker's

Gouldner gives a pert inent ins i ght

autonomy is less than that of other es tablished professional~. She i s

more closely supervised by her seniors, she has to report more closely

on her activities, and agency policy r estricts her discreti.on. Smith.-
considers that this situation will lead to the role expec tations of the

social worker, as a professional, conflicting with the hierarchical

relationships of the agency.99

into the supervision of experienced workers when he sugges ts that t he

agency worker be compared with the University teacher, whose c lass is

scarcely ever visited by his superiors and who, in fact, would probebly

be deeply resentful should this occur. lOO

Austin, recognising the conflicting interests of bureaucr ac y er-d

professional in the practice of supervi s ion, commerit s that l.o1hi l e

agency-cen tred practice will continue to be predominant in sod al \o7or k)

the i mmediate task is to see if job de f i nitions and organizational

arrangements can be res tructured in a s atis fyi ng for~mal organi za tion
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pattern that will be consistent with profes sional goal s and values.
l OI

While this is a desirable objective, certain charact eris tics peculiar

to social work make a restruc t uring of t hi s nature additionally

difficult. For example, community welfare organizations nor~ally have

community boards of manag ement , who migh t have goals and i de as ve r y

different from t hose of pro fes s i onal so cial workers; an d public welfare

organizations might have s tatutory functions to fulfil, whi.ch coul d

take precedence over the individual social worker's trea tment goal s .

In both community and public wel fare agencies, t herefore, manage~en t

has a vital interes t in ensuring the priori ty of bureaucratic goa ls ,

and thus a vested interest in the continuance of admi nistrative

supervision f or employed social workers.

The brief examination of conflict between bureaucratic authori ty

and professional au t hority, ab ove, leads on to a closely related area.

Essentially, authority involves power and r esponsibili ty for decision

making, and it follows that if a conflict exists bet\leen bureaucratic

and professional authority, t here will also be a clash betwe en

bureaucratic and pro fessional decision-making power. I n par t i cul ar,

it can be postulated that most conflict will centre upon decis ions

about the direction and nature of clien t s ervi ce .

Ideally, . the va l ues , princ iples and ethics of prof essiona l soci a l

workers should be complementary to the r equirements of a social

welfare organization, the aims of which are at least nomi nally i n

accordance with the humani t ar ian goal s of pr ofessi onal soci.al wor.k.

In an ideal situation, therefore, a minimum of disagreement about

client service would be expec t ed between socia l workers and ag ency .

However, the social work litera t ure r ef l ec ts t ha t th i s pe rfec t unani mi t y
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of purpose is often not achieved, and a much-quoted reason for discord

in community welfare organiza t ions is a di ffer ence in motiva ti on and

purpose between bureaucratic policy-makers (i.e. boards of man.:l.gement )

and professional employees.

Rapoport, for example, names as one of the so urces of tension i n

social work, the lack of consistent attitudes and values ~ithi.n soci al

work agencies and institutions . She attributes this to a great par t

Auerbach agrees with Rapopolt ,

J

)
!

of social work administra tion, policy-making, and elaboration of

procedures being done by laymen, whose goals and actions may be at

variance with professional values and conceptions regarding t he

nature and needs of the human being.
l 02

and suggests t ha t one of the reasons for conflict is t hat the real

motivation of board of management members is not fully und erstood. He

advances t he view that the normally recognised mo tivat i on of al t r uism

is often mixed with other mot i va t i ons , such as a wish for r eco gnition

and prestige. While he accepts that there is no basic contradiction

/

between these latter motivations, and dedication to agency goa l s ,

Auerbac h points out that fail ure to r ec ogni s e board member s' dual

motivation can lead professional social workers into two po t ent ially

frustrating situations: firstly, t hey may become disillus ioned at

board members not always gi vi ng pr iori t y to those service goals

identified by professionals; and secondly, t hey may fe el t hat to r educ .

conflict they must become party to decisions made by t he "pover " boar d,

d . f' . . 1 f . 103an sacr~ 1ce pr~nc~p e or opportun~sm.

Kramer has approached t he issue of conflic t be t ween board of

management and professional workers f r om the po i n t of V i Cl1 tha t board

and professionals have di f fer en t ref er enc e groups . Board memb er-s ,.d J. l
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reflect the values and attitudes of their various con~unity ref erence

groups, while professionals will tend to reflect the values and

perspectives of their occupational group. Kr amer conclu des t ha t

board member s will consequently be less de termi nis t ic, more punitive ,

more voluntary-minded, and less able to perceive inadequacy in service,

than \'1ill the profe~sional social worker. l 04

The three types of conflict that can exist between pro f essionals

and bureaucracy -over service goals, authority, and decision- making

power - can be reduced by a number of mechanisms. Kra~er, for exampl e ,

cites the gap between what people say and what people do, t he attitu des

of board members changing through a process of ed uc a tion, and the

agency executive's power to control t he board's exposure to

potentially conflict-laden issues. 105 Fr om the pro fessional social

worker's point of view, Green poi n t s ou t that in cop i ng with bur eaucra t i c

conflicts, the worker consciously or unconsciously adopts one ef a

number of accommodation patterns, ranging from no integration of

professional and bureaucrat i c roles, to the worker being abl~ t o hol d

the incompatible el emen ts of t he two roles in r ealistic perspective ,

and even capitalise upon the i nherent conflict in order t o promote

106change.

For some workers, this latter type of satis f ac tory acco~~odation

will be par ticularly dif ficul t. Gre en identifies them as t he worker

who feels herself to be a victim of the bureaucratic s~ tting, an d who

gets relief from over-identification wi t h the cli ent "victi m of socie t y";

t he i mmature worker, lacking in skills and knowledge , who ""ill be

tempt ed to abandon her professional ident i t y an d take r e f uge i n the

rigidi t y and organizational procedure of the bureaucracy; and the s oc ial
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work "reformer", who tries to sustain her own humani t ar i an values

b d h f · 107agains t bo t h the ur eaucr acy an t e pro eSS10n. I n addi tion,

t he effectiveness of the worker's accommodation to conflict wi t h

bureaucracy will depend on how shc personally hopes t o get her main

gratifications: as Bi 11i ngs 1ey observes, t he social work er must -rel at e

to the fo ur sub-systems of profession, ag ency, clientele and communi t y,

and her resolution of conflicting demands will depend on t he sub­

system from which she expects to ge t her primary rewards. lOB

h 109 d S' 110Finally, wri ters suc as Tor en an t he 1mpsons have

advanced t he view that female so cial workers will exper ience less

conflict be tween bureaucratic and professional value s, than wi l l nJa1es .

Their argument is based upon t he premise t hat females are mor e amenabl e

to working within bureaucratic s tructures, for a number of reasons:

they have a tendency to defer to men (and mos t agency boards of

management have powerful male members); they desire so ciability and

pleasant inter-personal relationships, and are fearful of conflict -

that might endanger these; they have less work ambi tion than men;

they tend to have compliant dispositions; and their primary attac hment

is often t o their family role, rather t han to their pr ofess i onal r ol e .

In consequence, t hey can be considered mor e wi l l ing t han men to accept

the bureaucratic controls i mposed upon them in social wel far e

. . 111organ1zat10ns .

The bureaucratic set t i ng of mos t social work prac t ice can be

identified as a potential source of tension to some social wor ke rs,

and accommodation to conflict between professional and bureaucra tic

priorities can depend on t he nature of the con f l i ct, the wor ker' s

personality, her values, and her principal sources of uo rk reward and

satisfaction.
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7. Other sources of stress i n social work

In preceding sections of this chapter, the ~orking conditions,

image, status, prestige, and bureaucratic-professional conflicts of
- ---- -. ---

social workers have been iden~~fied as possible sources of stress to
--- ---

members of the profession. Whereas thes e areas are t he ones most

closely examined in the literature as causes of dissatis faction to

social work practitioners, they by no means form a comprehensive

list of all sources of discontent and tension. A brief examination

of some of the other potential causes of dissatisfaction with social

work as work, as reflected by the literature, may serve to provide a

more complete picture. In particular, f our f urther areas mer i t note .

They are personal demands made upon t he social worker by soci&l work

practice; the changing clientele of social work; the gap between
----- ---

ideals and reality; and the "reality shock" experienced by the beginning

social worker.--- -

The personal demands made upon the social worker by social work

practice are multiple, and several (suc h as coping wi th poor community

recognition, and accommodating ~o bur~aucratjc requirements) ~a~e_

already been discussed. What has not been mentioned, hovever , is t he

heavy demand made upon the social worker in dealing with the eoo t i onal

content of social work practice. Of all professions, social wor kers

have a special emphasis on relationships with clients being a sine gua

.!!£!! for professional help, and involvement in purp~seful_ relationships

involves t he worker in deep emo tions, bo th her own and her client IS.

This has led Rapopor t to specify that t he social wor ker mus t have a

high capacity for t he "toleranc e and absorp t ion of all kinds of

---negative feelings, mas s i ve anxieti es and needs by cli ents and groups , ,,112

and Babcock to state that the social worker i s "subjec.L..!..o t he pro jected-
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The cap acity t o deal purposef ully and

hostility and criticism of

i
. ,,113mrnature socl.ety.

anxi ous , sick people and of a fr i ghtened and

constructively with emotional mat er i a l of t hi s t ype demands a matur e

)

and secure personali ty, but even i n a person who meets t hes e r equirements,

the constant emotional ba t tering of day-to-day social wor k practice

-: \ can be a considerable s train.

l
Secondly, a recen t South Af r i can wri ter has stat ed that t he social

114worker works increasingly with people f r om all classes of society,

sugges ts that this situation wi l l pres ent s t res s to the social worker ,

working wi th clients f r om the s ame social class as hers elf.

and

the

bearing in mind t hat the social worker her s el f of ten comes f r om

. 115
middle class, the possibility emerges of t he socia l wor ker

Rapopor t

Thi s can be

as middle class clients, seeki ng norms , s tandards, values and meani ng

in life , may press middle clas s social work ers to provide solutions

116to problems which they t hemselves may not have solved.

Thirdly, tension arises f rom what Rapoport has called "the

recognition of what n ee ds to be done, and f r om the real i s a t ion that

knowledge and met hods are inadequate to t he demand. ,,117

termed the gap be tween t he social worker' s s ervice idea l s and r eal i t y,

and stress from this source will depend on the indivic!ual soc ial worker ' s

concep tion of ideal wel fare s ervices, and a l s o on her percep t ion of

prevailing need and i na dequacies .

Fourthly, there is evidenc e to sugges t tha t bo th i n South Af rica

and in ot her count ri es, t he beginning . so ci al worker experiences wha t
\

I Wilensky and Lebeaux have tenned " r eal i.t y Shock " , 118 when she df scov ar s
/

the discrepancies between t he norms i nculca ted i n pr ofessional training ,
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This phenomenon has two asp ec ts,

namely the: high standards of training, and the lower standards of

some practice. The choice facing social work educators is whether

to educate social workers for social work as it is locally practised,

or whether to educate students in terms of the highe s t prof essional

ideals, so that practice in the field will be gradually improved.

For most social work educators, this is no "choice", and students for

the profession are educated to aspire towards the best possible social

work standards. As lolright has conunented, training cannot follow too

closely the average practice of the field, and must reflect the best,

even though this causes discontent among those who have been trained. 119

The idealistic standards of social work education may extend beyond the

classroom into student field instruction, despite low standards of

agency practice. This comes about because students are usually

assigned to agencies where practice is compatible with high pro f essional

norms and values, and as Vinter points out, the combination of both

theoretical and practical training at a high level may accentuate the

strain for novice practitioners first employed in agencies whose

characteristics are less than ideal. 120

~ Empirical studies support the notion that the t r ans i tion from

) University to non-ideal agency practice can cause strain and

~ dissatisfaction in be ginning social workers. In t he United States of

America, Hasserman has studied the early careers of 12 gradua t e

social workers taking their firs t jobs in a child welfare agency. He

reports that within a mont h, 7 of the 12 were disappointed and f r us trated

in their work situations, and t hat by the end of t wo years, 8 of t he 12

workers had left the agency. \\Ias s erman concludes that the main

difficul ties, apar t from heavy cas e loads, were pr ovided by the

institutional rigi dity of the agency and allied wel f are structt1 re ~,
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coupled to the f act tha t only 3 of the 12 beginning workers felt that

their supervi sors and consultants had sufficient knowledge and experience

. h 121to ass~st tern.

Wasserman's American findings receive support from Hare's experience

in South Africa. Hare, a South African social work teacher, conducted "

a seminar with 11 social work graduates of the University of the

Witwatersrand in August 1969, after the graduates had had six months

practice in the field, and also led a group of yoting social workers

in regular fortnightly discussions during 1970. She reports that

during their first year of practice, s~cial work graduates encounter

many frustrations, including t he pressure of heavy case loads;

professional standards which fall short of the graduate's expectations,

or which are so high that the graduate feels that she cannot measure

up to the practice of her colleagues; agencies that have rigid,

bureaucratic structures that are resistant to change; inadequate

supervision; and uneconomic use of welfare manpower. Hare emphasises

that in her opinion, the provision of supervision is the most immediate

need for these beginner social workers, and that further, the type

of supervision needed is supervision that goes beyond helping the

graduate with the "mechanics" of case management, and which also

provides the worker with the opportunity to express her feelings. 122

Dissatisfactions and strains resulting from shortcomings between

educational ideals and practical realities have an increased significance

~ in the social worker's first job, as the beginning social worker, often

lacking extens ive life experience, may become disillusioned not only

l with a particular job, but with the social work profession as a whole.
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8. The work patterns of soc i al ~orkers: i ndices of work s a t is facti on

and dissatisfaction?

TIle work patterns of social workers, as reflected by t hei r r at e of

movement from joo to job, or by their attri tion rate, are f r equent ly

discussed i n the profess ional l iterat ure, and there is widespread

agreement among investi gators that _t J-1_0 of the most impor t ant, admi nis t rat i ve-- --- - ---- -----
problems facing social welfare agencies today are staff morale and s taff
----

longevity, both of which are directly r el at ed to the quality of

service received by the community.

Perhaps it is this concern about social workers' job movemen t s

and wastage from the profession that has led some social work writers

to take a naive view of occupational mobility and occupational

wastage ra tes, and to i nterpre t t hem as direct i nd ices of work

, satisfaction or dissat isfaction. Heisels, for example, ' has s tated
, \

that '~orkers who change (jobs ) frequently are expected as a group to

h I . b . f . ,,123 d V· h cl h ks ow ow JO -sat1s act10n, an 1nter as s uggeste t at wor ers

tend to leave jobs when the i r ba l ance of sat i sfact ion-dissatisfaction

, 124
becomes adverse. Although ther e may well be truth in Nei s e l s I and

Vinter's statements, a case can be made for occupational was ta ge and

occupational mobili ty being influenced by factors other than job

dissatisfactions. To understand 't he meaning of occupational mobi lity

and was tage rates, t herefor, t he investi ga tor r equi r es more than

numerica l rates per s e: he needs a knowl edge of th e~~ l yi ng

behind the figures.
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(i) Occupational mobi l ity

In discussing whet her or not social worker s ' occ upational mobility

rates can be considered an index of sat i s f ac t i on and dissatis f ac t i on

in the profession, an examina ti.on of two main areas wou l d seem re l evant.

Firstly, it is ne ce s s ary to br iefly survey exi s t i ng da ta on occupa t i ona l

mobility rates, and secondly, t he social work and social sci ence

literature can be r eviewed f or insights into the causes of oc cupational

mobility.

The actual occupational mobi l i t y rates of social workers ha ve

been surveyed i n a number of countries. For ex~ple, in the Uni ted

States of America, Bi sh op ha s studied the careers of graduates of t he

Universi ty of Pennsylvania School of Social Work, and r eports an

average mobi l ity rate of one i nter-agency move every five ye ar s, althoagh

· she no t es that one-quarter of the sample make three- fi fths of the

125
moves. In Britain, "I'Lmms has studied the occupational mobi li ty of

psychiatric social workers, and he repor ts that men spen d an ave ra ge

of 4.1 ye ar s in each job, whil e t he average duration of female wor.kers'

jobs di f fers according to t heir mari.t al status . ' Those who marry

after qualification have an average leng t h of job of 2.3 years; those

who marry before qual i fication have an aver age lengt h of job of 4.2

years; and single women have an average l ength of j ob of 5 .2 ycar s. l 26

In South Africa, }lcKendrick has repor ted on t he occupa tional mobi l i t y

of Durban social workers. The ir av erage l ength of j ob i.s 3 to lj years ,

and thei r oc cupa t i.onal mobi lity is related t o age, sex and r ace.

Durban so cial wor kers are most oc cupatioc a l l y mo bile in the age range

20 to 29 year s ; the aver ag e l engt h of j ob of male so cial workers is

almost double that of femal e so ci a l wo rkers (6 t o 7 ye ars, as comps red

to 3 to .4 years) ; and white fema l e soc i a l vorkcrs have th e lowes t
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127average dur ation of job of all race/s ex group s .

When t he social wor k and social science liter ature is sur ve yed f or

insights into the causes of occupat ional mobi li ty , two di s t i nc t groups

o f influencing f ac t or s can be iden t i f ied. The f i r s t group conc erns

specific job dissatis f ac tions, while the s econd group concerns fac tors

unassociated with stress or dissatis f action in the job termina ted.

'Speci f i c j ob dissatis fact ions have been f oun d t o pl ay an importan t

part in the occupational mobi l i t y of Amer i can soci al workers. For

example, Tollen has studied the r easons f or s taff t urnover in Amer Lcan

child welfare and family s ervice agencies, and of t he fiv e major

reasons for job termination t hat he reports, t hr ee are relat ed t o

job dissatisfaction. They are dissatisfaction with supervision,

dissatisfaction with progr amme policies, and having "bet ter j obs " to

move to. The ot her two reasons are f ami l y- or iented : geographical

Mor e recent information on r eas ons

movement unassociated with work (particularly th e geogr aphi cal migration

128
of husbands), and materni ty.

for t he occupational mobi lity of social workers i n the Unit ed St a t es

of America is provided by Fer gus on , who s tates t ha t s t udi es of staff

turnover in social welfare agencies i.ndicate t hat workers' r easons f or

leaving men t i on dissatis fac t ion wi t h working condi tions, i ncluding

. . 129all aspects of personne l pol icies and pract1ces.

The writer knows of no empirica l Bri t i sh or South African Qat a

concerning t he i nf l uence of job diss atisfac tions on job t en ni na t ion,

and t hus upon occupational mobi l i t y . It would seem reas ona ble to

suspec t, however , that Briti sh and South Af rican social workers , like

t heir American colleagues, wi l l be inf luenced to s ome exten t by job
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dissatisfaction in terminating jobs, and in moving from one job to

another.

The second group of factors influencing the occupational mobility

of social workers is comprised of causes unrelated to stress or

dissatisfaction in t he job terminated. Four speci f ic issues can be

identified : the attitudes of professional persons to job changing;

the state of the labour market ; whether or not the profession i s .

undergoing a phase of gr owt h ; and, particularly for fema l e social

workers, family-related factors .

. Firstly, ther e is evidenc e that professional peo ple are more

occupationally mobi l e t han other groups. Carr-Saund ers and Wilson

observe that professional people pass from t he service of one

organization to t hat of another: t he professional is at t ached pr i marily

130to his profession, and not to hi s employer. Parnes has empirically

established that the mobility of professional workers is greater than

that of other established occupational categories,13l and Taylor has

stated that the reason for t his high occupa t ional Inobility is t hat

professional people are willing to move where they can achieve the

. 132
most excellence. Not only is high occupational mobi l i t y

charac teristic of a profession, but a lack of occupa t ional mobi l i t y

may be disadva ntageous: as Caplow comments, long identi fication with

a single establishment may be an indifferent or even ne ga tive f actor in

. 133the pro fessional person's personnel record.

Can these professional mobi l i ty chara6teristics be found in the

emergent profession of social work? American material would s eem t o

indicate that thi s is the case. Bl au and Scott have shown t hat
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professional social workers are more committed to the content of

their profession than t hey are to a loyalty t owar ds their particular

employing agency. They state that the professional social worker

is willing to move from one 'empLoyer to ano ther for oppor t unities

that will enable her to better s erve her diGcipline, evefi although

this mobility may not contribute to the goals of t he bureaucracy i n

which she works . Blau and Scott conclude that social workcr s with

Similarly, Scotch has studied high staff turnover in the

the greatest professional orientation are least loyal t o a bureaucrati c

. 134
agency.

Jewish communi ty centre field in the United Sta t es of America, and h e

reports that most soct a l worker's have a primary loyalty to t heir

profession, so that given an open system of empl oyment with f r ee

competition for workers, those organizations with the highest status

in the profession will be most success ful in attracting and retai ning

135personnel. If loyalty to the profession, rather than the ag ency ,

is also characteristic of South African social workers, thi s f actor

may be a potent influence on their occupational mobility patterns .

A second area of relevance to occupational mobility is t he state

of the social work labour marke t . In a market where t here is gr ea t

demand and a supply that does not meet this demand, occupational mobi l i t y

from job to job will be fa ci l i t at ed , whether the movement i s promp t ed

by the search for professional excellence or by other factors . In

this regard, ~he constan t s hortage of social wor kers in South Afric a,

whLch can be identified from the 1950 I s to t he pres ent time (see

pp.45-52 , supra), may ·cont r i but e to the occupa tional mobil i.ty of

professional social workers in t he Republic.
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Thirdly, closely related to the state of the social work labour
.

market is whether or not the profession is passing through a phase

of growth. In periods of growth, increased turnover can be expected,

and in the United States, Ho1lis and Taylor have commented that rapid

1 . h 0 0 f l dI d i f 0 136personne turnover ~s c aracter~st1c 0 a rap~ y expan ~ng pro eSS10n.

In a country such as South Africa, the recent pace of growth of

social work and social welfare services does not appear to be as rapid

as that reported in the United States, or for that matter in the United

Kingdom. However, as and when the community become more conscious of

the under-developed nature of welfare provisions for some population

groups in the Republic, a spurt in the development of both social

se~vices and posts for social workers can be expected.

Finally~ there is a consi derable body of evidence to support the

notion that, for female social workers, family-oriented factors play

a significant part not only in their occupational wastage, but also

in their occupational mobility. This issue is discussed in the

following chapter of this dissertation, which deals specifically with

female social workers and work.

The foregoing discussion of occupational mobility rates and the

reasons for soci~l ,wor ker s ' occupational mobility, ' leads on to two

related questions. Firstly, how advantageous or disadvantageous to

social work is the job movement of social workers? Secondly, is there

an optimum occupational mobility rate for social workers?

A case can be advanced for occupational mobility having both

advantages and dis~dvantages for individual social workers and for

social work as a whole, according to the circuQstances in which it

takes place. Thomas considers desirable occupational mobility to be
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that mobility which allows for knowledge and experience to be

transferred between individuals and organizations; which allows

ambitious, capable and efficient people to follow opportunities for

personal advancement; and which allows f or the "shedding" of

137unsuitable employees. On the other hand, he considers occupational

mobility to be undesirable when it does not lead to the be tter

utilisation of manpower, or when it occurs so frequently tha t there is

138no stability or continuity i n a particular work force. Thomas'

latter points are relevant to social workers if it is accept ed that

the "better utilization of manpower" in social work refers to t he

highest standards of service to the community. Besides t he pCRsibili t y

This is

of excessive mobility of social workers leading to a reduced standard

of .client service, it can be noted that high nlobility of prof essional

personnel also has economic consequences for welfare or ganiza tions.

139
Following Gaudet, it can be argued t ha t thes e economi c cons equences

may include recruiting costs (e.g. advertising); selection and hiring

costs; training costs (e.g. in-service training, and allowing new

personnel to acquire a knowledge of the agency and its clients);

"on the job costs" (e.g. supervision of new workers, learning a net"

neighbourhood, becoming acquainted with case histories); and int angible

costs, particularly in t he loss of client goodwill.

If occupational mobility of social workers has both desirabl e

and undesirable aspec ts, can an optimum lnobi l i t y r ate be fo und? I t

would seem t hat an op timum occupational mobil i t y rate for social worke r s ,

whcre the desirable aspects are greatest, and th e un des i r able aspects

least , cannot be established for the profession gener a l l y .

because of variable dema nds bc twee n f i e l d and f i e l d , agency end agency ,

and between i ndividual worker s . However , some f iel ds of s oc i al work
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have attempt ed to l ay down a minimunl lengt h of j ob before a worker

becomes effective. I n psychiatric social work, f or example, t he

Scottish branch of t he Ass ociation of Psychiatric Social Wor~ers has

established a mi nimum l ength of 4 year s in t he wor ker ' s first job,

before t he full benef i t s of training ar e app arent.
140

Similarly,

practitioners of par ticul ar so cial work met hods have tried to establish

minimum emplo yment periods. In the case of so cial group workers, for

example, Kind elsperger has wri t t en th at it is usually not desirable

141
to keep a good work er f or less than t wo years.

Interpreting social wor ker s ' occupat ional mobi l i t y rates is

made more ·di f f i cul t by a l ack of an optimum occupat ional mobility

rate for social workers as a whole. It is of note, however, that

occupational mobi li t y need not a lways be disadvantageous, and t hat

the movement of personnel from job t o job can have beneficial e ffects

both for individual social wor kers and for the pro fession gene rally .

. In summary, it can be sta ted t hat whi l e the occupational mobi l i t y

rates of social workers may well be a partial i ndex of satis f action

and dissatis faction in t he profession, t hey cannot be accept ed as such

without detailed inves t igat i on : evidence exists t o suggest that

. movement from job to job can be influenced by a range of other factors

not directly associated wi t h job discont ent.
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(ii) Occupational wastage

Many of the arguments against viewing occupational mobi l i t y rates

per se as indices of job dissatisfaction and satisfac tion are also

applicable to occupational wastage rates. Occupational wastage rat es

may be a useful figure in planning f or social welfare manpower , but

knowledge of the causes behind the rates is necessary f or a full

understanding of the phenomenon.

As with occupational mobility, occupational wastage may have

desirable and undesirable aspects for the profession. For example,

absence from the profession aft er qualification for t he purposes of

obtaining a higher social work qualification may well be considered

desirable occupational "wastage"; while full-time employment outside

social work after qualification may be considered und esirable

occupational wastage. In addi tion to occupational wast age having

desirable and undesirable aspects for the profession, it can also have

desirable and undesirable aspects for society at large. Further, the

interests of society and the profession may not be identical in t his

regard. An example would be occupational wastage due to maternity

and child-rearing, where the profession would lose the services of a

social worker, but where society would gain the addition of a new

member. Thus society at large, placing a high premium on the r earing

of a young child at home by his mother, might consider t his desirabl e

occupational wastage; while the profession mi ght not necessarily

adopt the same view.

Information on the occupa t ional wast age of social workers is

available for a number of count ries. In the United States of Amer ica ,

Bishop has studied the work patterns of Uni ve r s ity of Pennsyl vani a
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social work graduates, and reports t ha t while 8 out of 10 men r emain

continuously in t he pro fession, only 6 out of 10 women have unbroken

employment in social work. She states t hat her sample as a whole

realise only 83% of t heir pot ential service in social work, with men

realising mor e than women (92. 8%, as compared to 80%).142 Lewfn ,

also in the United States of America, has surveyed the careers of

married female graduates of the New York School of Social Work, and he

reports that they realise only 52.9% of their potential service to

143the profession.

In Britain, Rodgers has studied t he careers of social science

students completing courses a t British universities in 1950, 1955 and

1960. She states t hat in spite of some increase in t he number of

men and women comple ting pro fessional training, the was tage due to

marriage muong the younger women has defied all efforts t o i ncreas e

significantly the proportion of trained to untrained workers

h h h . 1 . 144t roug out t e SOC1a serV1ces . Ti~~s is able to provide specific

figures about occupational wastage in the fi eld of psychiatric social

work. Comparing social workers who quali f i ed in 1947/48 and 1952/53,

he shows that occupational wastage increases with experience since

qualification. Single women have the least amount of occupational

wastage (10% for the 1952/53 group, and 12% f or the 1947/48 group),

while women who mar r y after quali ficati on have the gr eates t occupat ional

( 145wastage 32% for the 1952/53 group , and 55% for the 1947/48 group).

Surveying t he attrition rate from Br i t i sh social work as a whole,

Haines writes that it is , "much too grea t", and he notes that many

of the personnel who drop out of social work are relatively new

entrants t o the pro f ession. 146
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In Sout h Afr ica , indi r ec t an d direct material exists on the

occupational wastage of social workers . Indirectly, cer t ai n inferences

can be drawn from s t udies suc h as the 1959 survey of social workers

employed in voluntary welfar e organizations. Thi s study sh owed

t hat whil e the average age of f emal e social wor kers was 29. 40 ye ar s ,

their average experience in social work was 68.9 mont hs , or 5 years

147
8 .9 months. As education for social work in the Republic is

generally i mmediately post-school, and normally of three years

duration, a considerable amount of occupational was t age can be

s uspected.

Direct South African data is reflected in McKendrick's study of

Durban soci al workers. As a whol e , the workers had an average "

occupat iona l was t age of 26% of t heir potenti a l working lives. The

greatest par t of t hi s wastage (67%) was due to mar i t a l and fami l y

reasons , but a further 25% of all wastage was due to full- and part-

time employment outside social work . McKendrick notes that

occupational wastage i s ag e rel a t ed (most wastage occuring over the 23

to 46 year age range), and also related to sex an d race (Whi te females

having an average occupa t ional wastage rate of 33%, the hi ghest of all

148race/sex groups).

McKendrick's Durban f i ndings l end support to the notion that

occupat i ona l wastage rates per s e ar e not a direc t indication of work

satisfact ion or dissati s faction, a l though hi s finding that 25% of all

wastage was due to fu ll- and part-time work outside social work may

possibly indi~ate di s content wi t hin the pro fess ion . What would seem

s i gni f icant in the Durban s tudy i s that the greatest part of social

workers' occupational was t age is a result of some f ema l e social workers
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having the dual roles of social worker and wife/mother, and a discussion

of this situation forms the major part of the following chapter.

In conclusion, it can be not ed that numerical measurement of

occupational mobility and occupational wastage provides only a crude

indication of the work patterns of social workers. TIlese measurements

can be refined by detailed investigation into the causes of movement

from job to job, and movement in and out of the profession. Without

such additional refinement, neither occupational mobility rates nor

occupational wastage rates can be regarded as direct indications of

social workers' work satisfaction or dissatisfaction.

9. Summary

A person's work can be regarded as more than a means of making a

,[ living: it has far-reaching psychological, social and economic functions,

person's total living situation.

I and the satisfaction or stress experienced at work may colour the

As an occupation, social w,ork may be regarded as a source of

satisfaction and stress to its pr ac t i t i oner s . The satisfactions of

social work as work are varied, , and depend to a large extent on the

individual, her values, reference groups, ambitions 'and personality.

The principal stresses or dissatisfactions of social work as an

occupation can be identified, and their origins analys ed , It is

postulated that social work is a particularly stressful sort of ,work,

and that this stress arises from non-ideal working and service

conditions; discontent with the image, status and prestige of social
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work; the bureaucratic setting oJ social ~10rk practice; and the

nature and demands of social work ·i t s e1f . In addition, a further

cause of tension and discontent can be found in the discrepancy between

social work ideals and social work practice.

A recurring theme throughout this chapter is that social workers

themselves can take action to ameliorate many of the sources of,

dissatisfaction in the profession, and that the main action indicated

is for professional social workers to increasingly concentrate on

educating the community to become aware of its wider social welfare

responsibilities. Such endeavour will lead to improved social

welfare provisions and services, and from this will flow greater

community recognition for the social worker.

Finally, the suggestion is made that it is naive to regard

occupational mobility and occupational wastage rates ~~ as

direct indices of work satisfaction and dissatisfaction. The view

is advanced that while these measurements may be influenced by work

dissatisfactions, mobility and wastage are also affected by a wide

range of other factors, some of which can be identified.



REFERENCES

1.

Page 116

The Oxfo rd English Dictionary, Oxford, 1964

2.

3.

TAYLOR, L.

POLANSKY, N.

Occupational Sociology, New York , 1968
pp. 5-7

"The Professional Identity in Social Work",
in Kahn A.J. (Ed.) Issues in American
Social Work, New York, 1959, p. 311

4. OLSHANSKY, S. s
UNTERBERGER, H.

5. ROSENBERG, M.

6. BABCOCK, C.G.

7.

8 . . SUPER, D.E.

9. POLANSKY, N.

10. ,nLENSKY , H.L.

"The Meaning of Wor k and its I mplications
for the Ex-Mental Hospital Patient",
Mental Hygi ene , 47,1,1963 p. 139

Occupat ions and Values, Glencoe, 1957
pp . 2-4

"Social Work as Work", Social Casework,
34,10,1953, p. 416

Ibid, p. 418-- .

The Psychology of Careers, New York, 1957
p . 4.

Op. Cit., p. 311

"Work, Careers and Social Integration",
International Social Science Journal,
XII, 4, 1960, p. 549

11.

12.

13.

14 .

15.

, 16.

SUPER, D.E.

TAYLOR, L.

HERON, A.R.

NEISELS, J.F.

VAN BILJON, R.C. W.

"A Theory of Vocational Development"
American Psychologist , ' 3 ,1953, p. 190

Cp. Cit., p. 319

Why Men '-lork, Stanford, 1948~ pp. 12-14

Self- Conception, Jo b Concep tion . and Work
Satis f action of Social Workers, Unpublished
Ph .D. thes i s , Unive r s i t y of Minnesot a ,
1962, p. 67

Enkele Aspekt e van die Beroeps- en
Persoonlikheids f unks ioneering van
Maats kap1ike Wer kers in Suid-Afrika,
Unpublished D. Phil. t hesis, University of
Sout h Afr i ca , 1970, p. 249

Ibid, p. 252.



17. RAPOPORT , L.

18. BABCOCK, C.G.

19. }~ISELS , J. F.

20. HAlNES, J.

21. BECK, B.M.

22. FERGUSON, V.S.

23. ULLMANN, A. et al

24.

25.

26 . WINCKLER, A.T.

27. SHAW, F. C.

28. BECK, B. M.

29. WILENSKY, H.L. Or
LEBEAUX, C.N.

30. HAl NES, J.

31. BECK, B.M.

32. REHR, H.

33 . ULL}~NN, A. et al

Page 117

"In Def ence of Soc i a l Hork : An Examination
of Stress in the Profes sion", i n
Weinberger, P.E.(Ed.) Perspectives on
Social We l f are, London , 1969 p. 444

Op . Cit. , p . 422

Cp . Cit., p. 142

"Satis f acti on in Social Wor k" , Ne\>l Society ,
5th January 1967 , p. 17

"Improving Horking Conditions for Social
Worker s " , Social '-lork J our nal , 35,3, 195q·
p . 107

"Personne l Pol i ci es and Pr act i ces" i n The
Social Work Encycl opaedia , H.L. Luri e (Ed.)
New York , 1965 , p. 541

"Activities, Sat i s f act ions and Problems of
Social Workers in Hospital Set t i ngs",
Social Service Revi ew , 45,1,1971, p. 22

Report on a Sur vey of Soci a l Worker s
Employe d by Voluntary '''e lfar e Organi.zations ·
Research and Information , Department of
Social Welfare and Pens i ons , 5/ 1962,
Pretoria, pp . 22-24

Ibid, p. 26

"Recruiting of Social Wor ker s " , Journal of
t he Depar t ment of Social Welf ar e and
Pens i ons , June 1969 , p. 7

"The Image of t he Social Worker", Social
Wor k/Maat skapl i ke Werk, 4 , 2 ,1968 , p . 73

.QE . Cit ., p . 108

Industrial Soci et y and Social Welfare ,
New York, 1958, p. 138

Op. Cit. , p , 18

Op. Cit . , p , 110

"Pr oblems fo r a Pr ofession i n a Strike
Si t uation" Social t-lork (New York),
5, 2,1960, p. 22

Op. CiL, p. 28



34. GOULDNER, A.W.

35. BECK, B.M.

36. CAPLOW, T.E .

37 .

38.

39 .

40 .

41. BRILL, K.

42.

43.

Page 118

"The Secrets of Organizations" The Soci al
Welfare For um , 1963, New York, Columbia
University Press, 1963, p. 162

Op . Cit ., p. 108

The Sociology of Work, .Loridon , 1954,p. 246

Personnel St andar ds and Adjudication
Procedures, New York, 1963, p. 5

Ibid, passi m.

Codes of Et hi cs and Personnel Practi.ces
for Social Wor ker s , Ottawa: Canadian
Association of Social Workers, 1969,' p . 3

Ibid, passim.

"Blue-print for B.A.S. W. ", Social Wor k
Today, 1,2,1970 , p. 39

Code of Pro fessional Ethics, Sydney :
Australian Association of Social Workers,
1967, (duplicated) p. 2

Constitution of the Social Wor kers'
Association of South Africa, (duplicated)
section 11 (5), undated .

44.

45 .

SIMPSON,
SIMPSON,

R.L. &
I.H.

''Women and Bureaucracy in the Semi-Profession.:: 11 ,

in Etzioni , A. (Ed .), The Semi-Pro fess ions
and Their Organization, New York , 1969,
p. 231

The Oxford Engl i sh Dictionary, Oxfo rd, 1964

46. POLLAK , o.

47. WATSON, . S.

48. WRIGHT, . R.C.

49. TUrnS, N.

50. POLLAK, o.

51. HEYERSON, E. T.

52. UNKOVIC, C.

"Image of the Social Horker in the
Community and the Pro fession ll

, Social Work
(New York),6,2,196l, pp. 106-107

"Manpower in the Child Care Serviccs"~

Social Hork (London) , 21,1 ,1964 , p.15

"The Staf fi ng of Social Work Ser vi ces " ,
Social Hork (London), 21,1,1964, p . 4

"The Public and the Social \olorker" ,
Social Work (London), 19,1, 1962 p . 4.

Op. Cit., p .106

"The Social i-lork Image of Self-Image"
Social Hor k (New Yor k), 11,1, 1966, p. 68

"The Image of Social Work is Changi ng" ,
Social Hor k (New Yod:), 13,1,1966. p .1 5



53. COHEN, S.

54 . BARNES, B.

55.

56 . ACCURSO, M.

57. MEYERSON , E.T .

58 . POLLAK, O.

59. SHAl-l , F. C.

60 .

61. HAINES , J.

62 . DAVI S, K.

63. WHITE, R.C .

64 . CAPLrn-l, T.E .

65 . TAYLOR, L.

66 . KADUSHIN, A.

67 .

68 . WITTE, E.F.

69. BISNO, H.

70. WHITE, R,C .

Page 119

Communi t y Understanding of Social Work,
Unpublished B.A. (Social Work) di ssertation ,
University of the Witwatersrand, 1962 , p.68

The Image of Social Work amongst Matriculant
Schol ar s at a Johannesburg Boys High School,
Unpublished B.A. (Soriial Work) dissertation,
University of the Witwatersrand, 1969 ,
pp . 45-50

Ibi d . p . 48

An Analysis of a Social Work Student
Population: Some Recruitment perspective~,

Unpublished B.A. (Social Work) dissertation,
University of the Witwatersrand, 1970, p.90

Op. Ci t . , p. 70

Gp . Cit ., p. 108

Gp . Cit . , p. 73-74

Ibid, p . 74

.QP. . Ci t ., p , 18

Human Society, New York, 1950, p. 93

"Prestige of Social Work and the Social
Worker", Social Work Journal , 36 ,1,1955,
p. 21

Gp. Ci t. , p . 30

Op . Cit., p . 401

"Pr es t i ge of Social Work: Facts and
Factors",Socia1 Work (New York).3 ,2,l958
p. 39

Ibid, p. 39

"Recr ui tment and Training of Professional
Per sonnel " , Journal of Jewish Cornrnunal
Service, 33,1,l956,p .98

"How Social will Social Work Be?" in
Weinberger P.E.(Ed.) Perspectives on Social
Welfare, London, 1969 , p . 5l

"Social i':orkers in Society: Some Further
Evidence", Social \.Jork Journal,34,3,1955,
p . 23



71. WHITE, R.C.

72. BARNES, B.

73. TAYLOR, L.

74. BISNO, H.

75. POLLAK, . O.

76. WEINBERGER, ·P.E. s
WEINBERGER, D.Z.

77. WHITE, R.C.

78. BISNO, H.

79. KADUSHIN, A.

80.

81. BISNO, H.

82. KADUSHIN, A.

83. BISNO, H.

84. PO~NSKY, N. et a1

85. BISNO, H.

86. POLANSKY, N. et a1

87. AUSTIN, L.N.

88. GOODALL, F.

89. COHEN, N.E.

90. AUSTIN, L.N.

Page 120

"Prestige of Social Work and the Social
Worker", Social Wor k Journal, 36,1,1955,
p . 23

. Cp. Cit ., pp.46-47

Cp. Cit., p. 175

Op. Cit., p. 51

"Cultural Dynamics of Casework", Social
Casework, 34,7,1953, p.283

"Legal Regulation in Perspective", in
Weinberger P.E. CEd .) Perspectives on
Social Welfare, London, 1969, p . 423

"Pr es t i ge of Social Work and the Social
Worker" , Op. Cit. , p. 21

Op . Cit. , p. 51

Op . Cit., p . 40-43

I bid, pp.40-43

Op . Cit·., p . 51

Op . Cit., pp.40-43

Op . Ci t ., p , 51

"Social Workers in Society: Results of a
Sampling Survey", Social Wor k Journal,
34,2 ,1953, p.80

Op. Cit ., p .52

Op . Cit., p. 80

"The Changing role of the Supervisor" in
Weinberger, P.E.CEd.) Perspectives on
Social Welfare, London, 1969, p .404

"The Status of Social Workers in the
Agency and COImllunity", Social Wor k Jour nal ,
35,3 ,1954, p.ll3

Social Work i n the American Tr aditi on , New
York , 1958, p.346

Op. Cit . , p.408

91. WILENSKY,
LEBEAUX,

H.L. s
C.N.

Op. Cit., p .275



92. SCOTT, W.R.

93 . . GREEN, A.D.

94. VINTER, R.D.

95. GREEN, A.D.

96. VINTER, R.D.

97 . TOREN, N.

98. VINTER, R.D.

99. SMITH, G.

100. GOULDNER, A.W.

101. AUSTIN, L.N.

102 . RAP0PORT , L.

103. AUERBACH, A.J.

104. KRAMER, R.M.

105.

106. GREEN, A.D.

107 .

108. BILLINGSLEY, A.

Page 121

"Professional Employees in a Bureaucratic
Structure: Social Work" in Etzioni, A.(Ed.)
The Semi-Professions and Their Organization
Op . CH ., p.89

"The Professional Social Worker in the
Bureaucracy", Social Service Review,
XL,1,1966, p.72

"The Social Structure of Service", in
Weinberger P.E.(Ed.) Perspectives on Social
Welfare , London, 1969, pp.375-377

Op. Cit ., p.73

Op. Cit., p. 379

"Semi-Professionalism and Social Work: A
Theoretical Perspective" in Etzioni, A.
(Ed.) The Semi-Professions and Their
Organization, Op. Cit., p.177

Op. CH ." pp. 381- 382

Social Work and the Sociology of Organizations,
London,1970, p. 27.

Op . Ci t., p . 172

Op. Cit., pp.409-4l0

Op. Cit., p.454

"Aspirations of Power People and Agency
Goals", Social Work (New York), 6,1,1961
p , 71.

"Ideology, Status and Power in Board­
Executive Relationships", Social Work
(New York),10,4,1965, pp .l08-ll0

Ibid, pp. 111-112

Op. Cit., pp.77-80

Ibid, pp. 75-76

"Bureaucratic and Professional Orientation
P~tterns in Social Casework", Social Service
Review, XXXVIII,4,l964, passim.

109. TOREN, N. Op. Cit. , p.156

110 . SIMPSON, R.L. s Op. Ci t . , p .199
SIMPSON, I.H.

111. ~., p .232



Page 122

114. SHAH, F.C.

115. ACCURSO, M.

116. RAP0PORT , L.

112. RAPOPORT, L.

"Early Careers of Professional Social
Workers in a Public Child Welfare
Agency", Social Work (New York) , 15,3,1970
pp~ 95-100

Cp. Cit. , p.450

Cp. Cit. , p.422

Cp. Cit ~ , p.74

Cp. Cit . , pp.59-78

Op . Cit. , p. 449

Ibid, p. 451

Cp. Cit . , pp. 308-309

Cp. Cit. , p.3.

Cp . Cit . , p .375

WILENSKY, H.L. Or
LEBEAUX, C.N.

WRIGHT, R.C .

VINTER, R.D.

WASSERMAN, H.121.

120 .

119.

118.

117.

113. BABCOCK, C.G.

122. HARE, LR. Personal Communication, 26 May, 1971

123 .

124.

MEISELS, J.F.

VINTER, E.D.

Cp. Cit . , p.33

Cp. Cit., p , 375

125. BISHOP, M.E. The MObility of · Professional Social Workers:
A Study of Graduates of the University of
Pennsylvania School of Social Work,
Unpublished Ph.D. thesis, University of
Pennsylvania, 1958, p.142

126. TIMMS, N. Psychiatric Social Work in Great Britain,
London , 1964, p .74

127. McKENDRICK, B.W. "Aspects of Occupational Wastage and
Mobili ty of Trained Durban Social Workers" ,
Social Hork/Maatskaplike Werk, 3,2,1967,
pp . 86-87

128. TOLLEN, W. H. A Study of Staff Losses in Child Welfare
and Family Service Agencies, Washington,
1960, p .11

129. FERGUSON, V.S. Cp. Ci t., p. 541

130 . CARR-SAUh~ERS, A.M. The Professions, Oxford, 1941, p.502
Or WILSON, P.A.

131. PARNES, H.S. Research on Labour Mobi l i t y : An Appraisal
of Research Fi ndi ngs in the United States,
New York, 1954, p.83.



Page 123

Op . Cit., p.128

Rp . Cit ., p.481

Formal Organizations: A Comparative Approach,
~~ndon, 1963, pp.66-69

Pro f es sional, Or ganizational and Sectarian
Identi f icat ion as Fact or s Influencing
Staf f Turn over in a Soci a l Agency : A Study
of the Car eer Mobili t y of Profess i onal l y
Trained Social Wo rker s in t he J ewi sh
Communi ty Centre Fiel d , Unpublished Ph.D.
thesis, Fl or ence Heller Graduate School
for Advanced St udi es in Social Wel f ar e ,
1969, p.142

132. TAYLOR, L.

133. CAPLCM, T.E .

134 . BLAU, . P.M. s
SCOTT, W.R.

135. SCOTCH, C.B.

136. HOLLIS, E.V. s
TAYLOR, A.L.

137 . THOMAS, G.

138.

139. GAUDET, F.G.

Social Wor k Educa t i on i n t he Uni t ed States,
New Yor k, 1951, p .108

"The Mobili ty of Labour in Great BrI tain" ,
Occupa t ional Psychology, 27,4,1953, p.213

Ibid, p .213

"Calculating the , Cost of Labour Turnover",
Personnel, 35,2,1958, pp .3l-37

140. TIMMS, N. Cp . Cit., pp .66-67

141. KINDLESPERGER, W.L. EmplOyment Characteristics of Recent
Groupwork Graduates, New York (undated)
p.23

142. BISHOP, M. E. Op . Ci t., p.34-5l

143. LEWIN, T'.F. The Employment of Mar r i ed Women Caseworkers;
A study of t he Hundred Graduat es of the
New York School of Social '-lork , Unpublish ed
Ph.D . th es i s , Uni ver s i t y of Chicago , 1962
p. 39

144. RODGERS, B.N. The Careers of Social Scienc e Students,
London, 1964, p.39

145. TIMMS, N. Cp . Cit., p.74

146. HAINES, J. Cp. Cit., p , 17

147. Report on a Survey of Social 'Wor ker s
Employed by Voluntary Welfare Organi za t ions
Op. Cit., pp .16-28

148. McKENDRICK, B.W. Op. Ci t . , pp. 85-86



Chapter 4

FEMALE SOCIAL WORKERS AND SOCIAL WORK

Page l2l~

1. Women and Work in Western Society 125

2. Work as a source of conflict: Women's two
ro1es . 128

(i)

. (Li )

Dis-incentives to a dual work-
home role .

Incentives to a dual work-home
role .

129

141

3.

4.

The female social worker and work .

The work patterns and work satisfactions of
female social workers: a
theoretical perspective .

144

149

5. Summary ...................................... 151

References .................................. 153



Page 125

Chap~er 4

FEMALE SOCIAL WORKERS AND SOCIAL. WORK

1. Women and work in Western Society

Few revolutions can have had g~eater impact on Western society

than the revolution that has taken place over the last seventy

years, where women have won the right to be individuals rather than

possessions. Of the many areas of living where the repercussions

of this revolution have been felt, one of the most noticeable is the

increased participation of women, particularly ,women from t~e middle

and upper socio-economic classes, in society's work force.

Myrdal and Klein consider that at the turn of the Century, the

middle class woman had little choice about whether or not to work,

as her adult role was prescribed for her by the mores and customs of

society: her place was in the home, as wife and mother. With the

increasing political agitation of women's movements in the early

1900's, and particularly as a result of s~cial changes brought by the

1914-1918 War, the middle-class woman became able to choose between

the roles of wife-mother, or worker. By the late 1930's the choice

had been extended, so that a middle class woman could choose between

the three alternatives of worker, wife-mother, or both. l \-lhile

political, social and cultural change all played a part in this

transition, one of the greatest factors 'in the emancipation of

women, and of direct relevance in enabling them to combine work

and home roles, is what Titmuss has called the "Enlargement of

women's freedom brought about by the power to ' control their o~nl

fertility".2
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However, emancipation and the choice to work or be a housewife,

or both, has not placed women on a par with men as far as work

opportunities or work recognition are concerned. Their work

opportunities are limited by the fact that their careers are subject

to interruption through maternity and child-rearing; and the

recognition that society accords them for their work contribution is

limited by society's ambivalent attitude towards the working woman. \
In regard to this latter point, Rose has studied women who work, and

he states that while men are considered to have their major and most

significant life -role outside the home, no specific and definite

role outside the home is ascribed to women. Thus, he concludes,

recognition is somewhat short of universal. 3

when women choose extra-home roles and succeed in them, acclaim and \

While ambivalent attitudes towards women and work still exist,

there is little doubt that women are increasingly participating in

the labour force, and further, that they are working during those

years when they are also engaged in child-rearing. - In 1960, for

example, 42% of all working women in the United States of America

South

were aged between 25 and 44 years, and in 1964, 36% of all working

4women in Great Britain were aged between 20 and 39 years.

African census material does not provide an age analysis of working

However, there is evidence that married women,

women, but in 1960, adult white women formed 19.1% of the total

white work force. 5

inc~uding married women who are mothers, are increasingly working

outside the home in South Africa. The recent Departmental Committee

to formulate draft standards for the care of white children in

6creches, makes this comment
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"As a result of increasing industrialisation, the
rapidly changing economic structure, and the shortage
of manpower in the Republic, the number of married
women entering the open labour market or carrying on
with their work after marriage, is increasing ..•....
Irrespective of motive, the married woman and mother
does in fact 'work outside the home and this must be
accepted."

The combination of work and home roles by women has led to

J

I
/

typical women's occupations acquiring particular characteristics.

Caplow has analysed these hallmarks of women's jobs, and identifies

four main tendencies: employment is typically short-term; the gain ·

in skill achieved by continuous experience is slight;

interchangeability among workers is very high; and loss of skill

during long periods outside the occupation is relatively small. 7

Caplow considers that these characteristics have consequences for

predominantly female occupations such as social work, nursing, primary

school teaching and librarianship. He suggests .that the discontinuity

of employment will be fatal to the development of professional .

solidarity; that the occupations will not be accorded high prestige

and status, and will have poor working conditions; and that the

occupations will be vulnerable owing to a large part of the work

force being outside the occupation at any given moment. 8

Changing attitudes and practices regarding women and work have

particular relevance to social work. Not only is social work

predominantly a woman's profession, and thus subject to some of the

same characteristics and disadvantages of all women's occupations;

social work is also intimately associated with the movement leading

to the emancipation of women. Some of social work's founding

fathers, like Zilpha Smith and Jane Adams, were social actionists

and leading advocates of women's rights, and the growth of social
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work as an occupation began when feminists were struggling to win

1 . 9equa ~ty. Social work became one of the twentieth century's

first acceptable occupations for middle class women.

2. Work as a source of conflict: women's two roles.

Opinion varies on the amount of conflict that can result from

women having a work role in addition to the home roles of wife and

mother. Taylor, for example, writes that in the world of work, wife

and mother roles constitute complications for women, in that if a

woman puts her wife-mother' role first, she will in many cases be

excluded from, or at least handicapped in, participation and

10advancement in many ·t ypes of .occupations. Similarly, Caplow

feels that it is seldom fully practicable to combine an occupational

role with that of wife and mother, because "The interruptions

occasioned by pregnancy, the care of small children, and miscellaneous

family emergencies create a hopeless set of handicaps in competition

11 .
with male workers". Myrdal and Klein, on the other hand, write that

modern technical and social developments have given women the

opportunity to combine and integrate their two interests of home and

work, and they state with optimism that, " ... The best of both worlds

has come within their grasp, if only they will reach out for it.,,12

For the professional woman, however, a special set of factors

exists that may influence her to try and combine work and home roles s,

and to find some adjustment to the conflict that may arise between

them. The basic psychological situation of the married professional

woman in regard to work has been described ay Arregger, who considers

that the professional woman experiences tension between a fundamental
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urge at the instinctual level to breed and rear offspring, and t he

desire, as a member of society, to be a use ful and respons ible member

of the communi ty together with the need for sel f-expression and s elf

j , f' i 13ust~ ~cat on.

The married woman may reduce conflict between home and work roles by

accommodation along a broad continuum, ranging from complete

acceptance of domestic role to a satisfactory i ntegration, wher e by

. good organizat ion and careful management, she i s able to adj us t her

work and home responsibilities so that she can adequately

fulfil both home and extra-home t asks, Success ful accommodation to a

dual work- home ro1e .is facilitated or hindered by a wide number of

factors, both practical and cultural, tangible and intangible, some

of which are discussed in the succeeding sub-sections of this

chapter,

(i) Dis-incentives to a dual work-home role

Conflict and tension can be created for t he mar ried woman who

attempts to combine home and extra-home roles by a number of groups

of associated factors. For the purposes of analysis, t hey cml b~

categorised as factors associated wi t h t he soci alization of women ;

societa1 and cultural attitudes; fami l y at t itudes and responsibi l i t i es;

economic factors; and f act or s associated with f emale worker s' worki ng

conditions,

The starting point for any exami nat i on of conflict between women ' s

work and home roles i s t he soci ali za t i on pr ocedures and experiences to

whi ch women are subj ec t ed in Western society . One of the i ndi vi ciual' s
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first socialization experiences is to acquire an identification with

his or her sex, and to adopt a society's sex-appropriate behaviour .

Thus, in South Africa, as in other Westernised countries, the young

girl is encouraged to identify with the traditional women's roles: she

plays with dolls, learns to knit and s ew, is encouraged to experiment

with cooking, and so forth. This primary identification with female

home-maker roles is continued and reinforced as the young female

attends school, where even the curriculum has certain socializing

influences, for example, learning domestic science rather th~n woodwork.

Throughout this impressionable period, the growing female is inculcated

into a formal and informal female sub-culture, where she observes

older women's wedding days as being called "the happiest day of their

life ll
, where she sees the increased pres tige given within the female

sub-culture to a woman who produces her f i r s t child, and where woman's

primary role in the home is propagated and reinforced by religion, by

social contact and example, and by the mas s media to which she is

exposed. As she emerges into maturi ty, the female is under social

and family pressure to conform to sex-appropriate pa tterns, t o mar r y ,

to bear children, and to be a home-maker. This i n t ense social ization

experience results in what Arreggor terms, I~ost women taking mar riage

for granted" and internalizing the att i tude that only in marriage will

they be fulfilled as women . 14

The eff ects of socialization on some women i n Western soci et y

are substantiated by research studies. Rosenber g, for exampl e, has

compared the career expectations of men and women university student s,

and reports that three times as many men as women expect t heir careers to

represent t heir maj or li fe sa tis fact i on . Even mor e signi f i cantly,

he states that 52% of women (as compar ed to 0.5% of men ) do not expect
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Similarly, Rose has

compared the adult role expectations of male and female university

students, and writes that a significant proportion of women have

unclear, inconsistent and unrealistic expectations about their

16future extra-home adult roles.

Overall, female socia1ization can be expected to result in

many women regarding . their home roles as their major source of life

meaning and satisfaction, and if they do work, to consider their work

role as secondary to the ro1~s of wife and mother. For married

women who have such a set of priorities, the demands and responsibilities

of work may engender feelings of conflict, resentment and guilt,

particularly if they consider that their work duties reduce the quality

of their performance in their primary home-maker roles.

A second set · of dis-incentives to the combination of work-

home roles are societa1 and cultural attitudes towards women and work.

In South Africa, these attitudes seem ambiguous, or at best ambivalent.

On the one hand, a societa1 value is placed on increased reproduction,

expecia11y by the white population group. Thus, the Minister of

Social Welfare and Pensions, addressing a meeting of the National

Welfare Board, is reported to have said:_17

" And I should appreciate it if the
the Family Life Commission) would make
promote healthy family life throughout
a natural increase in the population."

Corranission (i.e.
every effort to
the country and

(writer's emphasis)

On the other hand, increased industrialization, the prevailing

political policy and a shortage of labour has resulted in many white

women entering or returning to the work force. 18
These two opposing

pressures place the married woman in an invidious position, as
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maternity and the rearing of young children are normally inco:npatible

wi t h extra-home employment .

Central to the apparent contradiction be~]een a wish for

increased population, and the need for women to enter the work force,

is whether or not it is harmful for the child to be separated from

his mother, as would happen is she worked outside the home. In the

case of infants and young children, informed opinion on this issue

. has shown a swing over the last two decades . In the early 1950's,

Bowlby's theory of child deprivation
19

engendered considerable publi.c

concern about t:he potentially damaging consequences of t he worki ng

mother being separated from her young child. This concern did not

b t . d . 22as ou S1 e COIDm1tments.

rapidly abate, despite Bow1by retracting his theory and repl acing it

by an amended statement, where he clearly differentiated be tween the

effects of "separation" and "dep·riv a tion ll
•
20

As regards the impact of a working mother on the quality of

family life and the development of children generally, Thomps 0n and

Finlayson have surveyed existing studi es in thi s area, and ~hey sta t e

that no empirical evidence can be pr oduc ed to show intellectual 0 ):

emotional damage to children that is directly attributable t o mat ernal

21
employment. Indeed, in their ovn study of vorktng mothers in

Aberdeen, they write that t hey hav e found little evidence of harmf ul

effects on families caused by work i ng mothers, an d that t he qual I ty

of family life sometimes appears to gain strength when the:: mc ther

In add ition, it i s of mor e t han pass ing

23 2fiinterest that the work of persons su ch as Ro se and Goldber g . has

suggested that rather than children bei ng harmed by having wor ki ng

mothers, they are sometimes more likely t o be harmed by exc es's fve
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maternal care and overportection from non-working mothers.

The relationship between the quality of family life and the

employment of mothers is not a simple one. However, in the absence

of empirical evidence to suggest that the employment of mothers per se

is deleterious to child-rearing and family living, it is appropriate

to view the common belief that the working mother hazards the .

development of her children and the stability of her marriage, as a

social phenomenon, formed and perpetuated by societal attitudes and

cultural values.

In the final analysis, however, the extent to which maternal

employment can damage children is closely related to a practical

issue, namely the quality of alternative care available for the

employed mother's children, more especially her pre-school children.

This issue is examined in a following sub-section of this chapter.

A third set of factors which can be identified as dis-incentives

to a woman having both work and home roles, are those factors

associated with family attitudes and responsibilities. Three types

of dis-incentive may exist in this category: those associated with

the family structure and internal competition; the family's social

class; and the quality and quantity of available services that

supplement or replace some of the working woman's traditional home

responsibilities.

The nature of the family's structure influences the ease with

which a married Woman can carry an extra-home role. For example,

the Western pattern of family structure, sanctioned by law and



reinforced by religion, is for the head of the family and principal
,
i wage-earner to be the husband. Thus, the working wife can present

a threat to her husband, and may introduce role confusion and

consequent tension in the family. .Comment i ng on this issue, Parsons

has written that a woman's abandonment of a career is thought to have

positive consequences fot a marriage, as it minimises rivalry and

l ' d . 25promotes so ~ ar~ty. Similarly, Caplo~ states that the system of

motivations which ties the male breadwinner to his family obligations

implies the elimination of competitive pressures within the family.

He suggests that by serious involvement in the occupational world,

the 'working wife can ·t hr ea t en the breadwinner rather than assist

him. 26

The family's social class, and folkways pertaining to the

behaviour of members of that social class, can similarly prevent a

married woman from working. Caplow comments that in general, the

Empirical investigation supports Caplow's comments.

higher the class status of the family, the higher the probability

that a woman's work will be interrupted at marriage, and the lower the

chance that she will return to the york force after the birth of

children. 27

For example, in a study of graduate women in Britain, Arregger shows

a constant relationship between the size of a husband's salary and

. the propensity of his wife to remain at home: the greater the

husband's income, the lesser the chance of the wife working. 28

Irrespective of the family's i nt ernal structure and social class,

a practical issue that dominates the ability of the married woman to

return to work is the quality of quantity of available services that

supplement or replace her traditional home responsibilities as wife
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In the literature, two aspects of this issue are normally
I

i stressed: the availability of domestic assistance to the working

mother, so that her home-maker duties may be reduced; and the a

availability of suitable substitute care for her children, particularly

her pre-schoo1 children. In South Africa, the white woman who works

is fortunat~ in being able to obtain domestic help relatively easily

and rea1tive1y cheaply; but the reverse is true of adeguate

substitute care for children, particularly pre-schoo1 children.

Four recognised types of substitute care exist for the pre-

school children of working mothers in the Republic. They are

nursery schools, creches, pre-school play groups and child-minder

services.

. The shortage of nursery school facilities for white children in

South Africa is chronic. 29 Many factors contribute to this

situation, including a reliance on private initiative to establish

and operate nursery schools,30 the prohibition in the late 1950's

of local authority involvement in pre-school education,3l and the low

priority given by the various Provincial administrations in the

Republic to the establishment and/or financing of nursery school

facilities. As regards the Provincial administrations, there is a

lack of uniformity in pre-school education policy. In the Orange

Free State, the Province's contribution is to pay the salaries of

teachers in approved nursery schools, but in th~ Cape, the Province

limits itself to a per capita subsidy for children aged 3 to 6 in

non-profit nursery schools.
32

In Natal, the Province has adopted a

. d t f " d d' 33rev~se sys em 0 grants-~n-a~ to approve non-prof~t nursery schools,

while in the Transvaal, the Province has only recently amended its

education ordinance to accept increased responsibility
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The shortage of nursery school

accommodation can be illustrated by a brief summary of the position in

the Transvaal. In 1971, the Transvaal had 144 non-profit nursery

schools run by voluntary organisations, providing care for 9,510 white

children. 35 If only 80% of white Transvaal parents with pre-school

children wished to send their children to nursery school, accommodatIon

would have to be provided for a total of 107,570 children, requiring

36
the establishment of 1,500 new nursery schools.

Whereas the shortage of nursery school places is considerable,

the non-availability of creche care for children of working mothers is

even more actue. In the Republic as a whole in March 1970, there

were 263 registered creches or places of care for white children,

with accommodation for a total of only 11,376 children. 37

No information on a National basis is available to the writer on

the extent of pre-school play groups or child-minder services in the

Republic. However, the small amount of localised information that

is available indicates that these types of alternative care for the

children of working mothers are similarly under-developed. For

example, in Johannesburg, South Africa's major metropolitan centre,

only 9 pre-school play groups are reported for white children, and

slightly over 100 child-minder services (each operating in a private

home, with 6 or fewer children) are known to the City Health

38Department.

There can he little doubt that the shortage of substitute care

for the pre-school children of working mothers is a major obstacle to

married women returning to the work force in South Africa. This

deficiency has been recognised, and the Family Life Commission of the
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National Welfare Board is engaged in a detailed study of the problem,

39
and potential solutions to it.

For the mother of young .children who works, or who contemplates

returning to work, the alternative care received by her pre-school

. child may provide a sense of guilt or a source of worry, and may

worsen conflict between work and home roles.

A fourth set of factors that inhibit the return to work of the

married woman, or which may add conflict to the adjustment of work

and home roles in a woman already working, are economic considerations.

It has already been noted that the higher the husband's salary:

the less likely it is for the wife to work. However, other economic

factors also play a part in a married woman choosing to rejoin . the

labour force. For example, she may return for a specified period,

with the objective of earning' enough to pay for some special femily

project, such as a new car; or she may be offered a salary great

enough for her to consider that the · financial advantages of work

outweigh potential conflicts between work and home roles. Whatever

the motivation for working or returning to work, the married woman

faces a particular economic dis-incentive in the form of reduced take-

home pay. The means by which her earnings diminish are two-fold:
I

firstly, by direct income t ax ; and secondly, by indirect costs which

come about as a consequence of her working.

South Africa, like many Western countries has traditionally, .

followed a taxation philosophy where t he earnings of working wives

are added to their husbands' earnings for taxa tion purposes. I n the
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early and middle 1960's, this situation was exacerbated by the

introduction of an income tax table where taxation increased steeply,

as earnings rose above those paid to the average artisan or skilled

technical worker. In the case of a working woman, the extra taxable

income which she brought to the family was added to her husband's

income, and thus lifted the family into a higher taxation category.

The situation can be clearly demonstrated by an illustration.

In the case of a married couple with two children living in Natal

(there is a slight difference in taxation according to ' Province of

residence), where the husband had a taxable income of R6,000, and

the wife one of R2,000, tax paid by the family in 1962 would have been

Rl,609.80. If the wife had not worked, and the family had only been

In other words, of the extra

taxed on the husband's taxable earnings of R6,000, the income tax

40paid would have been R 797.80.

taxable income earned by the wife, R8l2.00, or more than 40% of her

taxable ~arnings, was paid in. additional taxation.

Taking the same hypothetical example, by 1964 a very slight

reduction in additional taxation on the wife's earnings would have

been apparent: in that year, the family would have paid an extra

R793.0Q on the wife's additional earnings. 4l
By 1967, however, a

. 42l.ncome.

new taxation formula had been introduced involving differential

taxation levels on the salaries of the two spouses, and in .1967, the

same family would have paid R498.34 extra tax on the wife's additional

By 1969, the tax position was considerably modified for

families with a total taxable' income of R8,000 or under (particularly

through a provision making the first R500 of t he wife's income tax-

free), and in this year, the same family would have paid an extra tax
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of R276.50 on the wife's additional R2,000.43

The example used above (a husband earning R6,000 and a wife

earning R2,000) is a relatively modest one in terms of salaries paid

to some executives, managers and professional men. Thus, it can he

said that the income of a working professional woman, ma~ried to an

executive or professional man, would have been extensively eroded

by additional income tax for t he larger part of the decade 1960 to

1970. This high level of taxation can be interpreted as a dis-

incentive to the married professional woman remaining in employment.

Although the taxation system in 1971 remains more favourable to the

married woman worker than in the early 1960's, recent anti-inflatory

income tax and loan levy provisions announced by the Minister of

Finance
44

carry with them the potential of once again making paid

work outside the home a financially unattractive proposition to the

married professional woman.

Overall, differentially high income tax on the earnings of

married women serves to reduce the financial return that they

receive for their work, and thus minimises the monetary reward that

they obtain for t he inconveniences, accommodations and compromises

that they may experience in combining work and home roles.

In addition toilie reduction of the married woman's work

earnings by income tax, it is possible to identify a number of indirect

ways by which her real income is diminished. Corporately, these

indirect costs can be referred to as extra expenses which arise as a

consequence of t he mar r i ed Woman worki ng . They may include costs of

keeping children in suitable alternative d8y care; wages for extra



Page 140

servants that are required to carrJ out the woman's home duties;

labour-saving home appliances; and additional transport costs, sometimes

even including the purchase and upkeep of a second car. For the

British working woman, Williams suggests that the home food budget

escalates, as the married working woman is swayed into buying more

45expensive easily-prepared food, and this may also pertain in South

Africa.

The economic costs of a married woman assuming extra-home

work may therefore be considerable, and can include direct and indirect

shrinkage of her real salary due to taxation and additional expenditure

resulting from her dual work-home roles. These factors may serve to

emaciate her actual financial reward to the extent that it ceases to

be a work incentive.

The final group of factors which may act as a dis-incentive to

the combination of work and home roles are those factors associated

with working conditions. Here the principal concern is ~ lack of

employment opportunities where working and service conditions permit

the easy combination of work and home demands. The literature

reflects a concern at a shortage of part-time jobs;46 an inflexibility

of service conditions, where, for example, employers are no t willing

to give female employees periods of unpaid leave of absence in the

event of family crises, such as children's illness;47 and a lack of

"sessional" jobs where, for example, women could work during school

terms, and be absent during school holidays.48
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(ii) Incentives to a dual work-home role

In an examination of two sides of the same problem, such as a

discussion of dis-incentives and incentiyes to women combining home and

work roles, a certain amount of repetition is inevitable. For

example, some of the incentives to the combination cif work-home roles,

such as flexible working conditions and the provision of adequate

substitute day care for pre-schoo1 children, have been indirectly

examined in the preceeding section of this chapter.

For convenience of discussion, it is helpful to divide work

incentives into those that are external, and those that are internal.

External incentives are factors outside the woman herself that

facilitate the combination of home and work roles; while internal

incentives are what Myrda1 and K1ein call the "economic and

psychological motivations" within a woman that can stimulate her to

49
seek extra-home employment.

External incentives refer mainly to practical arrangements

and convenient services which the married woman may use to reduce

conf1icts .that spring up between home and work demands. Thus, such

factors as a range of suitable jobs within easy reach, convenient

working hours, flexible work conditions, good transport services,

provision for adequate child care, and availability of domestic help,

could all constitute external incentives to work.

Internal incentives, or economic and psychological motivations

within a married Woman to work outside t he home, are different from

external incentives. Hhile external incentives generally reduce
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potential conflict between work and home roles, this is not always

the case with internal ·i ncent i ves , which in some cases can heighten

these conflicts. Internal incentives fall into three groups: a

desire for self-fulfilment not available in the home; boredom; and

financial pressures.

The desire for self-fulfilment not available in the home can

be attributed to a number of causes, not least of which is what has

been termed the "social isolation of the modern housewife".50 For

the professional woman who has been trained to use special skills

in the service of the community, the satisfactions of home- making

and child-rearing can sometimes be limited, and a feeling of

dissatisfaction with exclusively domestic duties can result. Tayl or

notes that a common factor which encourages married professional

women to return to work is a wish to contribute more fully t o soci ety , 51

and Myrdal and Kelin suggest that professional women such as t eacher s ,

nurses and social workers are often prompted to return to work by a

sense of vocation unfulfilled in purely domestic roles. 52 Arregger,

in a study of British graduate women, states that inter est in thei r

work is the main incentive for the return of graduate married women

to paid employment, while t he second most frequent reason given i s

bt t i f ' d • • 53a corn ~na ~on 0 · ~nt er es t an money ~ncent~ves .

Closely related t o t he incentive of sel f-fu l f i l ment , i s bor edom

with exclusively home roles. Myrdal and Kl ei n point out t hat under

present conditions, with smaller f amilies and increased ameniti es ,

the average housewife can be considered to be employed on t asks t ha t

are necessary for home-making during onl y onc quar ter t o one t hird

of her adult l i fe,54 and Tay l or no t es that boredom increas es at a
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In Taylor's view, occupational

women are characterised by a two-phase working life: the first

phase is from the completion of basic education until marriage or

child-bearing, and the second occurrs when children begin to grow up,

and the woman's family duties are contracted. 55

A third set of internal work incentives is associated with

economic factors. Myrda1 and K1ein view economic pressures as

being of two types: firstly, the desire for a higher standard of

living; and secondly, the desire of some women for a degree of

independence from their husbands.
56

The actual importance of

economic motivations in influencing married women to re turn to t he

labour market remains a source of disagreement in the literature.

Thompson and Finlayson, for example, report that in a study of

Aberdeen working women, economic reasons were the main mot i va t i on

57for a return to work. Their finding is app arently contradicted

by the studies of investigators like Zweig and Arregger. Zweig has

studied British working class women, and he reports that only 1 in 3

married women return to work because of "economic pressure,,;58 while

Arregger, in a study of mar.ried British professional women ,. repor ts

that only 19% of her sample have money as their main incentive in

returning. to work, although a f urther 32% do return to work because

of a combination of interest in work and a money i nc entive. 59

Overall, when examining the potential i ncentives and dis~

incentives that exist for married women to combine work and home

roles, it must be noted tha t all incentives and dis- incentives do not

apply to ~ Women i n the same degr ee . The effec t of th e va r ious

influences identified wil l be different for each individual woman ,
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depending upon her personali ty, personal and familial situation,

aspirations, motivations, and on her organizing and managing abilities.

3. The female social worker and work

As a woman, the female social worker is subject to t he same

feminine dilemmas regarding work as all women; and as a professi onal

woman, she is exposed to the s ame tensions and conflicts in attempting

to combine work and home rol es as the female members of allied

professions such as nursing and teaching. Thus, mu ch of the

discussion contained in the preceeding section of t hi s chap ter

applies to the married female social worker.

Myrdal and Kl ei n consider that i n Engl and , the on- going shor.tages

in skilled occupations that are traditionally feminine can be traced

to a high marriage rate at increasingly early years.
60

They receive

support from Gray, who states in a study of women',:; contribution to

social work that t he profession is exp eriencing manpower crises as a

consequence of female so cial workers mar ryi ng and es tablishi ng

61
families at younger ages.

No complete South African data is available t o the wri ter to

indicate that socia.l workers ar e marryi ng at increasingly ear.l y ages ,

but indirect ly, t here is evidence that mos t f ema l e social wor kp.rs

do marry, and that t hey marry at a young age. For ex ample, the 1959

survey of social workers employed in volun tary wel fare organization$

showed that over 50% of all f emale so ci a l work ers in the field at

t he time of the s t udy were marri ed , 62 and bearing i n mind thot other

female social wor ke r s were very probabl y out of the fie ld for mad t al
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and family reasons when the study was made, the indication is that

the majority of female social workers were married. This notion is

supported by a more recent statement, where Winck1er has written that

the average beginning social worker gives only 2~ years of service

63before resigning, usually to get married.

This indirect evidence suggests that female social workers in the

Republic will be subject to career disruption as a result of home

responsibilities impinging on their potential work contributions. If

this is so, two consequences can be postu~ated. "Fi r s t l y , their work

continuity and longevity will not generally be the equivalent of male

social workers; and secondly, their career motivation may be reduced

by home roles becoming their major life interest.

Empirical evidence on the career disruption of female social

workers can be provided from the United States of America, Britain and

South Africa.

In the United States of America, empirical studies show that

the occupational mobility and occupational wastage of female social

workers is influenced by family responsibilities; and that a

particularly significant cause of occupational wastage is the presence

of young children. Lewin has studied married women graduates of the

New York School of Social Work, and he states that while married

women without children realise an average of 91.1% of their poten~ial

work contribution in social work, married women with children realise

64an average of only 44.6%. Further, Lewi.n notes that the absence

of children was a controlling variable on whether or not his female

subjects were in the social work field at the time of his studv'
J •
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where no children were present, the member s of his sample were almos t

without exception working in social work in a full-or part-time

. 65capact ty . Additional information about t he influence of children

on their mothers' employment is provided by Tr opman , who has studied

married female social work graduates of the University of Chicago.

He states that at the time of his study, 59% of his subjects were

unemployed, 23% in part-time employment, and 18% in full-time

employment; and that the presence of children of six years and under

was linked to social workers' present emplo~nent status. Only 23%

of those social workers who had children six years and under were i n

employment, as compared to 65% of social workers wi t hout children of

h
. 66t ~s age. Wher eas Lewin and Tropman have survey ed the i nfluence

of family facto rs on occupational wastage, Tol l en provi des evidence or.

how family responsibilities i nfluence occupational mobi l i ty . He

reports that of the five major reasons advanced by f emal e social

workers for leaving posts in child welfare and family service agencies,

two are family-oriented: geographical mobility unassociated with the

67job terminated (including the migration of husbands ) , and mat erni t y .

In Bri tain, no comprehensive s t udy of the occupational mobility

and wastage of soci al workers is known t o t he writer, hut Ti mms ha s

provided data on f emale psychiatri c soc i al workers. He r epor t s t hat

of fe~ale workers who qualifi ed i n 1947/48, single females have

realised an ave rage of 88% of thei r pos s i ble service t o the pr ofe s s ion ;

female worke rs who mar r i ed before qual i fication have r ealised 79%;

and female workers who mar r i.ed after quali fica tion have r eali£ed 45%

of potential s ervice . 68
lie a l so repor ts t hat mar i t a l s t at us

influences oc cupational mobi l ity as measured by ave r age length of

job. Of workers quali fy ing i n 1947/4 8, single femal es have an average
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length of job of 5".2 years; females married before qualification an

average length of job of 4.2 years; and females married after

qualification an average length of job of 2.3 years. Timms

attributes the greater occupational wastage and mobility of the latter

69
group to their having proportionally more young children.

In South Africa, McKendrick has studied Durban social workers, "

and has shown that while white male social workers realise an average

of 93% of their potential service in social work, white female social

workers realise an average of only 67%; and that although marital and

family factors cause 71% of all white female workers' wastage, no

70wastage for this reason is reported by white male workers. The

Durban study does not provide an analysis of the reasons for

occupational mobility, but it is of note that the median number of

jobs for white males is 1, while for white females it is 3; and that

the median length of job for white females is 2 years, while that of

71white males is 6 years.

Whereas direct evidence exists to show the disruptive effect

of family responsibilities on the work patterns of female social

workers, only indirect evidence exists to support the notion that,

because of dual home and work responsibilities, the female social

worker may have reduced career motivation. In the United States of

America, Rosenblatt and his collaborators have shown that while two-

thirds of practicing American social workers are women, more than

two-thirds of the authors of books reviewed in five leading social

work journals are men; that 60% of the journal article authors are

men; and that men are twice as likely as women to hold high

d .. t t' . b . 72a m1n1S ra 1ve JO s 1n the profes sion. Rosenblatt et al
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attribute this imbalance to constraints on the career aspirations of

women (particularly their desiring child-rearing as a primary role),

and to socializing influences on girls and young women to seek

fulfilment as mothers and home-makers. Rosenb1att et a1 con t inue

their argument further, to suggest that advantages accrue to f emale

social workers who accept limited career goals, as "They need not

drive themselves as ambitious men do. They can enjoy the intrinsic

merits of their social work efforts. They fret l ess about position".73

In South Africa, there is some evidence to su pport the view

of Rosenblatt and his collaborators. The overwhelming proportion of

persons trained for social work in the Republic have been women

(see p.30 , supra), yet at t he 11 South African uni ver s i ti es at

which white social worker s are trained, only 3 have professors of

social work, or alternatively heads of t he depar tment in which social

k
. 74

wor is taught, who are femal es. This ·f i gur e l ends some support

to Rosenblatt et aI's allegations. However, it should be noted

that other factors besides reduced female career mot i va t i on may be

involved: for example, t here may be a pre j udice i n South Africa towards

appointing f emale department a l heads in univer s i t i es .

Overall, it can be stat ed that empirical evidence supports the

notion tha t t he work patterns of female soc ial workers are i nfluenced

by their responsibili t ies as wives and mother s . Further , there are

grounds to suspect that the dual work-home roles of some femal e social

workers may resul t in their having a reduced career mot i vat i on in

social work .
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The work patterns and work satis factions of female social

workers: a theoretical pe rspective.

As a social worker, the female social worker is subject to the

same influences upon her work patterns as other social workers. Thus,

she may be influenced in her occupational wastage and occupational

mobility by the sources of work satisfaction and dissatisfaction

. "

discussed in Chapter 3 of this dissertation; and similarly, she may be

Lnfl.uenced in her inobili ty and wastage by extra-job f ac t or s such as

professional atti tudes to work, the state of the l abour marke t , and

whether or not the profession is passing through a phas e of growth

(see pp. 107-108, supra).

However, as a woman, t he married f emal e social worker is subject

to a third set of forces that may i nfluence her work patterns an d

her work satisfactions. These forces i nvolve her adjus t men t to t he

potentially conflicting demands that can arise from.attempting t o

combine work and home roles. Bearing in mind the probability that a

large maj or ity of all f emal e social workers in Sout h Afr i ca are

married ( p. 144 , supra), it can be sugges ted t hat their accommodat ion

to potential work-home conflict""will pl ay a central par t in thei r

taking and leaving jobs, in their temporary or pe rmanent absence from

the social work field, and even in their movement f r om job to j ob

within the pro fess ion.

Considerable support can be fo und for the no tion that

accommoda tion t o potential wor k-home r ole conflic t is ce ntral in

determi ning the work patterns and wor k sati sfactions of most feroule

social workers. Fir st ly , a combination of f orces exist in contempor8ry
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Western society to encourage women to regard their home roles as their

major source of gratification and fulfilment (pp.129-131 ,supra),

and the ability to satisfactorily combine principal home roles with

secondary work roles may be a paramount consideration in working or

not working. Secondly, there is evidence to suggest that female

social workers, in comparison to male social workers, have reduced

career motivation (pp.l47-l48,supra) and may therefor be less

succeptible to career-linked work satisfactions and dissatisfactions.

Thirdly, some aspects of the wife and mother role, such as maternity

and care of infants, normally preclude working; while other aspects

of the role (in Western society) make the woman's work participation

secondary in importance to that of the man. Thus, for example, it

is common practice for a woman to give up·her job and migrate with

her husband when he is transferred, or when he moves to another

geographical region; while the converse is extremely rare. Finally,

the social worker's professional education may serve to heighten her

consciousness of the importance of family life, and could make her

additionally aware of satisfactory performance in wife and mother

roles.

The assumed precedence of family-linked factors in determining

the work patterns and satisfactions of female social workers has led

investigators of the topic to adopt hypothetical approaches that focus

upon one or other aspect of accommodation to work-home role conflict.

Lewin, for example, worked on. the assumption that the married female

social worker 'works just so .long as the perceived rewards

(psychological, monetary and 'prestige) are greater than the perceived

. 75
rewards of staying at home"; while Tropman adopted the view that

the perception and reduction of conflict between work and home roles
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depended upon whether the female social worker was service-oriented or

intellectually-oriented. Social workers with the former orientation

were expected to see social work as an extension and possible substitute

for tasks typically performed in the home, and thus have less conflict

in combining work and home roles. Those with the latter orientation

were expected to see the satisfactions of home and work as being

different, and be subject to increased intrapersonal conflict. 76

The research study that forms the fo~lowing chapters of this

dissertation is an attempt to explore and describe the work patterns

and work satisfaction priorities of a group of female social workers.

In particular, an attempt is made to guage the extent to which their

occupational mobility, occupational wastage and work satisfaction

values are influenced by family-related considerations.

5. Summary

One' far-reaching consequence of the emancipation of women has

been an increas ed tendency in middle-class women to combine work and

home roles. Such a combination is discouraged by a wide range of

dis-incentives, associated with female socialization, societal

attitudes, family attitudes and responsibilities, economic considerations,

and working conditions that are not conducive to the combination of

work and home responsibilities. On the other hand, the combination

of work and home roles is encouraged by external incentives, and

internal psychologic.al and economic motivations.
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The professional woman is under particular pressure to attempt

a combination of work and home roles, and in the case of married

female social workers, dual work and home responsibilities can be

shown to influence their occupational mobility and occupational wastage

patterns, and may also be suspected to reduce their career motivation.

The suggestion is advanced that central to an understanding of

the work patterns and work satisfactions of female social workers,

is the . concept of accommodation to potential conflict between work

and home demands.
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'Chapt er 5

RESEARCH DESIGN AND METHODOLOGY

1. Research objectives

This research study is a sequel to a pilot study, undertaken in

1966, into the occupational wastage and occupational mobility of

social workers in Durban, Natal.
l

The pilot study found that

social workers as a whole had an average occupational wastage of 26%

of their potential working lives, and that of the race-sex groups,

white females spent an average of 33% of their potential working lives

outside social work, largely for marital and family reasons. In

addition, white female social workers were found to be the most

occupationally mobile of all race-sex groups, having a median number

of 3 changes of job, and a modal length of job of only 1 year. 2

Analysis of the pilot study data also showed that the occupational

wastage of white female social workers was linked to age, and was

greatest in the age range 22 to 41 years 3, during which period women

would normally be expected to fulfil maternity and child-rearing

functions.

As white females form the bulk of all persons educated for

social work in South Africa, and constitute the great majority of all

qualified social workers in the Republic, an understanding of their

work behavi our would be of value to the social work profession.

The aims of this study, stimulated by the 1966 study of the

Durban social worker population, are three-fold:-
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Firstly, to establish the r easons for white female social workers'

occupational mobi l i t y and occupational wastage;

Secondly, to establish t he work satisfaction priorities of

white female social workers; and

Thirdly, to use the data obtained on occupational mobility,

occupational wastage and work satisfactions, as a basis for testing

two tentative hypothes es.

The two tentative hypotheses put forward for testing both

concern the impact of a wife-mother role on the social worker's

work performance. They can be stated as follows:-

HI. The demands of the role of wi fe-mother may at

times be so pressing that female social vorkers

will be prevented from work participation.

H2. The need to ac commodate conf licting home and

work demands will have two consequences for

fema le social workers:-

Firstly, they will give high wor k s atis fac tion

impor tance \to aspects of work ~hi~~ reduce, or

compensate f or , work-home rol e conflict;

Secondly, they will give low work satisfaction

importanc ~ to aspec ts of wor k associated with-long-t er m career goal s .
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2. Research design

Kahn has identified four levels of research design: they arc,

in order of their sophistication, random observation; exploratory­

formulative studies; diagnostic-descriptive studies; and experimental

4studies. However, Kahn goes on to comment that in the world of the

researcher, most studies are at points on a continuum somewhere be t tre en

these "pure" forms that have been given names. 5

The present research study is no exception to Kahn's rule: its

design lies midway between the diagnostic-descriptive and exploratory­

formulative models, and contains elements of both.

The design resembles the diagnostic-descrip~ivemodel, as two of

the study's three major aims are to establish and accurately convey

the characteristics of certain phenomena, namely the work patterns and

satisfactions of social workers. This information is required as an

end in itself, as knowledge of social workers' work movements and

gratifications is needed for a better understanding of social welfare

manpower .

At the same time, the research design of this study has aspects of

the exploratory-formulative model . This comes about as a result of the

study's t hird major aim, which is to use the data obtained from t he

diagnostic-descriptive survey to test two tentative hypotheses . The

object is to establish whether or not the hypotheses receive support

from the limited empirical data of this study, as if they do, they

could then form a basis for more sophisti.cated hypotbeses which could

be rigourously tested in subsequent resear ch projects .
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3. Res earch methodology

(i) Loca t i on e f t he universe for s tudy

The universe chosen for s tudy is t he white female social work

graduates of the Universities of Na t a l an d the Witwatersrand, 1955 to

1965. In choosing this particular universe, the inves tigator was

influenced by a number of factors. Firstly, combining the white

female graduates of the two universities provided for a larger

universe. Secondly, both universities use Engl i sh as t he medi um of

instruction, and t hus uni1ingua1 research t oo l s could be utilised.

Thirdly, as the investigator was attached to the Univer si t y of t he

Witwatersrand in a wor k capacity, yet r egis tered as a s tudent at the

Univers ity of Natal , he was pres ent at bo t h places f rom time t o t ime .

Finally, the cho i ce of graduates over t he l l-year period 1955 t o 1965

was infl uenced by the availability of addres ses for t he s e rel a t i ve l y

recent gr adua t es , and also by the fact tha t the most r ecent

graduates in the group (i.e. 1965 graduates) would have had a po tential

working li fe in social work of a t least 5 ye ars.

Despi te t he fac t that avail abili t y of addresses influenced the

selecti on of 1955-1965 white fema l e gradu at es of t he Univer sit i e s of

Natal and t he Witwaters rand as the universe f or s t udy, l a ter

investigation r evea led tha t many of t he addres s es wer e i nc or r ect ,

mainly as a result of marriage, consequen t change of name, and movemel~ t

a~ay from t he chil dhood home. The s earch fo r current addr es ses of

graduates i nvolved t he use of both universit ies' admi ni strative r ec or ds,

the records of both uni ver s i t ie s ' convoca tions, and fina l l y le t ters t o

parent s of gradua tes , or to uni ver sity classmates with whom graduat es

might have ke pt up a correspondenc e . Thi s process l as t ed f rom l a t e
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1968 until May 1970, by which time the confirmed addresses of 111 of the

117 graduates had been obtained. Of the remainder, the addresses of

5 were unknown, and one graduate was deceased.

(ii) Questionnaire construction

In a study of the work patterns and work satisfactions of social

workers, a preferred reseatch tool would be the administered questionnaire

or schedule. Such an instrument permits the investigation of personal

data, and also allows the investigator to follow up or clarify COITments

which, when written in reply to a mailed questionnaire, can be incomple te

or inexplicit.

However, the wide geographical distribution of the graduates'

places of residence precluded t he administration of individual schedules

by the investigator, and resulted in the choice of the mai l ed que s tionna i r e

as the main research tool. Although not ideal, the questionnaire has

On the other hand ,

advantages, principally in economy of time and money, and in the evi dence

which exists to indicate that professional groups re spond part icul a r ly

well to questionnaire surveys . . . In regard to this lat ter poin t, Goode

and Hatt state that the questionnaire is f a i r l y effective if a se l ect

6group is the object of study , and Maas and Polansky point O\Jt t ha t the

questionnaire is best used when those asked t o complet e it ar.e motivated

to help to get answers to the questions raised ... "Professional groups ,

therefore, constitute ideal groups for questionnaire admin is t r a tion" ?

Further, in a 1966 questionnai re study of Durban social workers, an

89~o 8
h response to the questionnai re was r eported.

the use of t he questionnaire in thi s study pr oduced di s advantages.

Firstly: it was necessary to res tric t the amount of da ta r e qu~ s t e d, a~

voluminous questionnaires cou l d r p- duc e ~esponse ra t es. Secondl y : it
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was necessary to limit the amount of personal data requested f r om the

r espondent s, as it was considered that a large amount of personal

information, requested by a researcher who might be unknown to most

respondents, might similarly inhibit response. Thus, the questionnaire

did not include requests for respondents' present age (as t his could be

computed from the respondents' age a t graduation, which was requested),

nor di d it include direct r eque s t s f or information about marr iage,

divorce, widowhood or maternity (as it was anticipated that r espondent s

would indicate the influence of these factors when they gav e r easons

for occupat i ona l wastage and mobility).

Af t er a number of drafts , a ques t i onnaire was evolved (see

Appendix 1, infra) that consisted of four sections:-

The first section briefly enquired after the pro fessional quali fica t i ons

of the respondent, in social work and in allied disciplines;

The second section -r eques t ed explicit information about t he

respondent's work hi s t or y and occupational wastage. The resp ond ent

was asked to identify reasons which in fl uenced her in choosing and

terminating social work jobs. She was also requested to acc oun t for

periods of time spent outside the field;

The t hird s ec tion requested the respondent to assess t he work

sa tisfac tion i mportance to herself of t en selected work considerations ,

by the two met hods of assessing them individually, and ranki ng t hem

comparatively. In addition, she was asked to assess the adequacy

with which the same ten considerations wer e fu l H l l ed d h t~ r n ie r pres en.

social work pos i t i on (or, if ~o t curren tly employe d in soci a l yor k : i n

her most recent soc ial wor k job).
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The four t h and f inal sec t i on of the questionnaire comprised of an

invitation to t he respondent t o comment on additional factors which,

in her opinion, mi gh t influenc e t he occupational wastage, occupational

mobility and work sat is f act ions of social workers.

Where possible, questions wi t h a structured choice of answer

were used in the questionnaire. Where this was not possible, the

exact na t ure of information r equired was sp eci f ied. In addition,

answering two qu~stions involved responden ts in assessing ten

considerations on a s imple three-point scale (questions 5 and 6); and

in answering a fu r ther question (question Z), they were r equired to

rank ten consider a t ions in the order of t heir work satis faction

importance.

One aspect of the quest i onnaire's co ns truction requires

clarificat ion: the i nvestiga tor's choice of ten work considerations

as cri teria against \vhich to assess "work satisfaction". In an

earlier s ec tion of t his disser tation (pp. 64-67 , supra) the

difficul ty involved i n ident i f ying social wor ke r s ' work satisfactions

has been discussed, an d in the pr es ent study, the investigator found

himsel f confron t ed by two methodol og i ca l choices in mea sur i ng

respondent s' wor k s atisfac tion . On the one han d , he co uld leave i t

up to respondent s to identi fy th e gr atificnti ons which they seek f rom

work, by us i ng either the cri t i cal incident t echni que or a series of

open-ended ques t ions. On the ot her hand, he could establish a

pre-deter mi ned set of work con s ider ations, whi.ch all res pondents coul d

be asked t o as ses s i n work s a t is fac tion i mpor tance. Although the

first alternative is the most comp le t e , pas t s tudies have s hown

extreme di f ficul t y i n class i f yi ng comments cull ed from "spontaneous l y"



Page 165

9'10disclosed data' , and as a result, t he investiga tor chose t he

second approach .

Ten work considerations were chosen on t he basis of a literature

survey. The objective in selection was to include aspects of work

associated with ethical values; with reward to t he worker for her

services; with long-term career goals; and with the effective delivery

of a social work service . The met hod used in ca tegorising each of

the ten considerations is outlined on pp.342-34~, infra.

One consequence of using only ten aspects of work as a bas i s fo r

assessing work satisfaction, is that findings will necessarily be

limi ted. No set of t en wor k considerations can i nc lude all the work

satisfaction priorities of all social work ers.

Finally,· the order of listing work considerations in the

' que s t i onna i r e was randomly determined. No attempt was made to group

like considerations together, or to list one particular consider ati on

before another.

The ques tionnaire was pre-tested dur i ng Mar ch 1970, on a gr oup

of 27 social workers employed by a large Joha nnesburg so cial welfare

age ncy. The social workers i nvolved in t he pr e- t es t of t he

questionnaire were not eligible to be includ ed in t he final res earch

sample. After completing the pre-tes t que stionnaire f orm, subjects

were asked to comment on t he clari ty of t he que s t ionnaire, aud any

difficulties encounte r ed i n its comple t ion. NQ problems of thi s ki nd

were reported, bu t t he suggesti on was made tha t one i t em pres ent ee for

consideration in ques t i ons 5, 6 and 7, be amended. On t he pr e- l es t
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questionnaire, this item read, "Easy communication and co-operation

between staff and volunteers", but as a result of suggestions made by

pre-test subjects, the wording f or the final questionnaire form was

changed to, "Easy communication and co-operation between staff, and

between staf f and volunteers".

The completed pre-test questionnaires were analysed by the

investigator, to ensure that the questionnaire form yielded the type

of information desired in the study proper .

(iii) Questionnaire adminis tration

Questionnaires were posted to potential responden ts in July, 1970 .

Included in the envelope with each questionnaire was a stamped,

addressed envelope for questionna ire return, and a letter from the

Head of the Department of Social Work at t he Universi ty of Natal .

The letter explained the purpose of the research study, and requested

the co-operation of potential respondents. In addition, the l etter

included a reassurance t hat i n fo r mation provided would be treated

confident i ally, and used only in the compilation of group da ta.

Questionnaire f orms were number ed , to f aci li tat e f ol l ow- up Ln

the case of non-re t urn. The lis t linking respondents ' names to

questionnaire numbers was kept by the i nves tigator, and was not

disclosed to other persons.

By mid-Sep tember , 57% of t he questionnaire f orms had been

returned, and at thi s juncture , a l e t t er of reminder was sent t o t he se

persons who had no t re t urned their fOl~S . This le t t er resu lted i n
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a number of completed questionnaires being sent to the i.nvest i gator,

and by early October, 69% of all questionnaires had been returned.

Final letters of reminder were dispatched on 4th October, 1970, and by

the end of that month, jus t under 75% of questionnaires had been

returned. Not e was taken of t he dates on whi ch completed ques t ionnaires

were received by the investigator, but subsequent ana l ys i s of

questionnaire data revealed no marked difference between questionnaires

returned in response to the first approach, and those returned in

response to the two later follow-up requests.

(iv) Analysis of the data

Data from the completed questionnaires was analy~ed and cross-

related. Tabulated mat er i a l f r om this analysis fo rms the bas i s f or

later chapters of thi s dissertation. The mai n sub-groupings . of

data are in terms of experience, age, employment quotients and fie lds

of social work employment. Data is not sub-grouped in terms of the

universities at which respondents obtained t heir basic social work

qualifications, as t he small number of respondent s i n some of the

university graduation groups would permit t he identi fica tion e f

individual persons.

The principal measur ements us ed in anal ys i s are measures of

central tendency (means, median s and modes ) , rat ios, percen t ages,

rank orderings and rank order comparisons. No stati s tical t es ts

of signi ficance have been us ed in this study . As Fins ha s poi nt ed

out, statistical t es ts of s i gni fi cance wer e developed for use wi.t h

random s amp les, and they are not used when the s 8mpl e s t udi ed i.s the

11
"uni ver s e"
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They are

the Employment Quotient (or EQ), t he Work Consideration Asses sment

Score (or WCAS), and the Work Satisfaction I mportance Score (or WSI S) .

Each of these measurements is briefly described below:-

An individual's employment quot i ent can be defined as the

person's percentage employment, ' arrived at by computing his maximum

potential employment and his actual employment between two sp eci fi ed

dates, and r epresenting actual emplo yment as a percentage o f 100 , the

maximum potential employment figure. The employment quotient .(or EQ)

can therefore range from 0 (no emplo yment a t all), to 100 (whe r e actua l

employment equals maximum potential employment). In thi s res earch

d h · . h d d . l' f' d .. f L . , 12stu y, t e ~nvest~gator as a opte a s~mp ~ 1e var~at~on 0 ew~n s

technique to compute the EQ's of respondents. The maximum potenti~l

employment period of respondents is t aken as t he period between the 1st

January i mmediately following the comple tion of t heir ba sic social -

work education, to the 30th June, 1970, both dates inclusive. Part-

time emplo)~ent in social work is computed as 0.5 of a fu l l -time uni t

of service.

For t he purpose of this study, a work ~ atisfac t ion importance

score (or WSI S) can be defined as a mean measure of t he pork

satisfaction i mportance that respond ents attach to a par t icular wor k

consideration. As such, the WSI S enables a comparison t o be made

be tween the work sa tisfaction i mpor tance of one work considera t ion ,

and that of ot hers. The WSI S is calculated by allocat i ng points t o

respondents' asse~sments of the work s atis f ac tion importance of each

work cons idera t ion: 3 points f or "essent ial" ; 2 point s f or "des irabl e " ,

and one poi nt for "no t neces s ary" . Poi nts so a llocated are tota lled

(T
l),

as are t he maximum poin ts t hat could be al l oc a t ed i f ev ery
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2
respondent assessed the consideration to be "essential ll (T ).

I

i These two total~ are t hen used to express t he degree of work

satisfaction importance as a proportion of 100, viz:-

WSIS =~ x 100
T2 1

Thus, if of 86 respondents who assess the work satis faction i mportance

of a work consideration, 32 consider it lIessential", 50 consider it

"desirable", and 4 consider it "not necessary", t he following

computation would be used to arrive at a work satisfaction i mportance

score for that consideration:-

WSIS =
(32 x 3) + (50 x 2) + (4 x 1)

(86 x 3)
x 100

1

WSIS =

WSIS =

WSIS =

(96 + 100 + 4)

258

20,000
2'58

77 .52

x
100

1

The work consideration assessment score (or WCAS) i s a mean

measurement tha t can be used to compar e respond ents' as s essment of

how adequately one work consideration is met in t heir jobs, wi th that

of others. The WCAS is calculated by allocating points t o each

Thes e two to t al s are

respondents ' as s essment of how her mos t recent social work pos t meets

a particular work consideration: 3 points are a l l ocated to "go od" ;

2 points to "fa ir"; and 1 point to "poor". . Points so alloca ted in

1respect of a particular work consideration ar e to talled (T ), as are

t he maximum points t ha t could be allocated t o the considera t i on i f

all responden t s assess ed i t as "good" (T2).

then used to express t he ext ent to whi ch j obs Ineet the work

cons idera t i on adequa tely, 3 S a propor t i on of 100, vi z: -
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100

1
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Thus, if of 79 respondents who assess the adequacy with which a work

consideration is met in their most recent posts, 20 consider it

"good", 35 consider it "fair", and 24 consider it "poor", the

following computation would be used to arrive at a work consideration

assessment score:-

WCAS = (20 x 3) + (35 x 2) + (24 x 1) 100x
09 x 3) 1

WCAS
154 100

= x
237 1

WCAS
15400

=
237

WCAS = 64.98

(v) The supplementary questionnaire

During the final stages of data analysi.s, it became apparent

that crucial to the interpretation of data was an understanding of

what respondents meant by the term, "interesting work". On 26th June,

1971, a supplementary questionnaire was posted to all 86 social workers

who responded to the original questionnaire, canvassing their opinion

on this question. As with the first questionnaire, each supplementary

questionnaire was accompanied by a stamped, addressed envelope for

questionnaire return, and in the case of respondents living outside

South Africa, appropriate money orders were enclosed to cover the

cost of airmail return postage. The supplementary questionnaire is

included in this dissertation as Appendix 11.
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Of the original 86 respondents, 77 returned their supplementary

questionnaires by 13th August, 1971, constituting a return rate of 89.5%.

Of the 77 respondents, 74( or 96.1%) interpreted interesting work

to mean, ''Work which gives me personal satisfaction", while 3( or 3.9%)

of respondents interpreted it to mean, "Work which will lead to my

improved development as a professional person". In this study, therefore,

"interesting work" is interpreted to primarily mean work that provides

the social worker with personal satisfaction.

4. Limitations of the research study

A number of limitations can be noted in this research study.

Firstly, the accuracy and completeness of data presented is

subject to three limitations. Of the 117 European female social work

graduates of the Universities of Natal and the Witwatersrand in the

ll-year period 1955 to 1965, only 86 (or 73.50%) responded to the

research questionnaire. Thus, data presented in this study is not

representative of all graduates. Indeed, if all graduates had

replied to the questionnaire, it is possible that findings could be

substantially different.

The accuracy and completeness of data is also limited by the

use of a postal questionnaire. A questionnaire does not elicit the

same detailed, precise information as the administered schedule, and

respondents to the questionnaire sometimes provided written replies

that were incomplete or inexplicit. In addition, the postal

questionnaire i mposes r estrictions on the amount of data that can be

requested from respond ents.
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The use of respondents as the sole source of information about

their own work histories constitutes a further limitation on accuracy

and completeness. The information that they have provided may be

distorted by poor or selective memory, or by the rationalisation of \

unconscious motivations.

Secondly, there are limitations imposed on the interpretation of

study findings. All variables are not controlled in this study, and

in consequence, study findings must be viewed as trends or tendencies,

rather than as firm conclusions. In addition, interpretation of

\

findings is limited by difficulties that are inherent in the

classification of data. For example, one social worker might regard

"good salary" as a short-term reward for her work , while another might

consider "good salary" to be associated \\'i th long- term career goals.

Difficulties in classification are particularly prominent in the

categorisation of "work satisfactions" (Chapter la), and the ambiguous

nature of data sometimes necessitates relatively arbitrary classification.

For these reasons, Chapter 10 includes a detailed frame of reference,

outlining the investigator's method of categorising work satisfections.

Finally, the findings of this study are of limited applicability.

Findings cannot be generalised to all social workers, and must be

restricted to the 86 respondents studied.
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Chapter 6

DESCRIPTION OF RESPO~~ENTS

l ~ Selec tion of t he Sample f or study

The sample for this research study consisted of the Eur opean

female social work graduates of t he Univer si ties of Nat al and t he

Witwatersrand, for t he 11 year period 1955 to 1965. Table I ,

overleaf, shows that during this period, 117 (or 78.00%) of the 150

social wor k gr aduates from the two Uni ver s i t i es were Eur opean f emales ,

the remainder being European males and mal e or female members of the

African, Coloured and Indian groups.

The University of Natal had f ewer social work gradua tes, overall,

t han the Univer si t y of t he Wi twater s r and, wi t h 60 gr aduat es, as

compared t o 90. The proportion of Eur opean femal es amongst Natal

graduates (41 out of 60, or 68.33%), was smaller t han t hat of t he

Universi ty of t he Wi twaters rand (76 out of 90, or 84 .44%) , i ndi ca t i ne

that the University of Nat al produced proportional ly mor e gr aduates

who were Eur opean males , or who were Af r icans, Col our eds or India~s.

With the exception of one year (The Univer sity of Nat al in 1961),

European femal e graduates formed the maj ority of all so ci a.l wor k

graduates at both Universities in each year fro~ 1955 t o 1965 .

Table I reflects an irregular growt h i n t he proportion of

Eur opean femal e gr aduates to al l ot her graduates f rom t he yea r 1958 ,

t o 1965 . Thi s enl ar ged proportion of European females nlay be a

par tial r es ul t of legislat ion whi ch has limi ted the two Unive~siti.eR '



TABLE I

PROPORTION OF EUROPEAN FEMALE SOCIAL WORK GRADUATES TO OTHER SOC I AL WORK GRADUATES * AT THE
UNIVERSITI ES OF NATAL AND THE WITWATERSRAND, 1955 TO 1965

UNI VERSITY OF NATAL -,':..,'t UNI VERSITY OF THE TOTAL
YEAR i n wh i ch WITWATERSRAND ***
s ocial work
education was ALL EUROPEAN FEMALE ALL EUROPEAN . FEMALE ALL EUROPEAN FEMALE

compl eted graduates gr aduates in Gradua t es gr aduates i n graduates graduates i n
in social s ocial work in social social work in soc i.al so cial work
work work wo r k

(No. ) No. 7. (No .) No. 7. ( No . ) No . 7.

1955 1 1 100 . 00 8 7 87 .50 9 8 88 .88

1956 1 1 100 . 00 5 5 100 . 00 6 6 100 .00

1957 2 2 100 . 00 5 5 100 .00 7 7 100 . 00

1958 5 3 60 . 00 7 5 71.43 12 8 66 . 66

1959 12 7 58 . 33 4 4 100. 00 16 11 68 .75

1960 5 4 80 . 00 13 11 84 .62 18 15 83 .33,

1961 5 2 40 . 00 4 4 100.00 9 6 66 . 67

1962 11 8 72. 72 10 7 70 .00 21 15 71. 43

1963 3 2 66 . 67 11 8 72 . 72 14 . 10 71.43

1964 4 3 75 .00 7 6 85.71 11 9 81.81

1965 11 8 72 .72 16 14 87 .50 27 22 81. 48

TOTALS : 60 41 68 .337. 90 76 84 . 447. 150 117 78 .007.

'1j
ll)

OQ
(";)

!-'
'-J

'k " Ot her s ocial work graduat es " includes Eur opean mal es ,and ma le an d female gr adua tes of th e Indian, Co loured 0'=

and African groups .
*~ Source of Data: Calendars of the Univers ity of Natal : 1956 ·to 1966 , i nclusive

~b':~'( Source of Da ta : Graduation pr og r arnmes of the Uni versi t y of the \H twa t er s r and , 1956 t o 1966 i nc l usive
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right to admit non-white students, and does not necessarily represent

a trend of more European females than members of other race and sex

groups undertaking a social work training. At the same time, Table

I does reflect an irregular, but perceptible increase in the number

of European females graduating as social workers at the two Univer.sities

from 1955 to 1965.

2. Geographical location of European female Social Work Graduates

Table 11, overleaf, shows th~ geographical location of the 117

European female social work graduates of the Univer.sities of Natal

and the Witwatersrand, 1955 to 1965, as at 30th June 1970, the time

of this study.

Of the University of Natal graduates, 23, or 56.09% were resident

in the Republic, while 16, or 39.02% were resident in foreign

countries, and 2, or 4.89% were either deceased, or their addresses

unknown.

Of University of the Witwatersrand graduates, a larger proportion

(50, or 65.79%) were resident in the Republic, and a smaller

proportion (22, or 28.95%) resident abroad. The addresses of a

further 4, or 5.26% of University of the l~itwatersrand respondents

were unknown.

For European female social work graduates of both Universitie~

as a whole, 73, or 62.39% were resident in the Republic; 38, or 32,1.;.87:

were resident in ten foreign countries, principally the United Kingdom



TABLE II

GEOGRAPHICAL . LOCATION OF EUROPEAN
THE WITWATERSRAND J 1955 TO 1965 .

FEMALE SOCIAL WORK GRADUATES
AS AT 30TH JUNE 1970

OF THE UNIVERSITIES OF NATAL AND

UNIVERSITY OF UNIVERSITY OF THE TOTAL
GEOGRAPHICAL LOCATION OF GRADUATES NATAL WITWATERSRAND

No . ,. No . ,. No . ,.
Republic of South Africa 23 56 .09 50 65 .79 73 62.39

Other countries : -

Australia 1 1 2

Canada 0 1 1

Israel 3 1 4

Jordan 1
~ 39.02 0

~ 28.95 1 ~ 32. 48
Lesotho 0 1 1

Ha 1ays i a 1 0 1

Rhodesia
,

1 21

Swaziland 0 2 2

Un ited Kingdom 9 13 22

Un ited States of America 0 2 2
I j

Address not kno~m 1 t 4 l 5 1 5. 134.89 5. 26
Deceased 1 J 0 f 1 r

TOTALS: 41 100 .00 76 100 .00 117 100 .00

~
\l)

()Q
n>

I-'....,
co
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and Israel; and 6, or 5.13% of respondents were either deceased or

their addresses unknown.

3. Response to the res earch questionnaire

Research questionnaires were sent to 111 of t he 117 European

femal e social work graduates of the Universiti.es of Natal and t he

Wi twatersrand, 1955 to 1965. Of the six respondents to whom

ques t i onnai r es were not sent, the addre~ses of 5 were not kno,qn, and

one respondent was known to be deceased.

Table 111, overleaf, reflects t he r espons e of gr aduates to the

research ques tionnaire, by Uni vers i t y and by year of graduat i on.

The term , "year of graduation", refers to the year in which gradua t es

completed t hei r studies for their bas ic socia l work degre~.

Table III shows that in the case of University of Nat a l gr aduat es ,

response to t he research questionnaire vari ed by year of graduat i on

from 50.00% to 100 .00%. Overall, 29 r espondents, or 70 .73% of all

European female. social work graduates i n the II-year period , r esponded

to the questionnaire. I n the case of the Univers i t y of the

Witwatersrand, a slightly higher r esponse rat e of 75.00% was achieved,

as 57 of t he 76 gr aduates r eturned t he ir comple t ed ques tionnaires .

By years of graduation, t he respons e r ate of University of thp.

Witwatersrand gr a duates ranged from 50.00% to 100 .00%.

For gradua tes of bo t h Uni ver s iti es , an overall response t o the

que s tionnaire of 73. 50% was achieved , as 86 out of 117 gr adua t es

r et ur ned their completed ques tionnaire f or ms . By years of gr ad ua t ion ,



TABLE III

EUROPEAN FEMALE SOCIAL WORK GRADUATES OF THE UNIVERSITIES OF NATAL AND THE WITWATERSRAND, 1955 TO
1965 : RESPONSE TO THE RESEARCH QUESTIONNAIR~

UNIVERSITY OF NATAL UNIVERSITY OF THE TOTAL
WITWATERSRAJ.'lD

YEAR All No . of '7. of All No . of '70 o f All No o of '70 of
European European European European European European European Eur opean European

OF Female Female Female Female Female Female Female Female Female

GRADUATION Graduates Graduates Graduates Graduates Graduates Graduates Graduates Graduates Graduates
respond- respond- respond - respond - respond - respond-

* ing to ing to ing t o ing t o ing to ing to
questio- questio - questio- questio- questio- questio-
nnaire nnaire nne.ire nnaire nnaire nnaire

1955 1 1 100 .00 7 5 71.43 8 6 75 .00

1956 1 1 100 .00 5 3 60 . 00 6 4 66 .67

1957 2 1 50 .00 5 3 60 .00 7 4 57 .14

1958 3 2 66 .67 5 4 80 .00 8 6 "75 . 00

1959 7 5 71.43 4 3 75 . 00 11 8 72072

1960 4 3 75 .00 11 8 72. 72 15 11 73. 33

1961 2 2 100 .00 4 2 50 . 00 6 4 66 067

1962 8 5 62 .50 7 5 71.43 15 10 66.66

1963 2 2 100.00 8 6 75 . 00 10 8 80 .00

1964 3 2 66 . 67 6 6 100 . 00 9 8 88 . 89

1965 8 5 62 .50 ll. 12 85 .71 22 17 77 . 28

TOTALS 41 29 70 .73 76 57 75 .00 117 86 73 .50

,Or The term , " Yea r of Graduation" refers to the year in which basic socia l work edu cation was compl e t ed .

""d
III

OQ
(l)

I-'
00
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the overall response rate varied from 57.14% to 88.89%.

Bearing in mind that questionnaires were not sent to 6 graduates,

the actual return rate on questionnaires posted was 86 out of Ill, or

77.47% .

4. Respondents' undergraduate education in social work

Table IV, overleaf, reflects the nature of the 86 respondents'

undergraduate social work education.

Of all respondents, 60, or 69.77%~possess a four-year degr ee

in social work, while 26, or 30.23% possess aothree-year degree.

All respondents who received their undergraduate soci al work

education at the Uni ver s i t y of the Wi twatersrand possess a four-year

social work degree, and all but 3 of t he respondents who received

their undergraduate social work education a t the University of Na t al

have a three-year social work degree.

o The reason for the two types of quali fication recorded by

graduates of the Uni ver s i t y of Nat al l ies in the i ntroduc t ion, by

this University i n t he mi d nineteen-fi f ties, of a 3-year Bac helor of

Social Science (Social Work) degree, to replace the former 4-ycar

Bachelor of Social Science (Social Welfar e ) degree.



TABLE IV

RESPONDENTS ' UNDERGRADUATE SOCIAL WORK EDUCATION

NATURE OF SOCIAL WORK QUALI FICATION

UNIVERSITY OF UNIVERSITY OF THE ALL RESPONDENTS

YEAR OF NATAL WITWATERSRAND

GRADUATI ON No . of No . of No . of No . of No . of No . of Tot a l no.
respondents respondents r es ponden t s res pondents responden ts respondents of

"lr with 3-year with 4-year wi th 3-year with 4-year with 3-year with 4-year respondents
deg r ees degrees degrees degrees degrees degrees

1955 - 1 - 5 - 6 6

1956 - 1 - 3 - 4 4

1957 - 1 - 3 - 4 4

1958 2 - - 4 2 4 6

1959 5 - - 3 5 3 8

1960 3 - - 8 3 8 11

1961 2 - - 2 2 2 4

1962 5 - - 5 5 5 10

1963 2 - - 6 2 6 8

1964 2 - - 6 2 6 8

1965 5 - - : 12 5 12 17

TOTAL: 26 3 - 57 26 60 86

70 OF ALL
RESPONDENTS 30 .23 3. 49 - 66 .28 30 .23 69 .77 100 .00

~
III

OQ
III

to-'
00
N

"'!: The te r m, "Year of Graduation" r e fers to the year in whi ch bas ic social work edu cation was completed .
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5. Age of respondents on Qualification as social workers

Table V, overleaf, sets out the ages at which respondents

qualified as social workers. Age at qualification ranged from 19 to

41 years, with the great majority of respondents (71, or 82.56%)

qualifying in their 20th, 21st and 22nd years of age (19.77%, 44.19%

and 18.60% of all respondents in each year respectively). The mean

age of respondents at qualification was 21.59 years, and their modal

age 21 years.

With only 3 exceptions, all respondents had qualified by the age

of 26 years.

Respondents who qualified at the University of the Witwatersrand

were generally older than those who quali fied at the University of

Natal. The median and modal age for the former was 21 years, while

for the latter, it was 20 years. The mean age of respondents who

qualified at the University of Natal (21.72 years) is misleading, as

the average is heavily influenced by two respondents who qualified

in their 31st and 41st years of age.

An explanation exists for Natal graduates' younger age at

qualification: the majority (26 out of 29) have three-year undergraduate

degrees, whereas al l respondents who qualified at the University of

the Witwatersrand have four-year undergraduate degrees .
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TABLE V

AGE OF RESPONDENTS ON QUALIFICATION AS SOCIAL WORKERS

AGE
AT

QUALI FICATION

*(year s )

UNIVERSI TY OF
NATAL

No . and 70 of
r es ponden ts
qua li f ying at
th is age

No.

UNIVERSITY OF
THE WITWATERSRAND

No . and % of
r esponden ts
qua li fying at
this age

No .

ALL
RESPONDENTS

No . and 70 of
respondents
qualifying at
this age

No .

19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
40
41

TOTALS

4
11

6
5

1

1

1

29

13.79
37.93
20 .69
17.24

3. 45

3.45

3.45

100 .00

1
6

32
11

5
1

1

57

1. 75
10.54
56 . 14
19.30
8.77
1. 75

1.75

100 .00

5
17
38
16

5
1

1

1

1

1

86

5.82
19.77
44 .19
18.60

5.82
1.16

1.16

1. 16

1. 16

1.16

100 .00

RANGE
(year s) 19 to 41 19 to 35 19 to 41

Medi an
AGE 20 years 21 yecrs 21 years

Modal
AGE 20 year s 21 years 21 years

Hean
AGE 21.72 yea r s 21.53 years 21.59 year s

* "Ao t 1 . f . t . " fbe a " qua 1 lcalon re "er s to age at whi ch basic socia l work
educa t ion was completed .
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6. Respondents' additional academic and professional qualifications

in social work, and in allied disciplines.

Table VI, overleaf, reflects the additional academic and

professional qualifications of respondents, both in social work and

in allied disciplines.

Eleven social work qualifications are reported by respondents in

addition to their Bachelor's degrees in Social Work. Two respondents

possess honours Bachelor's degrees, another two possess .}~ster's

degrees, and five have diplomas in specialist fields (two in marriage

guidance, and three in mental health). Two respondents record their

associate-ship of the Institute of Medical Social Workers (England)

as an additional Social work qualification.

Seven additional non-social work qualifications are reported:

two Bachelor's degrees (both in the social sciences); two Honours

Bachelor's degrees in psychology; a Master's degree in psychology;

and two Master's degrees in Sociology.



TABLE VI

RESPONDENTS' ADDITIONAl, ACADEl-ITC
IN SOCIAL WORK A1~ IN ALLI ED

AND PROFESSIONAL
DISCIPLINES

Page 186

QUALI FI CATIONS,

~o . of No . of
r~espondent s respondents
~bo received who received

Nature of Additional tthei r under- t heir under -
[g radua t e gradua te TOTALS

Quali fication ~ducat ion a t educat i on at
\the Universi t y t he"Uni ver s i t y
[tof Nat a l , who of the
~os ses s t his Wi t waters rand,
l-sualifi cati on who possess

this
qualification

..,
(a) Social Work Qual ifications

Hons. degree i n Social Wor k 2 -
Masters degree in Social Work - 2

Diploma in Ment al Hea l th : - 3

r
11

Diploma i n Marriage Guidance 2 -
Associate of the I nstitut e of:

Medical Social Workers - 2

J(England)

...
(b) Qualifications i n Alli ed

Disciplines

Bachelors degree (Soci al I
Sciences) - 2 LHons. degree (Psychology) 2 -

Nasters degree (Psychology ) 1 -
JMas ters degree (Socio logy) 2 -

I
--

TOTALS 9 9 18
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7. Age of respondents at the time of this study

. Table VII, overleaf, reflects the ages of respondents at the

time of this study (30th June 1970). Individual ages range from 24

years to 48 years, with all but 6 respondents concentrated in the 26

to 36 year age group. As might be expected, present ,ages of

respondents cover a wider age range than do the ages of respondents

at graduation (Table V, supra). This comes about as a result of

the majority of respondents completing their undergraduate social

work education when aged 20, 21 or 22 years, and the sample for this

study incorporating 11 consecutive years of graduates.

age of responden~s as a whole is 30 years, while their modal age is

31 years, and their mean age is 30.57 years.

Although the median and modal ages of both the Natal and the

Witwatersrand groups correspond at 30 and 31 years, respectively, there

is a very slight difference in the mean ages of the two groups: the

mean age for the Natal group is 30.69 years, while that of the

Witwatersrand group is 30.50 years.

8. Employment status of respondents at the time of this study

Table VIII, page 189 ., reflects the employment status of

respondents as at 30th June, 1970, the time of this study, and shows

that more . than three out of four respondents (65, or 75.60%) are not

employed in social work.



TABLE VII

AGE OF RESPONDENTS, AS AT 30 JUNE, 1970
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UNI VERSITY OF UNIVERSITY OF ALL
NATAL THE WITWATERSRAND RESPONDENTS

YEAR GRADUATES GRADUATES

OF No . and % of No . and % of No. and i. of

AGE respondents in respondents in respondents in
this year of t his year of this year of
age age age

No . 7. No. % No . t:

24 1 3.45 - - 1 1.16
25 1 3.45 - - 1 1.16
26 2 6.90 7 12.28 9 10.46
27 4 13.79 7 12.28 11 12. 78
28 3 10 .34 7 12.28 10 11. 62
29 - - 7 12.28 7 8 . 16
30 4 13.79 3 5.27 7 8 .16
31 5 17.24 8 14.03 13 15.12
32 3 10.34 2 3.50 5 5.82
33 1 3.45 4 7.02 5 5.82
34 I

3 5.27 3 3.48- -
35 1 3.45 3 5. 27 4 4 .65
36 1 3.45 5 8 . 77 6 6. 97
37 1 3. 45 - - 1 1.16
38 , - - - - - -

',39 1 3.45 - - 1 1. 16
40 - - - - - -
41 - - - - - -
42 - - - - - -
43 - - - - - -
44 - - - - - -
45 - - - - - -
46 1 3.45 - - 1 1.16
47 - - - - - -48 - - 1 1. 75 1 1.16

TOTAL: 29 100 .00 57 100 .00 86 100.00

RANGE
(Years ) 24 to 46 26 to 48 24 to 48

MEDIAN
AGE 30 years 30. years 30 years

MODAL
AGE 31 years 31 years 31 years

MEAN
AGE 30 .69 years 30 .50 years 30.57 years



TABLE VIII

EMPLOYMENT STATUS OF RESPONDENTS, AS AT 30TH JUNE, 1970

Description of respondents' RESPONDENTS WHO ARE RESPONDENTS WHO ARE , ALL RESPONDENTS
FIELDS OF EMPLOYMENT IN UNIVERSI TY OF NATAL UNIVERSITY OF THE
SOCIAL WORK, or of REASONS GRADUATES WIT\'1ATERSRAND GRADUATES
FOR ABSENCE FROM SOCIAL
WORK EMPLOYMENT No . and % ' No. and % No. ' and % No . and i. No. and i. No . and 7.

engaged in Employed engaged in Employed engaged in Employed
this area and not this area and not this area and not

Employed Employed Employed
No . i. No . i. No . i.

I, ... .... .

( a) EMPLOYED IN SOCIAL WORK:
(FIELDS)

Aged 1, 3 .45 1 1.16
Alcoholism 1 3.45 1 1. 76 2 2. 32
Child and Family 3 10 .34 5 8 . 78 8 9.30
Community Work

J
9, or 2 3.50 " 12, ' or 2 2.32 .. 21, or

Psychiatric 31.03% 2 3.50 J21.047. 2 2. 32 J24.40%
Physical Handicap 1 3 . 45 1 1.16
Social Work Education 3 10 .34 2 3.50 5 5.82

I - .. ...
(b ) NOT EMPLOYED IN SOCIAL

WORK : (REASONS)

Pregancy ~ Chi1drearing 11 37 .93 32 56 .14 43 50. 00
Marriage 2 6 .90 1 ' 1'.76 3 3 .48
Further Study 2 6.90 ... 20 , or 1 1.76 45, or 3 3. 48

J
65, or

Full -time employment , 4 13.79

J
68.97% 8 14 . 04

J
78.967. 12 14. 00 75.607.

Part-time employment 2 3.50 2 2.32
Holiday and Travel 1 3.45 1 1. 76 2 2.32

TOTALS : 29 106 .00
29, or 57 100 .00 57, or 86 100 . 00 86, or
100.007. 100 .00% 100 .00i.

"'d
Cl'

(IQ
(I)

~
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Of the 21 , or 24.40% of respondents employed in social work, the

maj ority are in the two fields of child and family welfare (8, or

9.30% of all respondents), and social work education (5, or 5.82% of

all respondents). Two, or 2.32% of all respondents are employed i n

each of t he fields of alcoholism, psychiat ric social wor k , and

community work; and one respondent, or 1.~6% of all respondents, is

employed in each of the fields of the aged, and the physically

handicapped.

Of the 65 respondents not employed i n soci.a1 work, the great

majQrity (43 respondents, or 50% of all respondents) report thei r

reason for non-employment t o be "pregnancy and child-rearing", while

a further 3 respondents (or 3.48% of all r espondents) give ''marriage''

as their explanation. · I n addi tion, a t otal of 14 respondents r eport

being in employment outside social work: "12 , or 14% of all resp ondents

~re in full-time employment; and 2, or 2.32% are in part-time

positions. Of the remaining 5 respondents not engaged in social

work, 3, or 3.48% of all respondents are engaged in "further s tudies ",

and 2, or 2.32% of all respondents are occupied wi t h ext ended

holidays and travel.

A larger proportion of respondents from t he Natal gr oup are

engaged i n social work than respondents fr om che Witwaters r and

group (9, or 31.03%, as agains t 12, or 21.04%). Convers ely, a

greater proportion of t he Witwater s r and gr oup than t he Nat al group are

outside t he field of so cial work (45, or 78.96%, as agains t 20, or

68.97%). This l a tter f i ndi ng is primarily due to a greater

proport ion of Wi twa t ers rand group than Nat al gr oup respondents being

occupied with pregnancy and chi ld-rearing (32, or 56 .14%, as compar ed
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to 11, or 37.93%, respectively). Both groups include a number of

respondents engaged in employment outside social work: in the

Witwatersrand group, 8 respondents are in full-time employment, and

2 in part-time employment (14.04% and 3.50% of all respondents in the

Witwatersrand group, respectively); and in the Natal group, 4

respondent~ (13.79% of all Natal group respondents) are engaged in

full-time employment outside the profession. In addition, the Natal

group records 2 respond~nts engaged in further study, and 1 respondent

on an extended holiday (6.90%, and 3.45% of all Natal group respondents,

respectively); while the Witwatersrand group records 1 respondent
~

engaged in further study, and another respondent on an extended holiday

(each accounting for 1.76% of all respondents in the Witwatersrand

group).

9. Summary

During the ll-year period 1955 to 1965, 150 social workers

graduated from the Universities of Natal and the Witwatersrand, and

of these, 117 (or 78.00%) were European females. The majority

(73, or 62.39%) of the European female social work graduates were

resident in the Republic of South Africa at the tinle of this study

(30th June, 1970).

A response rate of 73.50% (or 86 out of 117) was recorded for

postal questionnaires sent to the European female graduates.
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The 86 respondents were made up of 29 graduates from the

University of Natal, and 57 graduates from the University of the

Witwatersrand. Most respondents (69.77%) possessed 4-year

undergraduate degrees in social work, and mos t (82.56%) had gr adua t ed

in their 20th, 21st or 22nd years of age . Respondents report ed 18

additional qualifications in social work or in allied disciplines.

At the time of this research study, the median age of

respondents was 30 years, and their mean age was 30. 57 years. Less

than a quarter of respondents were employed in soci al work, and of t he

65 or 75.60% of respondents not actively eng aged i n the pro f ession,

the major reasons recorded were pregnancy and child-rearing, and

employment (full- and part-time) outside social work.
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EMPLOYHENT AND OCCUPATIONAL WASTAGE
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Chapter 7

EMPLOYMENT AND OCCUPATIONAL WASTAGE

1. Gross employment and occupational wastage of respondents

Table IX, overleaf, reflects gross employment and occupational

wastage for respondents as a whole, by years of graduation. The table

shows that the 86 respondents have a total potential working life in

social work of 8760 months. Of this potential contribution to the

profession, 2890.5 months (or 32.99%) of service is actually realised,

while just under two-thirds of respondents' potential working lives

(5869.5 months, or 67.00 %) . is lost to social work.

There is a propensity, among respondents as a whole, for the

proportion of occupational wastage over service in social work to

increase with years of experience since gradu~tion. The column in

Table IX headed, "% Wastage", reflects a much higher percentage

wastage for 1955 and 1956 graduates (85.25%, and 87.50%, respectively)

than for the more recent 1964 and 1965 graduates (57.86%, and 53.26%,

respectively). However, no regular increase in wastage is apparent in

each successive year from 1955 to 1965. In the respondent group who

graduated in 1958, for example, an extremely high wastage rate of

90.34 % is recorded.

Irregular fluctuations in the amount of wastage may be a

consequence of individual respondents within a particular graduation

year group having an unusually high or low occupational wastage rate.

As a result of the small numbers of respondents in some of the



TABLE IX

GROSS EMPLOYMENT AND OCCUPATI ONAL WASTAGE OF RESPONDENTS

YEAR OF No ot Potential Actua1 Social percentage <>ecupati0na.L" Percentage Percentage
...- Wast age Ylasta&e byGRADUATION Respondents EI:1p1oyment Work Employment Was t age of

in Social Emp1oYJ:Ient ot Respondents two-year
• Work ot all all respondents in this graduation ' .

respondents in this graduation · groups ..
, in this graduation group ·. graduation group " (months)· -

group (months) , ·
(months)

.-... .
/ .' ·

1955 6 - 1044 154 14.75 890 85.25 86.05

1956 4 648 81 1 12.50 567 87.50·
1957 4 600 253.5 '

. ·42.25 , 346.5 57.75 76.64 ·
1958· " 6 828 80 9.66 748 90.34 ·
1959 8 1008 ·276 27.38 732 · 72.62 62.30
1960 11 1254 573

\

45.69 · 681 54.31 ·
1961 4 408 190 46.57

I

218

J
. 53.43 58. 14 -

1962 10 900 ·
357.5 39. 72 542.5 60.28

1963 8 624
" .

274 43.91 350 56.07 56 .90
1964 8 528

...,
222.5 - 42.14 305.5 57.86

1965 17 918 429 46.93 ,- 489 53.26

TOTAL: ' 86 8760 5869 . 5 67.002890.5 32 . 99 -~

'~UL V.L ",raauat:lon" reters t o tne yea r in which basic social work education was compl e t ed.

~
(N
ro
~

\00
\.1l
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graduation year groups (the larges t such group ha s 17 responden t s ,

and five groups have six or fewer respondents), . t he averag e was tage f or

a graduation group may be distor ted by the idiosyncratic was tage

pattern of a single responden t . Ther e i s some sugges t ion that th i s

phenomenon may have occurred, as when respondents are divided int o

two-year gr adua t i on gr oups (and the number of respond ents i n each

enlarged ~roup is 10 or more), a defini te i ncrease i n the proportion

of occupational wastage over pro f essional ser vi ce is perceived wi th

the passing of time after gradua tion.

The f ar right-hand column of Table IX r eflects percen t age

occupational wastage by two-year graduat ion gr oups . It can be no ted

that percentage occupational was tage is greatest for t he 1955 - 1956

group (86.05%), decreasing to 76 .64%, 62 .30%, 58.14% an d 56.90% i n

successive two-year groups up to 1963 - 1964. The l as t group (1.965,

a ~-year group, but with 17 respondent s ) has a percent age occupational

wastage of 53.26%, and indicates a continua tion of the trend obse rved in

earlier two-year groups.

2. The natur e of responden t s ' occupational was t age .

The nature of the 5869.5 months of occupational wastage reported by

respondents is analys ed in Table X, overl ea f. Over all, r espondent s

report 256 periods of wastage from t he prof ession. The av er age dur ation

of each was tage period is 22.49 months , and the mean oc cupat iona l

wastage of individua l respondents is 68.24 mon ths .



(WASTAGE DUE TO PART-TIME EMPLOYMENT IN SOCI AL WORK ) *

Pregnancy and child-rearing

Marriage

Full-time employment outside social work

Part-time employment outside social work

Further study

Ill-health

MEAN WASTAGE OF RESPONDENTS

TABLE X

ANALYSIS OF OCCUPATIONAL WASTAGE

Reason fo r occu~at iona l wastage

Awaiting a social work va canc)'

Extended holidays and trave l

Did not wish to work

No reason given

* Sec . p. 19 9 for an
explanation of this
category

TOTALS :

Total Wastage No . of Average length
for this individual of individual

reason periods of periods of
wastage wastage f or

Total I 7. of Ifor this this reason
(Mon t hs ) all reason

wastage

3296 .0 56 .15 86 38 .32

204 .0 3.47 20 -1 0 . 20

1410. 0 24. 03 51 27 .64

278 .0 4 .74 11 25 .27

213 .0 3.64 13 16 .30

37.0 . 63 4 9.25

103.0 1. 76 10 10.30

116 . 0 1.97 19 6.10

12 .0 . 20 1 12.00

1.0 . 02 1 1.00

199 .5 3.39 40 I * 4.99 I '"d
III

OQ

5869 .5 I 100 .00 I 256 I 22.49 I III

I-'
\0
'-l

I
68 .21~ months .
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As may perhaps be expec ted with a group of female respondents

presently aged between 24 and 48 years, t~e.major ·reason repor t ed f or

occupational was tage is that of pregnancy and child-rearing. This cat egory

accounts for 56.15% of all wastage, or 3296 mon ths . The mean lengt h of

--
each i ndividual wastage period for t his r eason i s 38 .32 mon ths , t he

longest mean wastage period for all occupational wastage categories.

An associated category, occupational was tage due to mar r i ag e , accounts

for only 204 months , or 3.47% of all was t age; t he mean length of

individual was t age periods in this category be ing 10.2 months .

Respondents r eport 86 absences from the fie l d of social work on

account of pregnancy and child-rearing, but only 20 occasions on which

they are out of t he field as a result of mar r i age per s e.

Falling a f t er the mar r iage- l i nked category of pr egnancy and

child-rearing in occupational wastage i lnpor tance, is the category of

full-time emplo )~ent outside social work. Respondents repor t 51

instances during which they undertake f u l l - t ime emp l oymen t out side

the profession, the mean dura t ion of each be i ng 27 .64 months . Thi.s

accounts for 1410 mont hs of wastage, or 24.03% of a l l occupat i onal

wastage . Part-time emplo ymen t outs ide soci a l wor k plays a l es s er

part in wastage f r om t he pro f ession: resp ondents r eport only 278 months

of wastage for thi s reason, or 4.74% of al l occupa ti ona l wastage.

The eleven was t age periods a ttributed to part-ti me work have a

mean duration of 25 .27 months . Take n t ogether , ful l and pa r t- time

employment outs i de social work accounts f or 1688 mon ths of wastage ,

or 28 .77 % of all occupational wastage.
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Apart from marriage-linked reasons, and employment outside the

profession, seven other categories are used in analysing the reasons

reported by respondents for their occupational wastage. One category

in particular merits explanation, and this is that of part-time

employment within social work. As part-time social work employment is

computed at the rate of 0.5 of a month's employment for each month of

part-time work, a further 0.5 of a month has to be categorised as

''wastage''. _ The asterisked figure in the right hand column of Table X,

4.99months, should therefore be doubled to give an exact reflection of

the average length of part-time jobs. Part-time work within social

work accounts for 199.5 months, or 3.39% of all wastage. Forty

periods of part-time work in the profession are reported, the average

length of each being 9.98 months.

Further study accounts for 213 months of wastage, or 3.64% of

all wastage. Respondents record 13 periods of absence from the

profession -against this category, and the average length of such further

study periods is 16.30 months. It is of note that not all further

study is towards a higher degree or professional qualification in

social work. Table VI, supra, shows that 7 of the 18 additional

qualifications which respondents hold are in disciplines allied to

social work, mainly psychology and sociology.

Respondents attribute 116 months of wastage (1.97% of all

occupational wastage) to extended holidays and travel. The 19 trips

recorded by respondents average 6.10 months each.

Tahle X shows that respondents report 10 instances of wastage

from the profession due to their awaiting social work vacancies. Most
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respondents report this caune of wastage when they are resident

either in small rural communities, or in foreign countries. In the

former situation, t hey attribute their lack of employment to a paucity

of social work posts; in the latter to a non-recognition of South

. African qualifications, or an inability to speak the relevant foreign

language. In one instance, however, a respondent reports that no

suitable social work post was available. Wastage due to a lack of

social work positions accounts for 103 months of wastage, or 1.75% of

all wastage. The relatively small amount of wastage in this category

would seem to indicate that special circumstances aside, respondents

have little difficulty in securing a social work position when they

wish to do so.

Remaining occupational wastage is due to il1~health (37 months, or

0.63% of all wastage), to "not wishing to work" (12 months, or 0.20%

of all wastage), and to unspecified wastage (1 month, or 0.02% of all

wastage).

Two main trends are revealed by the foreg~ing data:-

Firstly, pregnancy and child-rearing is the major cause of

respondents' occupational wastage. Marriage per se plays only a

minor part in abs ence fro~ the profession . .

Secondly, full-time emplo}~ent outside social work is the second

most important cause of occupational wastage, while part-time

employment outside the profession is the third most important cause.
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3. The nature of respondents' employment

Table XI, overleaf, reflects the fields of social work in which

respondents report employment, together with the proportion of time

that they spend in each field, and the number and average length of

their jobs.

Respondents as a whole record 2890.5 months of full- and part­

time employment in social work, comprising 198 different social work

jobs with an average duration of 14.59 months. The mean total

employment in social work of respondents is 33.61 months.

The most favoured field of employment is that of child and

family welfare, where respondents report 68 jobs totalling 884.5

months, or 30.60% of all their employment. Second and third most

favoured fields are those of medical social work and the Department of

Social Welfare and Pensions. In the former, respondents report 28

jobs totalling 446.5 months, or 15.45% of all their employment; and in

the latter, 16 jobs totalling 432 months, or 14.95% of all employment.

Respondents' fourth most favoured field is that of psychiatric

social work, where they report 20 jobs, totalling 307 months, and

accounting for 10.62% of all employment. Fifthly and sixthly,

respondents choose employment in the fields of prisoners (6.28%

of all employment, or 13 positions totalling 181.5 months) and social

work education (4.24% of all enlployment, or 8 positions totalling 122.5

months). A close seventh in popularity of employment is the field of

the physically disabled, where respondents record 11 pos itions totalling

122 months, or 4.22% of all their cmp1o}~ent.
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TABLE XI

ANALYSI S OF EMPLOYMENT , BY FI ELDS OF SOCI AL WORK AIID NU}lBER
AND LENGTH OF JOBS .

Tot al Employment in Tot al Henn
this field , and % No of length
o f al l emp loyment . Jo bs of j obs

Fi e l d of Social Work in in thi sTot al % t hif: fiel d(Nont hs ) fi eld (months)

Aged 53 .0 1. 83 9 5 .88

Alcoholism 91. 5 3. 17 7 13 . 07

Child and famil y 884. 5 30 .60 68 13.00

Communi t y 42.0 1. 45 5 8 .40

Dept. of Social Welfare Cc .·432 . 0 11.. 95 16 27 .00Pens ions

Hou s ing 69. 0 2 .39 4 17 .25

I ndus t r y 19 . 5 0. 67 2 9.75

Legal Ai d 18 . 0 0. 62 1 18 .00

Medical 446·. 5 15 .45 28 15 . 94

Prisoners 181. 5 6 .28 13 13.96

Psychiatric 307 . 0 10.62 20 15.35

Physica l disability 122 .0 4.22 11 11. 09 .

Recreation 85 .5 2.96 5 17.10

School 16. 0 0.55 1 16. 00

Social work education 122 . 5 4 .24 8 15 .31

TOTALS 2890 . 5 100.00 198 14 .59

MEAN EMPLOY}ffiNT (ALL RESPONDENTS)

N of respondents = 86

I n the remaining 8 fiel ds in which respondents report empl oyment

( t he aged ,alcoholism, communi ty , housing, industri al social work , l egal

ai d, recreation and s chool social work ) , be tween 3 . 17% and 0.55% of all

employment is reported in each field, wi th the number of jobs per f iel d
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ranging from 1 to 9, and the average duration of jobs ranging from

5.88 months to 17.1 months.

The extreme right-hand column of Table XI reflects mean lengths

of job by fields of social work. These mean lengths of job are set

out as a histogram in Figure I, overleaf.

The average length of job for all jobs in all fields is 14.59

months. Figure I shows that in 8 fields of social work, the average

length of job exceeds the overall average length. These fields, with

their average length of job, are the Department of Social vlelfare and

Pensions (27 months); legal aid (18 months); housing (17.25 months);

recreation (17.1 months); school (16 months); medical (15.94 months);

psychiatric (15.35 months); and social work education (15.31 months).

Of particular note is the longer length of job in the field of the

Department of Social Weflare and Pensions, which is 9 months longer

than the next highest average length of job.

In seven fields of social work, the average length of job is below

the average length of all jobs. These fields, with their av~rage

length of job, are: prisoners (13.96 months); alocholism (13.07 months) ;

child and family (13.00 months); physical disability (11.09 months);

industry (9.75 months); conununity (8.40 months); and the aged (5.ea

months). In noting these fields with a relatively shorter average

length of job, it should be borne in mind that average length of job

in a field can be influenced by the degree to which respondents

accept part-time posts in that field. This possibility is explored in

the following sub-section ef this chapter.
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Table XI reveals three principal trends:-

Firstly, respondents spend an average of less than one and one­

quarter years in each job.

Secondly, there is considerable difference in average length

of job by fields of social work employment. Average length of job

is longest in the Department of Social Welfare and Pensions (27 months),

and shortest in social work with the aged (5.88 months).

Thirdly, most employment (54.45%) is in specialised fields of

social work. Only 30.60% of all employment is in the field of child

and family welfare, and 14.95% in the Department of Social Welfare and

Pensions.

4. Part-time employment in social work

The method used to compute part-time employment in social work as

units of service has been described in an earlier section of this

chapter (page 199, supra). In an examination of respondents'

employment, it is helpful not only to identify patterns of part-time

employment, but also to provide an indication of the extent to which

part-time employment may have reduced the "average length of job" in

those social work fields where it is prevalent.

Table XII, overleaf, reflects the distribution of the 40 jobs and

199.5 mont hs of part-time employment reported by respondents.
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TABLE XII

PART- TI ME EMPLOYMENT IN SOCIAL WORK , BY FIELDS OF SOCIAL WORK

No. of Total part-time Total f ull- '7. part-
part- employment in and part- time
time this field, and time employ -
jobs % of all part- employment ment of

"Fi e l ds of i n time employment in this all
t h i s field employ -

Soc ia l Work field
Total 7. of all (months) ment in
part- all this
t.ime part- field
employ - time
ment * employ-

(l-1onths) ment

Aged 3 12. 0 6.02 53.0 22.6

Alcoholism 3 9. 5 4 .76 91.5 10.4

Chi ld and family 12 33. 5 16.79 884 .5 3.8

Communi t y 1 2. 0 LOO 42 .0 4 .8

Dep t. of Social
Welf ar e & Pensions - - - 432. 0 -

Housing - - - 69 .0 -
Industry 1 14.5 7 .27 19.5 74 .5
Lega l Ai d 1 18.0 9.02 18. 0 100.0
Medica l 2 J.6 .0 8 .02 446 .5 3.6

""Prisoners 6 30.5 15.29 181.5 16.8
Psychi a t r i c 5 28. 5 14.29 307.0 9.3
Phys ica l disability 2 16.0 8 .02 122.0 13.1
Recreation 1 7.5 3.76 85 .5 8.8
School - - - 16.0 -
Soci al Wor k education 3 11 . 5 5 .76 122 .5 9 .4

TOTALS : 40 199.5 100 .007. 2890 .5 6 .9'7.

* "Tot a l part-time employment" is used here "to mean the amount of time,

in i.!:!1l months of service, which respondents give in 2 part-time

capac i t y. As part-time work is computed as half of the service

t ha t would be rendered on a full -time basis, a part-time job

las ting 12 months in time, would for example, be recorded as a 6

month unit of service .
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Of all part-time work, the greatest amounts are spent in the

three fields of child and family welfare (33.5 months, or 16.79% of

all part-time work); prisoners 00.5 months, or 15 :29% of all part­

time work); and psychiatric social work (28.5 months, or 14.29% of all

part-time work). In the other 9 fields in which part-time work is

reported (aged, alcoholism, community, industry, legal aid, medical,

physical disability, recreation and social work education), respondents

report from 2 to 18 months part-time work, or from 1% to 9.02%of all

part-time work, in each field. Three fields in which respondents

record full-time work, have no part-time work recorded. They are the

fields of the Department of Social Welfare and Pensions, housing, and

school social work.

Table XII shows that part-time employment accounts for 6.9% of

all service, both full and part-time.

Of note are the fields of legal aid (where 100% of service is

part-time), and social work in industry (where 74.5% of service is

part-time). In a further 4 fields, part-time employment accounts for

more than 10% of all service: the fields of the aged (22.6%);

prisoners (16.8%); physical disability (13.1%); and alcoholism (10.4%).

It is of interest that 5 of these 6 fields have average lengths of job

below the average length for all jobs (Figure I, supra). It can be

suggested that the larger proportion of part-time work in these fields

may have reduced the average length of job reflected in Table XI, and

in Figure I. The sixth field, legal aid, where the average length

of job is higher than the average length of all jobs, consists of

only one job, where a single respondent rendered part-time service

over a long period.
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In the remaining fields in which respondents record part-time

work (child and family, con~ullity, medical, psychiatric, recreation,

and social work education) such service constitutes from 9.4% to 3.6%

of all service reported in each field. Of particular note is the

field of child and family welfare, which has the greatest amount of

part-time work (33.5 months, or 16.79% of all part-time work), the

greatest number of part-time jobs (12), yet one of the lowest

proportions of part-time service to all service: part-time service

comprises only 3.8% of all service in the field.

Two major trends emerge from the foregoing discussion of part­

time ~mployment in social work:-

Firstly, part~time employment forms a minor part of all

employment (6.9%).

Secondly, most part-time work (83.21% of all part-time work) is

in specialised fields of social work. Only 16.79% of all part-time

work is in the field of child and family welfare, and no part-time

work is reported in the field of the Department of Social Welfare and

Pensions.

5. Age, employment and occupational wastage.

Is occupational wastage related to age? To explore this question,

Table XIII, overleaf, contains an examination of respondents'

employment status on the 30th June of each year of their lives since

qualification as social workers. The date of 30th June has been
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TABLE XIII

AGE, EMPLOYMENT, AND OCCUPATIONAL \OlASTAGE

No . of No. of No . of
7.respon- r espon- resp on- 7.

Year
dents dents den t s 7.

of who had emp1oy- Not Employment Wastage Wastage
Age qua Li f r ed ( full emp1oy- by 4-year

Respondents ied as or part ed in age groups

* social time) in socia l
workers soc i a l work
at this work at at this
year of this year of
age year of age

age

19 0 0 0 0 .00 0.00
20 S 3 2 60 .00 40 .00
21 22 13 9 59 . 20 40 .80 34. 35
22 61 43 18 70.50 29.50
23 .75. 48 27 64 .00 36.00
24 84 35 49 41.65 58 .35
25 84 32 52 38.15 61.85 65. 30
26 78 25 53 32. 05 67.95
27 71 18 . 53 25 .20 74.80
28 61 13 48 . 21.20 78.80
29 51 10 41 19.56 80 .44 81.77
30 44 7 37 15.90 84 .10
31 36 5 31 13.90 86 .10
32 26 6 20 23 .20 76 .80 I....

33 20 2 18 10.00 90 .00 84 .5 0
34 14 1 13 7.15 92.85
35 11 2 9 18.20 81 .80 ~

36 8 3 5 37.50 62.50 I....·

37 3 2 1 66 .67 33.33 53 .3338 2 1 1 50 .00 50 .00
39 2 1 1 50 .00 50 .00 ~
40 1 1 0 100 .00 0 .00

]41 1 1 0 100 .00 0 .00 33.3342 2 1 1 50 .00 50.00
43 2 1 1 50.00 50.00
44 2 1 1 50 .00 50 .00

]45 2 0 2 0. 00 100 .00 62.5046 2 0 2 0.00 100.00
47 2 2 0 100.00 0 .00
48 1 0 1 0 .00 100.00

TOTALS : 773 277 496 35 .83 64.17 -

* This table was compu t ed by analysing the employment s t atus of
respondents on the 30th J une of each year of their professional
lives, up to and i ncluding 30 t h June , 1970
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specifically chosen, as this study examines respondents' careers up

to and including 30th June, 1970.

Two preliminary observations should be made about Table XIII.

Firstly, the proportions of gross occupational wastage and employment

in Table XIII, and in the eurlier Table IX do not show an exact

correspondence. Table IX incorporates each month of wastage or

employment of each respondent, from her qualification as a social

worker, to the 30th June, 1970; while Table XIII only reflects the

occupational status of respondents at onc particular date in each

year of their lives as social workers. As some respondents make up

to 3 changes of occupational status in a single year of their lives,

Table XIII is not an exact measure of the relationship between age,

employment and wastage.

The reliability of figures in Table XIII can be partially

verified by comparing the overall proportions of employment and

occupational wastage to the more exact proportions reflected by

Table IX. Table XIII shows a proportion of occupational wastage "t o

employment of 64.17% to 35.83%; while Table IX reflects a proportion

of 66.09% to 33.91%. Table XIII, therefore, shows 1.92% more

employment than does Table IX, a relatively small degree of disparity.

A further fac tor should be considered, which throws ligh t on this

disparity: Table IX is computed taking differential account of

part-time employment (and the partial occupational wastage caused

thereby), whereas in Table XIII, respondents in employment on the 30th

June of each year, full- or part-time, are classified as "employed in

social work". This will tend" to raise the proportion of respondents

"employed" in the tabulation contained in Table XIII, and wi.ll have
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contributed to the small disparity in the proportions of respondents

employed and non-employed, between figures in Tables IX and XIII.

A second preliminary note about Table XIII concerns the range

of respondents' professional lives incorporated into the tabulation.

A respondent who qualifies aged 21, whose first year as a social

worker is 1955, will have 16 years of her professional life reflected

in the tabulation; but a respondent who qualifies at the same year

of age, whose first year as a social worker is 1965, w~11 have only 6

years of her professional life included. As it is known that the

majority of respondents qualify as social workers in their 20th, 21st

and 22nd years of age (Table V, supra) a preponderance of respondents'

years of life in the 20 to 30 year-old age groups can be expected in

Table XIII, and this in fact does occur.

The implication of this latter phenomenon is that as fewer

respondents have spent their thirties and fourties in social work,

the reliability of e~p1oyment and occupational wastage proportions

may decrease with an increase in respondents' age. This would be a

consequence of the smaller· number of respondents in each older age

group, and the increased possibility of findings being distorted

by one or more respondents with idiosyncratic employment patterns.

Table XIII ~eflects a close relationship between respondents'

ages, and their social work employment· or non-employment. In their

22nd year, 70.50%. of respondents are engaged in the field of social

work in a ful1- or part-time capacity. From the age of 22, there is

an overall decrease in the proportion of respondents in employment,

until the age of 34 years, when only 7.15% of the 14 respon~ents in
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this group are .emp10yed. After 34 years of age, the percentage

employment of respondents follows no regular pattern, possibly

because of the small number of respondents included in each yearly

age group from 35 to 48 years. These figures indicate that

respondents give their greatest amount of service to social work in

their early and middle twenties, that is, when they are least

experienced. As their age increases up to the age of 34 years, fewer

and fewer give service to the profession, and a progressively greater

proportion of respondents are wast ed to social work.

A clearer picture of employment and wastage in social work

emer.ges from the consol idation of i ndividual year groups into four­

year age groups. In each of the years between the ages of 20 to 23

years (inclusive), an average of 34.35% of respondents 00 not give

fu11- or part-time service to social work. The proportion of

respondents wasted to the profession increases to 65.30% in each

year of the age period 24 to 27 years; 81.77% for each year in the

age period 28 to 31 years; and 84.50% for each year in the age

period 32 to 35 years. After this latter age period, the proportions

of wastage to employment become irregular: 53.33% of respolldents are

wasted to the profession in the 36 to 39 year age period; 33.33% in

the 40 to 43 year age period; and 62.50% in t he 44 to 47 year age

period.

Overall, the greatest occupational wastage occurs i n the age

range 24 years to 34 years, inclusive. During this period, t he

lowest yearly wastage rate is 58.35% (at 24 years), and t he hi ghes t

92.85% (at 34 years).
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These findings about the relationship between age, and employment

and occupational wastage, pave the way to a number of questions.

For example: If occupational wastage is greatest in the age period 24

to 34 years, is this a consequence of marriage and child-rearing?

What are the reasons for wastage, and are there age periods in

respondents' working lives at which they are particularly prone to

occupational wastage for specific reasons? Does the nature of

employment change, for respondents of different ages?

The following sections of this chapter explore these questions.

6. Age at which occupational wastage occurs and reasons for this

wastage

Table XIV, overleaf, contains an analysis of reasons for

occupational wastage, and the ages at which ~~~~ta:g~ -t-akes-pTa ce .

Wastage due to fami.1y-oriented reasons (that is, \-lastage attributed

to "pregnancy and child-rearing", or to "marriage") takes place

between the 20th and 36th years of age of respondents, although one

respondent is absent from social work at the age of 46 years on

account of marriage. As might be expected, wastage due speci ficall y

to pregnancy and child-rearing takes place mainly in the t'~enties and

early thirties, with a peak between the ages of 27 years and 32 years .

During this latter period, wastage due to pregnancy and child-rearing

accounts for from 65% to 70% of the total wastage of all respondents .

Overall, wastage due to pregnancy and child-rearing s hows a

general increase from 23 years of age (where it accounts for 45% of



TABLE XIV

ANALYSIS OF OCCUPATIONAL WASTAGE , BY AGE OF RESPONDENTS *

Unsp eci fiedDi d not
wish to
work

Extended
holidays
and
trave l

Awa i t i ng
a soci a l
work
vacan cy

III
Heal th

Further
Study

Part- tim e
Employment
outside
so c ia 1
work

Full- time
Employment
outside
soc i a l
work

No . and 4 of Respondents no t employed in soc i a l work at 30th J une of thi s year o f t he ir age , who we r e ab se nt f r om
the profession for this reason: -

No . and 4 of all
respondents w~were I
not employed i n I I I I I I I I I I
soc i a l work at 30th
June of thi s year of
the ir age

Year of Age
of

respondents

No . 7. No . 7. No . 7. No . 7. No . 7. No . 7. I No . I 7. I No • 7. No . 7. No . 7. No . 7.

20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
40
41
42
43
44
45
46
47
48

2
9

18
27
49
52
53
53
48
41
37
31
20
18
13
9
5
1
1
1

1
1
1
2
2

1

40 .00
40 .80
29 . 50
36 . 00
58 .35
61 . 85
67.95
74 .80
78.80
80 . 44
84 . 10
86 . 10
76.80
90 .00
92 . 85
81.80
62 .50
33 .33
50 . 00
50 .00

50 .00
50 . 00
50 .00

100 .00
100 .00

100 .00

1
5
9

12
27
33
34
36
31
27
26
21
14
11
8
4
2

50
56
50
45
55
63
64
68
65
66
70
68
70
62
62
44
40

1
2
1

1
2
1
2
2

1
1

4
4
2

2
4
2
5
6

12
20

50

1
2
4
8

13
14
14
11
11
10

7
7
6
6
5
4
2
1

50
22
22
30
27
27
26
20
23
25
19
23
30
33
38
44
40

100

100
100
100
50
50

100

2

2
2
2
1
1
1

7

4
4
4
2
3
3

2
2
2
3
1
3
1
1
2

1

22
11

7
6
2
6
2
2
5

100

50

1

1

2

3

1
2

2
4

I ­
I =

3 17
2 7
3 6
1 2

1 I 2
1 2

- I -
5

100

I
er
:r.

"
N

:>0

* This tabu lation was comput ed by ana lysing th e employment and non - emp l oymen t of respondent s
on the 30th J une of each year of their profes s ional lives, up to and including 30th June, 1970 .
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all wastage) to 32 years of age, where it accounts fo 70% of all

wastage. After 32 years of age, wastage due to pregnancy and

child-rearing shows a steady decline to 40% of all wastage at t he age

of 36 years.

The second type of family-oriented wastage, that of marri age

(or being a full-time housewife), occurs mainly from 23 to 31 years of

age, during which period it accounts for 2% to 6% of all wastage in

each year. Wastage due to mar r i age also takes place in t he 35th,

36th,and 46th years of age (accounting for 12%, 20% and 50% of a l l

wastage in these years, respectively), but the small number of

respondents in these three year-groups may magni f y the contribuLion

of the one respondent who is responsible for the large was t age

proportion in each of these years.

Employment outside social work consists of both full- and part­

time employment. A popular explanation for the empl~yment of social

workers outside the profession is that t hey can obtain part-time

employment with congenial hours of work during those years t ha t they

are engaged in rearing their children. Fi gur es reflected i n Tab l e XI V

do not wholly support this point of view: full-time employment outsioe

social work far exceeds part-time enlployment, although bot h of thes e

types of occupational wastage from social work do occur principally i n

the age range at which wastage due to pregnancy and child-rea Li ng

is particularly prevalent.

Full-time employment outside the professio~ is recorded i n the

age ranges 20 t o 37 years, 42 t o 46 years, and at 48 years of age .

It is most marked in the age period 20 to 37 ye ars, where it ac counts
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The 100% fi gure

.(at 37 years of ag e) is potent ~ ally misleading , as only one respondent

was outside the field of social work, and she was in f ull-time

emplo yment. All the wastage due to f ull-t i me emplo yment in t he age

range 42 to 46 years, and a t 48 years, i s r ecorded by a single

respondent. Overall, it can be sugges t ed that oc cupa t ional was tage

due to full-time employment ous tide social work occurs over most of
.

the ages of respondents studi ed, but par ticu larly at t he ages of

20 to 37 years inclusive. The mai n amount of was t age due to full-

time emplo yment outside t he pro fession, ther efor e , t akes place over

the period when absence from t he field due to pregnancy and child-rearing

also takes place (i.e. 20 t o 36 year s ), and t hese two categories

together account for most of t he wastage in the "high wastage years"

of 28 t o 34, when from 78 .80% t o 92 .8~% of all resp ondents are outs ide

social work.

Part-time emplo yment ous t ide the f i e l d of social wor k occurs at

23 years, and from 26 t o 31 year s. At i ts highest proportion

(7% of all wastage) at 23 years of age , part-time empl oyment outside

social work does no t exceed 4% of al l wastage in the other years a t

which it occurs . As wastage of this type t akes place at age-ranges

during 'whi ch large number s of responden t s are absent from the f ield

due to pregnancy or child-rear i ng, a possible associated fac tor may be

t hat par t- t i me work out side the pro f ess i on offers sui table hours t o

the mothers of youn g children.

In the year ranges 22 t o 25 years, 27 t o 28 years, and at 33 years,

was tage is recorded as a r esul t of ext ended hol i day s and t ravel,

usually overseas. Al t hou gh thi s wastage may be due in par t to a
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middle-class South African folkway of a holiday overseas before

"settling down", two respondents volun teer the information t hat they

have taken their extended hol i days i n order to accompany their husbands

on long business trips.

Further study in social work or in allied disciplines is recorded

as a reason for occupational wastage in the 21st to 29th years of age,

and also at ages 39 and 45. There appears to be a trend for fu rther

study to occur in t he younger age ranges (s t ar t ing from 21 years ) ,

irregularly decreasing as a propor tion of all wastage unti l 29 ye ar s

of age. Thereafter, there are scattered instances of respondents

undertaking further educational courGes at older ages. In t he age

range 21 to 29 years, between 2% and 22% of all was tage ea ch ye ar is

due to further study. The high propor tions of wastage at tribut ed to

further study in the years 39 and 45 (100% and 50% of all wastage ,

respectively), are a consequence of the small numbers of respondents

in ~ach of the two year-groups .

Other wastage recorded by respondents, and apparent l y unr.e1ated

to age, is due to ill-health (recorded at t he ages of 27 and 30 year s ) ,

to a lack of suitable social work vacanci es (recorded at t he ages of

24 and 25 years) and an instance of a r espondent not wi shing t o work

(in her 38th year).

Three main trends emerge from t he above discussion.

FirstlY,four types of oc cupational was tage appear r elated to ag e.

Wastage due to pregnancy and child-rearing Occurs be tween 20 and 36

years of age; was t age due to fu ll-time e~p l oyment outside the profesnion
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~ccurs mainly in the age range 20 to 37 years (thus overlapping

the period during which wastage due to pregnancy and child-rearing

takes place); wastage due to part-time employment outside social work

takes place at 23 years, and between 26 and 31 years; und wastage

due to further study is concentrated in the age range 21 to 29 yea~s.

Secondly, a less clear relationship can be suspected between age

and two other categories of occupational wastage: extended holidays;

travel tends to take place in the younger years of age (from 22 t o 33

years);' while wastage due to marriage per se is centred at the 23rd

to 31st years of age, but with sporodic appearances at later ages.

Thirdly, three types of wastage do not reflect or imply any

relationship with age. They are occupational wastage due to ill-health,

to awaiting social work vacancies, and t o the desire simply "not to

work" .

7. Age at which employment takes place in var i ous social work fields

Table XV, overleaf, contains an analysis of respondents' fields

of social work employment, by their years of age. The table can be

approached in two \-lays: firstly, in terms of the proporti.on of

respondents of different ages in particular fields Ca vertical analysis),

and secondly, in terms of the different fields of social work favoured

by respondents of a particular age group (a horizontal analysis).

Respondents tend to work in the field of child and. f ami ly w~lfnr!

during their earlier and less experienced years of age. From t he

ages of 20, 21 and 22 years, where 67%, 46% and 51% re~pectively of



TABLE XV

ANALYSIS OF FIELDS OF SOCIAL WORK EMPLOYMENT . BY AGE OF RESPONDENTS *

Year of No . and 7. of all No . and 7. of r esponden t s employed in soc i a l work at 30th J une of thi s year of their age , work in g i n thi s fi e l d of
respondents who soc i a l work

Age were employed ,-
in soc i a l work Dept .

of at 30th June of of
th is year of Child Social Phys i - Soc i a lAl coho- Comm- We lfa r e Hous- Indu s- Legal Pri so - Psych- cal Recrea -Respon- their age . Aged and

un i t y and ing try Ai d Medical i atric dis - tion School wor kdents li sm fa mi Iy ner s
educa t i onPen- abili t y

s i ons

No . 7. No . 7. No . 7. No . 7. No . 7. No . 7. No . 7. No . 7- No . 7- No . 7- No. 7. No. 7. No. 7- No . 7. No . 7. No . 7.

20 3 60 .00 - - - - 2 67 - - - - - - - - - - 1 33 - - - - - - - - - - - -21 13 59 .20 1 8 - - 6 46 1 8 - - 1 8 - - - - 3 22 - - - - - - 1 8 - - - -22 43 70 . 50 - - 2 5 22 51 - - 4 9 1 2 - - - - 5 12 1 2 3 7 3 7 2 5 - - - -23 48 64 .00 1 2 1 2 14 30 - - 8 17 2 4 - - - - 6 13 5 10 4 8 4 8 2 4 1 2 - -24 35 4 1. 65 2 6 - - 9 26 - - 7 20 1 3 - - - - 8 23 2 6 2 6 1 2 - - 1 2 2 625 32 38 .15 - - 1 3 11 35 - - 5 16 - - - - 1 3 4 12 1 3 6 19 1 3 1 3 - - 1 326 25 32.05 - - 1 4 10 40 - - 4 16 - - - - 1 4 3 12 1 4 4 16 - - - - - - 1 427 18 25.20 - - 2 11 3 16 2 11 3 16 - - 1 6 1 6 2 11 - - 2 11 - - 1 6 - - 1 628 13 21.20 - - 1 8 2 15 1 8 1 8 - - 1 8 - - 3 22 - - 1 8 - - 1 8 - - 2 1529 10 19.56 - - 1 10 2 20 - - 2 20 - - - - - - 1 10 - - - - 1 10 1 10 - - 2 2030 7 15.90 - - - - 1 14 - - 1 14 - - - - - - - - - - 2 29 1 14 - - - - 2 2931 5 13.90 - - - - 2 40 - - - - - - - - - - - - - - 1 20 1 20 - - - - 1 2032 6 23 .20 1 17 - - 1 17 . 1 . 17 - - - - - - - - - - - - 2 32 - - - - - - 1 1733 2 10. 00 1 50 - - 1 50 - - - - - - - - - - - - - . - - - - - - - - - - -34 1 7. 15 - - - - - - - - - - - - - - - - - - - - 1 100 - - - - - - - -35 2 18.20 - - - - - - - - - - - - - - - - - - 1 50 1 50 - - - - - - - -36 3 37.50 - - - - - - - - - - - - - - - - - - 1 33 2 67 - - - - - - - -37 2 66 .67 - - - - - - - - - - - - - - - - - - 1 50 - - - - - - - - 1 5038 1 50 .00 - - - - - - - - - - - - - - - - - - 1 100 - - - - - - - - - -39 1 50 . 00 - - - - - - - - - - - - - - - - - - 1 100 - - - - - - - - - -40 1 100 .00 - - - - - - - - - - - - - - - - - - 1 100 - - - - - - - - - -41 1 100 .00 - - - - - - - - - - - - - - - - - - 1 100 - - - - - - - - - -42 1 50 .00 - - - - - - - - - - - - - - - - - - - - - - 1 100 - - - - - -43 1 50 . 00 - - - - - - - - - - - - - - - - - - 1 100 - - - - - - - - - -44 1 50 .00 - - - - - - - - - - - - - - - - - - 1 100 - - - - - - - - - -45 - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - -46 - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - . -47 2 100 .00 - - 1 50 - - - - - - - - - - - - - - - - 1 50 - - - - - - - -48 - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - - -

* This t able was comput ed by analys ing the fie l ds of employment of those r espondents who were
emp loyed on the 30th June of each year of the ir profes sional l ives, up to and includ in g 30 t h J une , 1970

~
ao
~

'"....-e
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all employed respondents work in this 'f i e l d , there is an irregular

decrease in respondent s employed i n child and fami l y wel f are unti l

the age of 30 years (14% of all employed respondents). From 31 to

33 years of age, the proportion of respondent s in this f ie l d f luc t ua tes ,

possibly as a consequ~nce of t he smaller number of r espondents i n

these age groups (5,6 and 2 employed respondents, respec t ivel y).

A field closely allied to the field of child and family vel Ear e

is that of t he Departmen t of Social Welfare and Pens ions . The age

and employment pattern in this field is similar t o that of child and

family welfare : respondents record empl oyment i n the Depar t ment f r om

the ages of 22 to 30 ye ars, during whi ch period f r om 9% to 20% of

all employed respondents had their empl oyment i n thi.s f i el d ea ch

year.

The division into two fields of "child and famil y wel fare" and

"The Department of Social Welfare and Pensions", is perhaps an

artificial dichotomy. Bot h fields i ncorporat e a broad service to

children and families, and i n practice, the division of labour between

social work in the two fie l ds is of t en t he age of the child who i s the

"present Ing problem". Thus , it mi ght be hel pfu l t o combi ne the t\70

fields for the purposes of comparison with employm ent i n other ,

less generic social work fi el ds . Thi s is done in Table XVI , overl eaf.

Table XVI shows that , in each year ef the age r ange 20 t o 26 ye ilrc ,

be tween 46% and 67% of all employed r espondents ,·!ork i n the broad

field of child and f amily wel fare, ei t her in comr.uni t y welfare

organizations, or i n t he Department of SocLaI \.,rel f ar e and I'ens i ons .

Afte~ 26 years, until 32 years, there is an ir~egul ar decrease in t he
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TABLE XVI

AGES AT WHICH RESPONDENTS REPORT
OF CHILD AND F~IILY ~.,IELFARE , AND
WELFARE AND PENSIONS *

E~WLOYMENT IN THE
T~E DEPA~TMENT OF

FIELDS
SOCIAL

No of r es pondent s No of respondents No of respondents
employed in the employed in the employed in~
field of child field of the the fields of

Year of and family Department of child and family
Age of welfare, and t he Soc i a L i-lelfare welfare and the

Respondents % tha t they fOlin and Pensions, Department of
of all employed and the ,. tha t Social Welfare
respondents at they form of and Pensions, and
this year of age all employed the % that they

respondents at form of all
this yeer of Age employed

respondents at
this year of Age

No . ,. No. ,. No . t:

20 2 67 - - 2 67

21 6 46 - - 6 46

22 22 51 4 9 26 60

23 14 30 8 17 22 47

24 9 26 7 20 16 46'

25 11 35 . 5 15 16 50

26 10 40 4 16 14 56

27 3 16 3 16 6 32

28 2 15 1 8 3 23

29 2 20 2 20 4 40

30 1 14 1 14 2 28

31 2 40 - - 2 40

32 1 . 17 - - 1 17
33 1 50 - - 1 50.L

* This table is computed by analysing the employment status of
respondents on the 30th June of each year of their professional
l i ves, up to and including 30th June, 1970 .
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At 33 years,

ho~ever, the proportion again jumps to 50% of all employed respondents,

but caution must be excerciscd in accepting this latter figure as

typical - only 2 respondents, a very small group, were in employment

during their 33rd year.

These findings about the broad field of child and family welfare

pose an interesting converse: if the proportion of employed respondents

in the field of child and family welfare decreases after the age of

25, it should follow that the proportion of employed respondents in

other, more specialised fields of social work will increase after this

age. '''hen this concept is tested by examining the ages at which

respondents accept employment in specialised social work fields, it

is supported only in the fields of al~oholism, psychiatric social

uork, physical disability, recreation and social work education.

In the field of alcoholism, respondents report employment from

the ages of 22 to 29 years, with a further one respondent working in

the field at the age of 47 years. Over the age range 22 to 29 years,

there is a general, but irregular increase in the pr.opprtion of

. respondents employed with progressing age (5% of employed respondents

work in the field at 22 years of age, while 10% are employed there at

the age of 29 years).

The tenuous indication in the field of alcoholism appears more

strongly in the field of psychiatric social work. An increased

proportion of employed responoents choose this field as their age

(and experience) i ncreases. Employment in the field is reported

from the age of 22 (7% of all employed respondents) to the age of
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The bulk of employment is in

the age ranges 22 to 28 ye~rs, 30 to 32 years, and 34 to 36 years, with

a progressively higher proportional amount of employment in each of

the three successive age ranges.

Similarly, the trend is apparent, although less markedly, in the

field of social work ,wi t h the physically disabled, where respondents

report working from 22 years (7% of all employed respondents) to 31

years (20% of all employed respondents); and also in the field of

recreation, where respondents report work from the age of 21 years

(8% of all employed respondents) ' to the age of 29 years (10% of all

employed respondents).

The trend of moving to more specialised fields with progressing

age is apparent in the very "specialised" field of social work

education, where employment is reported from 24 to 32 years, and again

at 37 years. The proportion of employed respondents in this latter

field increases irregularly from 6% at age 24, to 29% at age 30,

drops to 20% and 17% at ages 31 and 32, respectively, and appears

again as 50% at age 36. This latter proportion should be viewed

with reservation, as only 2 respondents are employed in social work in

their 36th year of age.

In the remaining fields in which respondents record employment,

no clear relationship is apparent between proportional emplo)~ent and

age. In medical social work, respondents record work from the ages of

20 (33% of all employed respondents) to 29 (10% of all employed

respondents), with irregular upward and downward fluctuations in the

proportion of employed respondents working in this field during the

intervening years.
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Similarly, in the field of social work with prisoners, there is no

firm support for a tendency in the older worker to move to a more

specialised field. Work in this field is recorded between the ages of

22 and 26 years, 35 and 41 years, and 43 to 44 years. Although the

two latter age ranges reflect a very high proportion of employed

respondents working in this field each year (ranging from 33% to 100%),

a single respondent in each of the small year-groups is responsible

for the apparent popularity of the field. In the more populous age

range of 22 to 26 years, there is an overall decrease in the proportion

of employed respondents working in the field as age increases: from a

peak of 10% of all employed respondents at age 23, to 4% at age 26.

The oldest age at which respondents report work in the fields of

housing and school social work is 24 years. In the fields of the

aged, communit~, industry an~ legal aid, no relationship appears to

exist between age and emplo)~ent.

The examination of respondents' ages, and their employment in

particular ft'elds of social work, would seem to indicate a tendency for

respondents to spend their younger and less experienced year3 in the

more generic fields of child and family welfare, and the Department

of Social Welfare and Pensions, movi~g later (if they remain in social

work employment) to other more specialised fields, particularly

those of alcoholism, psychiatric social work, physical disability,

recreation and social work education.
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8. Age and part-time employmen t i n soci al work

An earlier tabul ation in t his chapter (Table XIV, supra) shows t ha t

part-time employment outside social work occurs over the s ame age

range t hat occupa tional wastage due t o pregnancy and child- rearing

takes place. Does this also apply to part-time employment withi n

the profession?

Table XVII , overleaf, refl ec ts t he proportion of part- t i me

employment to all employment, by years of age. The tabulation ~hmj s

that part-time emplo yment takes place between the ages of 22 to 31

years, 36 to 37 years, and 43 t o 44 years. Fr om t he age of 22

years to 31 years, there is an overall, but irregular i ncrease in the

proportion of part-time to full-time employmen t in social wor k . At

the age of 22, only 2.32% of empl oyed respondents' work is part-tiloe,

but at the age of 31 years, ~O% of employed r espondent s arp. engag ed

in part-time work .

The part-time employment repor ted at the ages of 36, 37 , ~3 and

44 years acco unts f or 33.33%, 50%, 100% and 100% respect ivel y of all

employment in these years. The small number of employed respondents

in each of t hese older age groups, however , mean s t hat thes~

propor tions should be viewed with caution.

Overall, t he bulk of par t-time employment ~ithin social wor k

Occurs between the ages of 22 and 31 years, and t hus overl aps the age

range 20 to 36 year s , when most oc cupational was t age due to pregnancy

and child-rearing takes pl ac e . A r e1ationshi.p be t'ol cen part-time

employment i n social wor k, and pregnancy and child-reari ng may ther~ fo re

be suspected .
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TABLE XVII

AGE AND PART-TIME EHPLOYNENT IN SOCIAL WORK *

No. of respondents No of respondents % of respondents

Years in Social Work in Earl-time in part-time

of employment (Full Socia l Work empl oymen t , of

Age and Part-time) a t employment a t a l l respondents
thi s year of age t his year of in employment

age at this year of
age

20 3 - -
21 13 - -
22 43 1 2. 32
23 48 3 6. 35
24 35 1 2. 86
25 32 4 12.48
26 25 3 12.00
27 18 3 16. 65
28 13 2 15 . 36
29 10 2 20 .00
30 7 2 28. 60
31 5 2 40.00
32 6 - -
33 2 - -
34 1 - -
35 2 - -
36 3 1 33.33
37 2 1 50 .00
38 1 - -
39 1 - -
40 1 - -
41 1 - -
42 1 - -
43 1 1 100.00
44 1 1 100 .00
45 - - -
46 - - -
47 2 - -
48 - - -

--I

* This table is computed by analysing the employment status of
respondents on tIle 30th June of each year of their professional
l ives, up t o and including 30th June , 1970
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9. Employment quotient s of respondents

The concept of an employment quotient (or EQ) i s de f i ned, and

its method of computation described, in an ear l i er section of t his

dissertation (p.168, supra).

Table XVIII, hereunder, reflects t he di s t ribut ion of r espondent s'

individual EQ' s . The data contained in the tabulation is graphica.lly

presented in Fi gur e 2, p. 228.

TABLE XVIII

DISTRIBUTION OF RESPONDENTS I EMPLOYl1ENT QUOTI ENTS

I
I

No. of respondents % of r espondent s I
Employment Quotient (EQ) with an EQ wi thin with an EQ

this "gr oup withi n t hi s I
(N = 86) group

. ~
0.00 to 9.99 22 25.58

10.00 to 19.99 9 10.46

20.00 to 29.99 13 15.13

30.00 to 39. 99 6 6.97 I

40.00 to 49 .99 8 9.30
50.00 to 59.99 4 4. 65 I

60.00 to 69.99 10 11.62 I70.00 to 79 .99 5 5. 82 I
80.00 t o 89.99 ·4 4 . 65 I

I
90.00 to 99.99 5 5. 82 !

i

TOTALS 86 100 . 00
_.1

Range of EQ' s : 0.00 to 96. 29
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FIGURE 2

HISTOGRAM: DISTRIBUTION OF RESPONDENTS' EMPLOYMENT QUOTIENTS
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An examination of Table XVIII s hows that there is a preponder ance

of respondents in t he three lowest EQ gr oups (with 22, 9 and 13

respondents in each group, respecti velyj, and t hat a tot al of 44

respondents, or 51.17 % of al l r espondent s , have an EQ below 30.00.

There is a gradual but i r regular decrease i n t he number of respondent s

in each higher EQ gr oup , with only 5 (or 5. 82%) of al r respondents

in the EQ group 70.00 to 79.99, 4 (or 4.65%) in t he EQ group 80 to

89.99, and 5 ( or 5. 8 2i~) i n t he EQ group 90.00 t o 99.99. The range

of EQ's for respondent s as a whol e is f r om 0.00 t o 96.29.

10. Division of r espondents i nto high, medi an and l ow emp lo)~ent

quotient groups.

It i s possible to pursue an examination of employment and

occupational wastage by dividing respondents i nt o two gr oups: t he 42

respondents with the highest EQ' s , and the 43 respondents with t he

lowest EQ's. The nature of the two groups' empl oyment and occupat i.onal

wastage can then be compared. This method of divis ion produc es a

problem, however, in t hat the i nclusion of mi ddl e - range EQ respondent s

in the high and low EQ halves may t end to blur the charact er i s t i cs

of those respondents with more extreme EQ's, either high or 10\-1. An

al t ernative i s to di vide the responden t group i nt o three groups and to

compare the characteristics of t he high EQ "thir d" with t hos e of the

low EQ "third". Thi s is the method cho s en by the inves tiga tor.

-As the number of r esponden t s to tals 86, division i nt o exac t thirds

is not poss ible. To ef fect a compromise, respondents are di vi ded i.:tto

three groups: the 29 highest EQ' s and 29 lowest EQ's , and a middle



Page 230

group be tween the hi ghest and l owest EQ 's , compri s ing a fu rther 28

responden ts. Thes e groups are re f erred to as t he "high EQ group" ,

t he '.'low EQ gr oup" , and the "medi an EQ gro up" , r es pec tively.

Table XIX, be10\01 , shows the s a l.Leu t charac t eri sti cs of t hes e t hr ee

groups .

TABLE XIX

DIVISION
QUOTIENT

OF RESPONDENTS ItrrO HIGH, }lliDI AN
GROUPS: SALI ENT CHARACTERISTICS ' OF

AND LOW EMPLOYMENT
THE THREE GROUPS

Char ac t erLs t Lc High EQ gr oup Median EQ gr oup L.ow EQ group

Number i n Group 29 28 29

Range of indivi dual
49 ..44 to 9~.29 17.94 to 48.14 0.00 to 16.66EQ's - - -

Medi an EQ ~0 ..25 20. 68/21.08 4 .61

Mean EQ 72.31 31.13 6.1l.

Combi ned maximum
potential
employment of all 2526 2892 3342
r espondeut s in t he
gr oup (mont hs)

Table XI X r efl ects an i mbal ance in t he range of r espondents '

EQ's within the three EQ gr oups. The high EQ gr oup , for example ,

i ncludes res pondents wi t h EQ' s over the wide r ang e of 49. 44 t o 96 . 29 ,

while the low EQ group inc 1ud~ s a much narrower r ange of EQ's from

0.00 t o 16.66. The me an employment quotient for bot h the high and

low EQ gr oups i s influenced by very high EQ' s , and very Low EQ' S ,

resp ec tively, and t he medi an EQ fi gnr e (60 .25 f or t he high EQ group: and

4.61 fo r t he low EQ group) is perhaps a mor e r el i ab l e indication of

central tendency i n t he employment quotient s of the two groups .
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A particularly i mportant char~c teristic of the high an d l ow EQ

groups, re flected in Table XIX, is t he diffe r ence be t ween the t ota l

potential employment of t he two gr oups : t he high EQ group have a

potential "t ot a l emplo yment in social wor k of 2526 months , "'hil e th a t

of the low EQ group is 3342 mont hs. This finding i ndi ca t es t hat t he

high EQ group ar~ younger t han t he low EQ group . Bear i ng in mind that

occupational wastage increases with advancing age (Table XIII, supra),

it can be suggested t hat t he low EQ group have low EQ 's be caus e t hey

have spent a longer time in the hi gh-was tage age range of 24 to 34

years.

The "f o l l owi ng" two sections of this chapter contain an examination

of the emplo yment and wastage configur ations of respondents in the

high and low EQ groups. An attempt is made t o clari fy whether or not

the apparent difference in age be tween members of the hi gh and low

EQ groups is the only reason for thei r par t icul ar employment and

wastage patterns .

11. The na ture of occupational wasta ge: high and l ow employment

quotient gr oups .

Table XX , overleaf, contains an analysi s of t he occupational

wastage of respondents in the high and low emp l oyment quot i ent (EQ)

groups.

As mi ght be expec ted f r om the me thod by which the t wo groups were

formed (t ha t is, according to t heir employmen t quotien t s ) , t he group

mean was tage is lowes t in t he hi gh EQ gr oup (24.55 months ) , and greatest

in the low EQ group (108.36 mont hs). What is not expec t ed, howev er ,



TABLE XX

ANALYSIS OF ·OCCUPATI ONAL WASTAGE: HIGH . AND LOW EMPLOYMENT QUOTIENT GROUPS

HIGH EQ . GROUP (N = 29) LOW EQ . GROUP (N = 29)

Total wastage
f or this
reason

Tot a l 170 of
months all

wastage

Reason for occupational wastage

No. of
i ndi vidua l
per iods of

I " I wastage
f or th i s
reason

-otal wastag e
I for this

II I r eason

·fo t a l I 70 of
,mon t hsl all

was -
tage .

Average
l ength of
individual
per iods
of wastage
f or th is
r eason
(months)

Pregnancy and child-rearing

Marriage

Full-time employment outside social
work

Part-time employment outside so cial
work

Further study

Ill -health

Await i ng a social work vacancy

Extended holidays and travel

Did no t wish to work

No r ea s on given

(Wastage due to part-time emp loyment
i n s ocia l wor k )*

248 .0

90.0

87 . 0

31.0

51. 0

11 .0

45 .0

59 .0

90.0

34 .83

12. 65

12.22

4 .35

7.16

1.54

6.32

8 .28

12 .65

16

12

6

4

6

2

2

10

11

15 .50

7.50

14. 50

7 .7 5

8 .50

5 .50

22. 50

5 .90

8 . laic

1659.0

18 .0

974 . 0

246.0

138 .0

26.0

29.0

24 .0

1 2 ~ 0

16 . 5

52.79

0. 58

30 .99

7 .84

4 .39

0.83

0 .92

0 .76

0. 38

0 .52

30

1

29

6

5

2

2

3

1

4

55 .30

18 .00

33 .58

41.00

27 .60

13 .00

14 .50

8 . 00

12. 00

4 . 12*

~
OQ
(l)

N
W
N

TOTALS 712 . 0 1 100. 00 69 10. 30 3142 •.5-·1 100 .00 83 37. 86

-lc See p . 199 f or
an cxp La n a t i.on I 1 IO .~ Lh i t I GROiJP MEAN WASTAGE 24 . 55 months 108 .36 months

, . . 1 1.5 C~ egQr y
I
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is that the average length of individual wastage periods for responden t s

in the high and low EQ groups should show such a wide disparity: in .

the high EQ group, the average length of all individual wastage periods

is 10.30 months, while in the low EQ group, it is 37.86 months, over

three times longer.

A possible explanation for this latter finding could be that

the low EQ group have a greater proportion of wastage due to pregnancy

and child-rearing (as it is known from Table X, supra, that the average

length of individual wastage periods for this reason is considerably

greater than the average lengths of wastage periods for any other

cause). Table XX shows that this is the case. However, this

explanation does not suffice to explain why the high EQ groups' average

wastage period for pregnancy and child-rearing is only 15.50 months,

while that of the low EQ group is 55.30 months.

Before examining the patterns in which high and low EQ group

respondents apportion their occupational wastage, it is important to

note that there is a vast difference in the total amount of occupational

wastage incurred by each group : the low EQ group have 3142.5 months

as 100% of their wastage, while the high EQ group have 712 months ' as

100%.

Both EQ groups record pregnancy and child-rearing as their major

reason for occupational wastage. This category accounts for 248

months, or 34.83% of the high EQ group wastage, and 1659 mont hs , or

52.79% of the low EQ group wastage. It is of interest that, i n

contrast, the high EQ group has a larger proportion of wastage ascribed

to the second family-oriented category, marriage per se, than does the
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low EQ group (90 months, or 12.65% of all wastage, as compared to 18

months, or 0.58% of all wastage). No clear explanation appears for

these latter two findings, but is is possible to speculate that

respondents in the high EQ group may have fewer children.

The second major category of occupational wastage in the low EQ

group is full-tinle employment outside social work, which accounts for

974 months, or 30.99% of all wastage. This category is only the

fourth most important 'cause of wastage for the high EQ group, who report

87 months, or 12.22% of all wastage for this reason. The average

length of individual , occupational wastage periods for full-time

occupation outside 'the profession is more than twice as long in the

low EQ group than in the high (29 jobs averaging 33.58 months each,

as compared to 6 jobs averaging 14.50 months each).

The low EQ group record a greater proportion of wastage due to

part-time work outside the profession, than do the high EQ group.

The low EQ group report 246 months, or 7.84% of all their wastage, in

part-time employment outside social work; while the high EQ group

figure is only 31 months, or 4.35% of all their wastage. The

average length of individual part-time jobs outside social work is more

than five times as great for the low EQ group than for the high

(41 months, as compared to 7.75 months).

In four categories of wastage, the high EQ group record a greater

proportion of wastage than the low. Three of these categories concern

" .. " (f h 'pos1t1ve wastage urt er study; awaiting a social work vacancy; and

part-time work within social work); and the fou~th is the category of

extended holidays and travel.
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The high EQ group attribute 51 months, or 7.16% of all wastage to

further study, and the low EQ group 138 months, or 4.39% of all wastage.

An examination of the nature of "further study" shows that in the high

EQ group, all but one of the "six instances of further study are for

further study in social work; while in the low EQ group, all instances

of further study are in fields allied to social work. In the case of

wastage due to awaiting social work vacancies, the high EQ group record

45 months of ,~astage, or 6.32% of all their wastage, while the low EQ

group record 29 months, or 0.92% of all their wastage.

In regard to part-time work within social work, the high EQ

group report 90 months of wastage, or 12.65% of all their wastage;

while the low EQ group report 16.5 months of wastage, or 0.52% of

all wastage. The high EQ group, therefore, show a considerably

greater propensity to work part-time within the profession, than do the

low EQ group.

An unexpected finding is that the high EQ group have, proportionally,

a greater amount of wastage due to extended holidays and travel, than

do the low EQ group. The former report 59 months of wastage, or 8.28%

of all wastage as being attributable to this reason, while the latter

report 24 months, or 0.76% of all their wastage.

Two other categories of wastage are recorded. Wastage due to

ill-health accounts for 11 months, or 1.54% of all wastage in the

high EQ group, and 26 months, or 0.83% of all wastage in the low EQ

group. In addition, the low EQ group record 12 months, or 0.38% of

wastage in the category, "Did not wish to work".



Page 236

Four mai n trends can be es t abl ished f r om the f oregoing compari son

of the high and Low EQ gr oup s I pa t ter ns of occ upa tiona l was t ag e: -

Firstly, the low EQ gr oup have propor t i.onally more occupa t ional

wastage, and the mean l ength of their i ndivi dual was tage periods is

longer.

Secondly, the low EQ group record proportionally mor e was tage

due to pregnancy and chi1d-c ea r i ng, as we ll as t o fu l 1- and par t- time

employment outside social work. In each of these categories, the

average l ength of t heir i ndiv idual was tage per iods i s mor.e t h&n

double t he length 6£ equivalent wastag e periods in the high EQ group .

Thirdly, the 10',1 EQ group show proportionally l ess "positive"

wastage t han the hi gh EQ gr oup . They 1).ave proportionally less

wastage for further study, for part-time employment wi t h i n s oc i al

work, and for awaiting social work vacancies.

It would seem, theref or e , that di fferent oc cup a t i ona l was t age

trends can be identi.fied for t he hi gh and low EQ groups, and tha t

further, these di[ [erent pat t erns of occupational wastage can not be

exclusively attributed to the high EQ gr oup being a generall '\T vounzcr
J . b

group than the low EQ gr oup.
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12. The nature of emplo yment: high and Iou emp loyment quo t ient gr oups

Table XXI, overleaf, contains an analysi.s of the employment of

respondents i n t he high and low EQ groups , by fields of soci al work

and by number and length of jobs.

As may be anticipated from the way in which the two employment

quotient groups were selected, there is a relatio~ship be tween the

high and low EQ groups, and their mean empl oywent f i gur es : r.espondents

in the high EQ group have a mean employ:nent of 62 . 55 months , and

respondents in the low EQ group have a mean emplo)~ent of 6 .88 months.

(i) The Low EQ~

Of the 199.5 months of social work employment reported by t he low

EQ group, the largest proportion of t heir emplo yment is ~n the field of

child and family welfare, where 15 jobs totalling 81.5 months, or

40.86% of all t heir employment, take place . The next most favour ed

field is that of recreation, with 2 jobs totalling 46 .mcnt hs, or 23.06%

of all their empl oyment. Ther ea f ter , t he next two most f avoured fields

are those of the physically disabled (3 jobs totall ing 23 mont hs , or

11.53% of all empl oyment ) and medi ca l social work (3 jobs t otall i ng

19.5 montns, or 9 .77% of all emplo yment). Emplo)~ent, varying from

2 mont hs to 11 months (or 1% to 5.51% of all employment~ i s also

recorded in the fields of psychiatric social work, alcoholism,

community work, housing and prisoners.

Of particular not e is t he low average length of t he 29 johs r epor t ed

by low EQ group responde nts: for the group as a uhole, aver age lengt h



TABLE XXI

ANALYSIS OF EMPLOYMENT, BY FIELDS OF SOCI AL WORK AND NUMBER AND LENGTH OF JOBS : HIGH AND LOW
EMPLOYMENT QUOTIENT GROUPS

HIGH EQ . GROUP ( N=29) LOW EQ . GROUP ( N=29)

Total employment To t a l no . Mean Total employmen t To t a l No . Mean
i n this field of jobs l ength in this field, of j obs length

Field of Social Work and 70 of all in this of jobs and 70 of all in this of j obs
employmen t field i n this emp l oymen t field i n t h i s

field field
'L'otal 70 (months) Tota l 70 (mon ths)
(mont hs) (months)

Aged 22.0 1.21 2 11 .00

Alcoho lism 83. 0 4. 58 5 16.60 2.5 1. 25 . 1 2 .50

Child an d f amily 485 .0 26 .73 29 16 .72 81. 5 40 . 86 15 5 .43
Commun i ty 18 .0 0.99 1 18 .00 2.0 1.00 1 2.00
Dept . of Soc ial Welfare &

Pensions 363 .0 20 .01 11 33 .00
Housing 63 .0 3.47 3 21 .00 6.0 3.01 1 6 .00

Indus t r y 19 .5 1.07 2 9 .75
Legal Aid
Nedical 242 .0 13 .34 12 20 .17 19 .5 9 .77 3 6 .50
Prisoners 84 . 5 4 .67 5 16 . 90 8.0 4 .01 2 4~ 00

r

Psychiatr ic 217 .5 11.99 11 19.77 11.0 5 .51 1 11 .00
Phy sica l disability 56 .0 3 .09 5 11. 20 23 .0 11.53 3 7.66
Recrea t ion 39 .5 2.18 3 13 .16 46 .0 23 .06 2 23 .00
Schoo l
Soc i al wor k educa t i on 121.0 6.67 .. 17 .28I

TOTALS : 1814 .0 100 .00 96 18 . 80 199.5 100 .00 29 6 . 88

I '.I T.' A\., " '.In T '''''I t ';l'U f'Tl I ,, '" r: t: __ - __ , I , ..." . . I

t-<;j
III

OQ
Il)

N
W
00
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Within dif ferent s oc i a l work f ields , the

low EQ group ha ve an average lengt h of j ob of. s i x months or less in

the five fields of alcoholism (2.50 months), child and family (5.43

months), community (2.00 mon t hs ) , housing (6 months ) , and pri soner s

(4 months). In three other fields, the average length of job is

over 6 months, but less than 12 months : medical social work (6.50

months), physical disability (7.66 months), and psychiatric social

work (11 months). In only one field (recrea t ion, with an average

length of job of 23 months), is thc average length of job over one

year.

(ii) The High EQ group

The high EQ group have a total of 1814 months of ser vice in

social work. Like the low EQ group, t hey have t he larges t proport i on

of all their work in the f ield of child and f amily wel f are, where 29

jobs totalling 485 months , or 26.73% of all employment, "i s recorded.

The second mo~ t popular f i e l d is the Department of Social We lf~r e an d

Pensions, whe r e 11 j obs t otal l ing 363 months , or 20.01% of all

employment, takes place. Adding t hese latter two amoun ts of employment

together, the high EQ gr oup spend 848 mon ths , or 46.74% of al l their

employment, in t he broad field of chil d and family \olel fa re. Over

10% of all employment is spent in eac h of t he fie l ds of medi ca l soci a l

work (12 jobs t ot a l l i ng 242 months , or 13.34% of all ernploynlcnt), and

psychiatric social work (11 jobs tot a l l ing 217. 5 months , or 11 .9 9% of

all employmen t). In addition, the hi gh EQ gr oup r ecord f r om 121

months to 18 months (or f rom 6.67 % to 0. 99% o f "all employmc:nt) in

each of the nine fields of care of t he aged, alcoholi~m, community ,



housing, industry, pri soners, physi cal dis ability, r ec reation and soci al

t,1Ork education.

The average length .of all 96 jobs r eport ed by t he high EQ gr oup

is 18.80 months . In no individual field of social wor k do t hey have

an average length of j ob of six months of less, but i n thr ee f i elds

they r ecor d an average length of job between six and twel ve months:

the fields of ~he aged (11 mon t hs), indus try (9.75 months ) , and

physical disabili ty (1~.20 months). In t he remaining fiel ds in

which the high EQ group have employment, the average l engt h of j ob

exceeds onc year, and ranges from 13.16 mon t hs in the field of

recreat ion, to 33 months in t he f iel d of t he Departmen t of Soc i a l

Welfare and Pensions.

When t he emplo yment patterns of the hi gh and low EQ groups are

compared, three mai n t rends can be noted:-

Firs tly, the low EQ group have less employment in social work, and

the av erage leng t h of time that they spend i n i ndividual jobs is j us t

over a third of t he average time that the hi gh EQ group spend i n

jobs.

S e con~, t he low EQ group give pro por tionally l ess s ervi ce to

the broad fiald of clild and fa~mi ly wel f are, and fa vour emplo)~er. t i n

community wel fare organi.za tions, rather than State welfar e ag enc ies.

Thi r dly , wi t h the exception of t he fie l d of recreation, the 10',.]

EQ group have a shorter average l ength of job than the hi gh EQ group

in all t he f i e l ds of social work in wh i ch t hey record emp loyment.
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The foregoing analysis of the high and low EQ groups'

employment gives support to t he notion that their di ffer ent emp loyment

patterns cannot be solely attributed to the low EQ group being an

"older" group. The younger high EQ group (with a potent ial of 2526

months of employment in social work) realise 1.814 months of actual

employment, while the older low EQ gr oup (with a potential of 3342

months of employment in social work) realise only 199.5 months .

In addition, the average time t hat the high EQ group sp end in each

job is almost three times greater than t hat of the low EQ gr oup

(18.80 months, as compar ed to 6.88 months) .

13. Additional factors contributing to occupa tional wast age

The final section of the ques tionnaire sent to responde nts (See

Appendix I, infra) invited respondents to suggest additional reaso ns

which they consider might influence the occupational wastage,

occupational mobi l i t y or work satis faction of social wo r kers.

Forty-nine reasons are l i s t ed by respondents, al l concerni ng

occupational wastage. These reasons are classified i nto five groups,

and are reflected in Table XXII , overleaf .

Table XXI I shows that the mos t frequently repor ted r ea s on

(recorded by 23 respondents, and f ormi ng 46.94% of all reasons

reported) is t he lack of adequa te pre- s chool care fOT chi ldr en.

Respondents place stress on the ad equacy of pre-school care. For

example, one r espondent wr i t es : "Although I could leave my child wi t h

a servant, I fe el t ha t t hi s i s no su bs t itute for t he s timul a t ion t hat.

he would ge t from me ... . there ar e no vac~nci cs in nurse r y schools



Page 242

TABLE XXII

RESPONDENTS' SUGGESTI ONS CONCERNI NG
I NFLUENCE THE OCCUPATI ONAL \MSTAGE

ADDITIONAL FACTORS
OF SOCI AL WORKERS

THAT

Factor Influencing Occupational
Wastage

No. and % of instances
wher e t hi s factor is
suggested by respondents

Lack of adequate pre-school care fer
children

Lack of social work pos ts whe~e

workers are employed on a sessional
basis

Lack of social work posts where
working hours coincide with school

hours

Income Tax excessive for marr i ed
women workers

Social work is palliative

TOTALS:

No.

23

15

3

2

49

%

46.94

30.61

12.25

6.12

4.08

100.00%

in my area, and as a result I have no choice but to remain a t home

until he star t s primary s chool". Another respond ent states, "l1y

first duty is to my family. If I cannot be sure that my younger

children are in good han ds , I will not be happy at work, and f r om

talking to other social workers who have young children, I know that

they feel t he same" . Resp onden t social workers app ear very conscious

of pre-school care being mor e than physical care per se, and attach

importance to t he qual i t y of t heir childrens's pre-school exp erience.

The second and t hir d most f r equent l y repor t ed additional r easons

for occupational was t age ar e closely re l at ed . They are a lack of
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social work posts where wor kers are employed on a s essional bas is

(recorded by 15 respondents, and f orming 30.61% of all addit i onal

factors reported), and a lack of social work pos ts wher e wor king hour s

coincide with school hours (recorded by 6 respon dents, and f orming

12.25% of all additi ona l f ac t or s reported) . Both r easons concer n

an absence of social work jobs where r espondents can work in t he

profession and still fulfil their mother roles. The f i r st category

can re fer to the mother s of school-go ing or pre-school chi l dr en,

while t he second category r e fers speci fically to t he mot her s of

school-going children. Together, reasons in t hes e t wo ca t egor ies

account for 21, or 42.86% of all the additional reasons which

respondents consider to influence t he occupational wastage of s oc ial

workers.

Respondents also report that income t ax is excessive for Dlarr i ed

women workers. Thi s category accounts for 3 or 6.12% o f all

additional reasons that influence occupational wastage. A respondent

writes in t his regard: "1 wanted to go back to wor k , but it s i mply

was no t worth it ... my husband is a (professional man) , and most of

the salary tha t 1 could ge t from working wou l d go straight into the

extra income tax that we l-yould have to pay".

Finally, two respondents report that social work is "pal li a t i ve l' .

This category f orms 4.08% of all addit i onal reasons tha t i nfl uence

occupational wastage. In both cases, r espondents qua l ify their

comments by suggesting t hat social work doe s no t r esult i u r eal

problem solving, and that it is thus of limited use t o socie ty.
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Overal l , Table ~XII shows that of the 49 additional r eas ons

whi ch resp ondents identify 3S being of influence upon occupat i ona l

was t age , 44 (or 89 .80%) are rela ted to difficulties in combining

home r ol es (espec i a lly the mother r ole ) with social work employment.

This finding sheds light on all earlier finding of thi.s study, namely

t hat " pr egnancy an d child-rearing" is the predominant caus e of

re spondents ' occupat i onal wastage (See Table X, supra).

14 . Summary

Responden t s as a who l e have a total potential working life in

socia l work of 8760 months. Of this, 2890.5 mont hs are reali s ed

to the profession , an d 5869 .5 months are not.

was t age is 67.001%.

The overall percentage

Occupa t ional was t age can be att~ibuted to 12 reasons, t he main

ones of which are pregn ancy and child-rearing (56 .15% of all was tage),

and full - and part-time emp lo~~en t outside social work (together

amounting to 28.77% of all \'las t age). the average l ength of each

was t age period is 22 .49 months .

Respondents report employment in 15 diffe rent fields of social

work. Of all employment, 30 .60% i s in the H eld of child and f ami ly

welfare, 15.45% in medical social work, 14 .95% in the Department of

Social Welfare and Pensionc, and 10.62% in psychiatric social ~ork.

Employment i n each of the other fields va ri es f r om 6.28% of all.

employment to 0.55% of all emr l oymenl. Par t -time emp lo)~ent is

reported in 12 of the 15 fields . The aver age length of all j obs is

]4 .59 months.
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Age is related t o both the occupational wa s t ag e and emplo~ncnt

of respondents. Fr om the age of 22 , when 70 .50% of r espondent s ar e

in the field, there is a decrease i n t he proportion of respondents

working each year until t he age of 34 years, when only 7.15% are i n

employment. After 34 years, t he emp lo}~ent patter n becomes i rregu l ar .

A re1ationshi.p exists between age and the causes of occupational

wastage. Wastage due to pregnancy and chi ld-r earing takes place

from 20 to 36 years of ag~ , s teadi ly i nc r easing its propor t ion of a l l

wastage from the ages of 23 to 32 years; was t age due to fu11- and

part-time occupation .ou t s i de social work takes place extensive l y

over the same broad age r ang e ; and wastage due to further s t ud y is

greatest in the early and middl e twenties. Other categori es of

wastage are less clearly age-relat ed.

Respondents' age is also related to thei r emplo yment patterns.

There is a tendency f or respondents t o spend their younger and l ess

experienced years in the mor e generic fields of child and fami l y

welfare arid the Department of Social Welfare and Pensions , and then t o

move to more "specialised" f i e lds of social work . Ther e is also a

tendency for t he propor t ion of par t-t ime to full -time empl oyment in

social work to increas e each year f r om t he ages of 22 to 31 ye ar s.

On t he basis of t he i r emp10ynlcnt quo ti ents (EQ 's), respondent s

were divided into three EQ gr oups - high , medi an and 10'.<7 . The 10\-1

EQ group show a di f f erent pat t er n of emp10}~ent and oc cupationa l

wastage from the hi.gh EQ group . The 10\'1 EQ group s pend, on an

average, t hree t imes longer in eac h was t age ·per i od than the high

group; and s i milarly, t he av er age l engt h of j ob of respondents in



t he low EQ group is j ust over a t hird of t hat spent i n eac h job Ly

the high EQ group. The low EQ group record proportional l y more

employment i n the f i el d of child and famil y wel fa r e than do t he high

EQ group, but if t he fi eld of the Depar.tment of Socia l Welfare and

Pensions is included in the fie l d of "child and family welfare ",

the position is revers ed, with the hi gh EQ gr oup s pen ding propor t ionally

more employment in the broad area of child and family welfare. The

low EQ group record p!oportionally more was t age due t o pregnancy and

child-rearing t han do the high EQ groDp, and a lso propor t i onally mor e

wastage in full- and part-time emplO)~lent outside t he soci al work

profession.

A conclusion is drawn t hat t he di f f erent . emp l o~nen t and was t age

configurations of the hi gh and low EQ groups cannot ba so lely

attributed to t he hi gh EQ group being a r elatively younger gr oup.

Finally, r espondents record 49 addi tional reason s which, in thei r

opinion, influence t he occupational was t age of soci al wor kers . The

majority of thes e factors (89 .80%) are re l ated to di f ficul t i es tha t

female social workers encoun ter when t hey attemp t t o combine home and

work roles.
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Chapter 8

OCCUPATIONAL MOBILITY

Occupational mobility can be measur ed in two ways: by ca lculating

the number and l ength of jobs; and by calculating the number of j ob

ch anges over a specified period of time. Both methods have been

us ed in this res earch s tudy.

In the preceding chapter, where the employment and occupational

was tage of r esponden ts is analysed , Table XI ref l ects respondents'

number and length of jobs. This tabulation shows that respondents

ha ve 198 jobs i n social work, with jobs lasting a mean length of

14.59 months , and also provides an ana l ys i s of the f i el ds of social

work in which t he s e jobs are reported.

The pres ent chapter is concerned not only with occupational mobility

ra tes per se, but with t he factors which influence responde nts i n

t hei r acceptanc e and t ermina t ion of social work posts, and wh i ch t hus

de termine their movement towards, or away from, social work positions.

1. Exper ience and oc cupat ional mobi l ity

I f .soci a1 workers were to change their social work posts at a

regular rat e t hr oughout t heir profess ional lives, an analysis of the

number of j obs by year of graduati on would reveal a s teady i ncrease,

wi t h social worke r s who gr aduat ed i n t he earliest group (1955) having

the mos t number of job terminations, and t hose who have most recent ly
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entered the social work field (1965) havi ng the least number of

job terminations.

Table XXIII, overleaf, reflects an analysis of experience (as

indicated by year of graduation) and the number of social work

positions terminated. The tabulation s hows no di r ec t rel a tionshi~

between year of graduation and either mean or median numbers of

jobs terminated. The 1955 group have 8 job termi na t ions, or a mean

number of job changes of 1.33, and a me di an number of 1. The 1965

group have 25 job terminations, or a nlean number of job terminations

of 1.47) and a medi an number of 1. In t he nine groups after 1955

and before 1965, no pattern is apparen t when mean or median number of

job terminations are examined . The lowest mean number of job changes

(1.06) is reported by the 1956 graduat ion group; the highest mean

number of job changes (4.00) is reported by the 1957 group. The

lowest median number of job changes (1) is recorded by the 1955, 1956

and 1965 groups, and the highest median number (between 3 and 4) by

the 1957 grad~ation group. An examina tion of t he indi vi dua l mobi l i t y

patterns of respondents in the 1957 group reveals t hat one r.esponden t

records 8 changes of job. While t his sheds light upon t he hi gher

mean number of jobs for the group, it does not explain the hi~ler

median figure.

The number of years that have elapsed since graduation as a

social worker would therefor seem to have no consis tent bearing on

respondents' occupational mobi lity .

Table XXIII s hows that t he 86 re s pondents t enninate 177 soci al work

positions (21 respondents are empl oyed in th~ fi eld on 30th June, ,1970,



EXPERIENCE AND

TABLE XXIII

DURING THEIR
OCCUPATI ONAL MOBILITY:

PROFESSIONAL LIVES . BY
MEAN

YEAR
AND MEDIAN NUMBER

OF GRADUATION
OF JOBS TERMINATED BY RESPONDENTS

Year of No . of No . of No . of No . of MEAN · NO . MEDIAN NO .
Respondents Jobs in Respondents Jobs of Jobs Jobs

Social Work employed in Terminated Terminated Terminated

Graduation Social Work
at the time

-/: of this study
-!:"lr

1955 6 8 0 8 1.33 1

1956 4 4 0 4 1.00 1

1957 4 18 2 16 4 .00 3 ~4

1958 6 9 0 9 1.50 2,3

1959 8 22 2 20 2. 50 2

1960 11 29 4 25 2 .27 3

1961 4 12 2 10 2. 50 2 , 3

1962 10 27 2 25 2.50 2,3

1963 8 23 3 20 2. 50 2

1964 8 16 1 15 1.88 2

1965 17 30 5 25 1.47 1

TOTAL : 86 198 21 177 2. 06 2

* Year of Graduati.on = year in which basic social work education completed .

** 30th June, 1970

:l?
(IQ
Cl)

N
\JI
o
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the time of this study), giving respondents as a whole a median

number of 2 job terminations, and a mean number of 2.06 job terminations.

2. Factors that influence respondents to accept jobs i n so cial

work

Respondents report 267 individual factors which influence them

to accept 198 jobs in social. work. These influencing factors have

been analysed and classified into thirteen categories, which are

reflected in Table XXIV, overleaf.

Some preliminary observations are merited on the method of

categorisation used in Table XXIV. The category, "Scope for a

high standard of service", is not unidimensiona1. Included in this

category are statements such as the following: "The organization had a

good reputation"; "I thought there was scope for good social work";

"Standards were reputed to be high". As such, this category is

closely related to another multidimensional category, "Better working

conditions (non-physical)", which includes such statements as: "I

knew that I would get good supervision"; "The case10ad was small

enough for me to do good work". This latter category of better

working conditions (non-physical), therefore, relates to opportunities

for a high standard of professional work by the individual respondent

social worker, while the former category, scope for a high standard

of service, relates to the professional standards of the emplo ying

social work agency.
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TABLE XXIV

TOTAL NUI1BER
SOCIAL WORK

OF
JOBS

FACTORS THAT I NFLUENCE RESPONDENTS TO ACCE PT

No. of %of

Factors that i nfluence

job acceptance

Interest in f ield

Good salary

Suitable working hours

Only job avail able .

Like agency personnel

Scope for a hi gh standard of service

Wanted a change

More senior post

More prestigious field

Locum tenens post

Better work i ng condi tions (non-phys ical)

Convenient for t r ave l

Required to t ake post, because study
bursary had been r ecei ved

TOTALS

N. of jobs accepted = 198

occas ions
in which
t his factor
infl uences
r espondents
to accept a
so ci al work
pos t

111

38

26

36

3

12

2

4

2

22

6

4

1

267

occasions
nh en this
f ac t or
inf luences
r espondent s
t o accept a
social work
post

56.06

19.19

13.13

18.18

1. 52

6. 06

1.01

2.02

1.01

11. 11.

3;03

2 .02

0. 51

134. 85 * I

* Total exceeds 100%, as respondents frequently r ec ord more than

one fact or i nfl uencing j ob accept ance
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Two further categori es are a l.s o r e] a t ed , as they r epr ee eu r; two

viewpoints on t.he same basic issue. The category, "I nt eres t in

field ", repres ents a pull i ng force, a ~trac ting & r espond ent to a f iel d

of social work in whi ch she i s i nte r es t ed; whil e t he ca t egor y ; "wan t ed

a change", implies a reduc tion of inter est in a pr evious social work

job, whi.ch "pus hes" the r espondent t o another fiel d in whi ~h she

anticipates being more interested.

Table XXIV shows t hat the major influence on joh choi ce i s

interest ·in a particular f i e l d of soci al wor k, whi ch mot ivat es the

acceptance of 111 jobs, or 56.06% of all j obs accep t ed. Of s econd

i mporEance is good salary, whi ch i nf l uences t he choice of 38 j obs , or

19.19% of all jobs accepted.

Thirdly, jobs ar~ ac cep ted because they are t he only jobs

available i n 18 .18% of job taking, or 36 jobs. This influence

upon job choice is of particular importance, as t he implication is t ha t

a respondent does not especially wish t o work in a particular pos t (or

she would record "interested in the field", rather than "only job

available"). The r e is also a fur t her poss ibil ity: f i e l ds wi t h

more posts to offer (such as the field of child and family wel f ar e,

where respondents repor t mos t emplo yment) may recr uit a lar ger

proportion of respondents who do not particularly want to wo r k there ,

but who require a j ob . Thi s would hav~ cons equences for occ upa tional

mobility away f r om these fi elds (as and when a pref erable j ob becomes

available), and also for occupa tional was t age .

. Four th l y .an d f i f thly , respondent s ar e i nfluenced i n choos i ng jobs

by two factors potentially related to t hei r gender , and t o the wife-



mother role that they may enTry. Suitabl~ wor~ing hours i nfl uences

13.13% of jobs accept ed ( 26 jobs), and th e ava i l abi l ity of locuo

tenens posts influences 11.11% of jobs accepted (22 jobs).

The sixth and sevent h mos t i mpor t ant influences on' job choice

arise out of the high pro f essiona l standards of some social Ho r k

agencies. Scope for a high standard of service influences 6.06% of

jobs accept ed (12 jobs), while better non-physical worki ng condit i ons

influences a f urther 3.03% of jobs accepted (6 j obs ) .

Thereafter, a number of lesser f ac t or s are reported

to influence job choice: movi ng to a mor e senio~ pos t (4 j obs, or

2.02% of all jobs accepted); convenience for travel (4 jobs, or 2.02%

of all jobs accepted); liking for agency personnel (3 jobs, or 1.52%

of all jobs accepted); wanting a cha nge ( 2 jobs, or 1.01%· of all

jobs accepted); and finally, a single respondent who has to take a

particular job because she had received an undergraduate study bursary

(0.51% of all jobs accepted).

Six trends can be established from the fore goi ng data:-

Firstly, interes t plays the major part in choice of jobs. As

the primary meaning which respondents ettach to " interes ting work" i s

work which gives them "personal satisfaction", an implica t ion is that

the major mo tiVation in job choice is not r elated to l ong-t€l~ caree r

goals, but concerns a personal grati fication t ha t t he worker hopes t o

get from her work.
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Secondly, "good" salary motivateE; less than one-fifth of jobs

accepted by respondents. Although this could imply that respondent.s

do not set great store by financial reward, it could also indicate

that there is a relative' un i f ormi t y in t he financial remuneration

received by social workers.

Thirdly, the desire (or the opportunity) to work in an agency

with a high standard of professional practice is a minor infl uence

on job choice. "Scope for a high st andar d of service" i nflu ences

only 6.06% of jobs accepted, and "better non-physical working conditions"

influences only 3.03%.

Fourthly, influences on job choice that are potentially rel~ted

to respondents' home role s do not play a major part in job acceptance.

"Suitable working hours" influences 13.13% of jobs accep ted, while

the "availability of locum tenens posts" motivates only 11.11% of

jobs accepted. An explanation for the relatively small part fami1y~.

oriented factors seem to play in job choice may lie in the f ac t t hat

of the 198 jobs accepted by respondents, 79 were first j obs . I t

could be anticipated that in their first jobs, when respondents have

just graduated from University, family-related factors might be of

lesser importance.

Fifthly, just under one-fifth of all jobs are accepted because

they are the "only jobs available", despite a shortage of social

workers from the 1950's t o the presen t time. This may be r elat ed

to 79 of the 198 jobs ac ce pt ed befng f i r s t jobs . It can be s ugges t ed

that social work posts are hardest to get a t the end of e~ch y2ar,

when the labour market is flooded with new gradu3tes produc ed by the
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If thi s is so, t hen it coul d be expect ed t hat mor e

first jobs than second or subsequent jobs would be accepted on ~hc

grounds that no ~thers are available.

Sixthly, respondents move to a more senior post i n only 2. 02% of

all jobs accepte~. This may indi cate a lack o f career-or ienta t i on i n

respondents, but it could also imply a shortage of senior j obs ot the

type that respondents desire.

3. Major fi e l ds of social work employment . and f actor s tha t i nf l uence

respondents to accept jobs in t hese fi el ds

Three reasons prompt an analysis of reasons for j ob choice by

fields of social work employment. Fi r st l y , it is impor t ant to

know whether or not individual fi el ds of so cial work hol d out pa~ t icul Rr

gratifications to social workers. Secondly, it is helpful to es tabl ish

whether or not t here are definite patterns that influence job choice

in all fields. Thirdly, an analysis of t his nature is t he f irs t

step for a later field-by-field comparison of the relationship

between reasons for job choice, average lengt h of job, and r easons fo~

job termination.

Table XXV, overl ea f, contains an analys is of influences upon

respondents' job choice, by f ields of social work. As r espondents ere

often inf l uenced by mor e t han one r eason i n choosing a j ob, horizont a l

percentage totals are gener a l ly in exces s of 100%.



TABLE XXV

FIELDS OF SOCIAL WORK , AND FACTORS THAT INFLUENCE JOB ACCEPTANCE IN THESE FIELDS

Total FACTORS THAT INFLUENCE THE ACCEPTANCE OF SOCIAL WORK JOBS Total No .
Fi e l d of No. of No. and % of j obs i n th is f i e l d influenced by t he followi ng factors: of

j obs in influenc-
this Interest Good Sui t abl e Only lLike d Scope Wanted More More Locum Better Conve n- Required i ngSocial Work
fi el d in Sa lary wor ki ng j ob lAgency f or a a Senior Prest- Tenens wor ki ng ient t o t ake factors

fi e l d hours avail- lPerso- high change Post igious Post condit- for pos t, as on j ob
ab l e ~nel standa- fi eld ions t r ave l study acceptance

r d of (non- bursary i n this
servi ce Physic- had been field

al r ec eived

No. % No . % No. % No. % No. % No. % No . % No % No % No % No . % No . % ·No . %

Aged 9 2 22 3 33 2 22 1 11 1 11 - - - - - - - - 3 33 - - - - - - 12
Alcoholi sm 7 4 57 - - 1 14 1 14 - - - - - - - - - - - - - - 2 29 - - 8
Child and Family 68 39 57 11 16 10 15 20 29 - - 5 7 1 1 1 1 1 1 6 9 1 1 - - - - 95
COIIIIIUnity 5 1 20 2 40 2 40 1 20 - - - - - - - - - - - - - - 1 20 - - 7
Depar t ment of Social

16 12 75 4 25 1 6 2 13 1 6 1 6 21Welfare & Pensions - - - - - - - - - - - - - -
Housing 4 - - 2 50 - - 1 25 - - - - - - 1 25 - - - - - - - - - - 4
Industry 2 2 100 1 50 - - - - - - - - - - - - 1 50 - - - - - - - - 4
Legal Ai d 1 - '- - - 1 100 - - - - - - - - - - - - - - - - - - - - 1
Medicine 28 16 57 8 29 3 11 3 11 1 4 4 14 1 4 1 4 - - 4 14 1 4 - - - - 42
Prisoners 13 6 46 - - 2 15 4 31 1 8 - - - - - - - - 2 15 - - - - - - 15
Psychiat ri c 20 17 85 2 10 1 5 - - - - 1 5 - - - - - - 2 10 1 5 - - - - 24
Physical Di sability 11 6 55 - - 1 9 3 27 - - 1 9 - - 1 9 - - . 1 9 - - - - - - 13
Recrea t ion 5 4 80 3 60 - - - - - - - - - - - - - - - - - - - - - - 7
School 1 - - 1 lOO - - - - - - - - - - - - - - - - - - - - - - 1
Social Work Education 8 2 25 1 13 2 25 - - - - 1 13 - - - - - - 4 50 3 38 - - - - 13

TOTALS:- 198 III - 38 - 26 - 36 - 3 - 12 - 2 - 4 - 2 - 22 - 6 - 4 - 1 - 267

;r
To

'"
N

'"...,
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Table XXV is capable of ex~uination hor i zont a l l y (to assesc

reasons for job choice in a particular f i e l d ) , or vertically (to

assess the incidence of a particular fact or on job choice i n one

field, with its incidence i n other fields).

Of the 15 fields of social work i n whi.ch r espondents have

employment, only six fields have more t han ten jobs recorded: child

and family welfare; the Department of Socia l Welfare and Pens i ons,

medical social work, social work with prisoners , psychiatric sociul

work and social work with the physically disabled. Because of t he

larger numbe:s of jobs in thes e f ields, it i s possibl~ to compar e the

malor reasons for job choice in each of them. On the other ha nd,

the lesser number of jobs accept ed i n the r emai ni ng nine f i e l ds

makes it difficult to identify t rends in job choice.

Of the six major fields of employment, most jobs ar e chosen i n

the field of child and family welfare. Respo ndents r ecord 95 r eas onr.

for accepting 68 positions in this field. The maj or inf l uence upon

job choice is interest, which is active i n 57% of jobs acc epted , but a

large proportion of jobs (29%) are taken because they ar e the only jobs

available. Other i mportant reasons for job choi.ce a r e good sa Lar Les

(16% of jobs); suitable working hours (15% of jobs); t he avail ~bil i ty

of locum tenens posts (9% of jobs ) ; and s cope for a high s tandard of

service (7% of jobs). In addition, there are other minor i nfl uences

on job choice.

Respondents record 21 reasons f or choosing 16 jobs in t he fi eld

of the Department of Social Welfare and Pensions. I nt eres t in t he

field is the major reason for choice of jobs (75% of jobs). Ot her
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influences upon job choice "are good salary (25% of jobs), and the

Department's post being t he only position available (13 % of jobs).

No other reason for job choice is active in more than 6% of jobs

accepted.

The field of medical social work is the second most popular

field of employment. Respondents report 28 jobs, and 42 reasons for

job choice. As in the previous two fields, the most i mportant

reason for job choice is interest in the f i e l d , which illf l uences the

acceptance of 57% of jobs. Other major inf luences are good s~l ary

(29% of jobs), the availability of locum tenens posts (14% of jobs),

scope for a high standard of s ervice (14% of jobs), sui t able work i ng

hours (11% of jobs), and the field having the only jobs available

(11% of jobs). No other reason for j ob choice is act1ve i n mor e

than 4% of jobs accepted.

In the field of social work vith prisoners, respondents record 15

reasons for accepting 13 posts. The major reason for choo s ing jobs

is interest, which influences 46% of jobs accepted. However , a high

proportion (31%) of jobs in this field are accept ed because they are

the only jobs available. To a lesser extent, other r easons for job

choice are suitable working hours (15 % of jobs), the availability o f

locum tenens posts (15% of jobs), and a liking f or age ncy personne l

(8% of jobs).

The field of ps ychiatric social work is the third most popular

field of employment. Respondents report 20 jobs in t his fie l d ,

with 24 reasons for t heir acceptance . A very large propor t ion of

jobs accep ted (85%) are influenc ed by i nterest in psychi a t ri c social
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work, and other reasons for job choice are of lesser importance.

Good salary and the availability of locum tenens posts each influence
I

10% of jobs accepted; while suitable working hours, scope for a high

standard of service, and better non-physical working conditions,

each influence 5% of jobs accepted.

Finally, respondents record 13 reasons for choosing 11 positions

in the field of social work with the physically disabled. Interest

is the major reason for job choice (55% of jobs), but 27% of all jobs

are accepted because they are the only jobs available. Other lesser

reasons for job choice, each active in 9% of jobs accepted, are

suitable working hours, scope for a high standard of service, the

availability of locum tenens posts, and moving to a more senior

position.

Four trends emerge from the above data:-

Firstly, "interest" is the prime reason for job choice in every

major field of employment. It is most influential in the field of

psychiatric social work, where it motivates the acceptance of 85% of

all jobs. A partial explanation for this finding may be that

psychiatric social work is a prestigious field, which attracts social

workers eager to work in the psychiatric setting. Interest is least

influential in the field of social work with prisoners, where it

motivates the acceptance of only 46% of all jobs. This finding is

difficult to explain. However, it can be speculated that some social

workers may regard work with prisoners and their families as an

unattractive prospect.
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Second~, in three fields of social work (the Department of Social

Welfare and Pensions, medical social work, and psychiatric social work)

the second most important influence on job choice is "good salary".

This suggests that salaries may be better when the employer is the

State (as in the case of the Department) or the Province (as in many

medical social work posts). In the field of psychiatric social work,

however, although "good salary" is the second most important influence

on job choice, it influences the acceptance of only one job in ten.

Thirdly, in three fields of social work (child and family

welfare, social work with prisoners, and social work with the physically

disabled), the second most important influence on job choice is that

jobs are "the only jobs available". It is of note that these three

fields are also the fields with the smallest proportion of 'jobs chosen

because of "interest". No clear explanation emerges for this

finding, but it can be speculated that some social workers may not find

these fields appealing. Alternatively, the three fields may have a

larger proportion of first jobs, in which case it might be expected

that more jobs are taken because they are the only ones available.

Finally, besides the three reasons of "interest", "good . salary"

and jobs being "the only jobs available", no single reason influences

more than 15% of all jobs accepted in any of the six major fields of

employment.

It is difficult to identify rel~able job acceptance trends in

fields of minor employment. Nevertheless, two tentative patterns can

be noted. The first is that respondents report the availability of

locum tenens posts to influence 50% of jobs accepted in social work
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In the case of

social work education, locum tenens posts become available as a result

of long leave, unestablished posts, and posts which require personnel

at only one period of the academic year. The convenience of academic

working hours, and the frequent co-incidence of academic ~nd school

vacations, may make locum tenens post in this field attractive to

married women social workers . In the field of the aged, temporary

and locum posts can become available in social clubs for the aged

and in other progrannnes where work can be of a shor t-rt er m charac ter

and take place at times convenient to the married woman (i.e. during

mornings). A second point of note also concerns social work education.

Of all posts accepted in this field, 38% are influenced by the prospect

of "better non-physical working conditions". This may indicate that,

in comparison to agency practice, the field of social work education

allows for higher professional standards.

4. Factors that influence respondents to terminate social work job~.

Respondents report 204 reasons for resigning from 177 social

work posts. These reasons are analysed in Table XXVI, overleaf.

Table XXVI reflects a classification of reasons for resignation

into four main categories: Category A (family-oriented factors);

Category B (job dissatisfactions); Category C (specific reasons that

cannot be classified into Categories A or B); and Category D (no

reason specified) .
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TOTAL NUMBER OF FACTORS THAT INFLUENCE RESPONDENTS TO TERMI NATE SOCIAL WORK JOBS

No . of job 7. of job 7. of ill
t ermina tions termina tions job termination

Factor influencing t e rminat ion of job whe r e t his factor where this factor factor s reported
is i nf l uentia l on is i nf l uen tia l on by r es ponden t s
job termination job termination

Category A: Transfer of husb and/ fami ly 34 1. 19.21 1Fami ly- oriented Pr egnan cy 36

J
89 20 . 34 43 .63

Influenci ng Ma r r iage 18 10 .1 7 JFactors Other fami l y reasons 1 0 . 56

Ca t egor y B: Mor e i n terested i n anot he r fie ld 9 5. 08
Inf luencing Di ssat i s f i ed : working hours & overtime 8 4 . 52
Fac t or s Di s sa ti s f i ed: salary i nadequate 12 6 .78
Assoc i ated wi th Di s sat i s f i ed : no opportunity for profes s ional
Wor k advan cement 2 1.13
Di ssat i s fa c t i on Di s sat is f i ed: unable to prac t i ce social work

of a h i gh s t anda r d 8 57 4 . 52 ~ 27.94Di s sat i sf i ed : poor work ing condi tions
(non-physical) 8 4 .52

Di s sat i s f i ed with s taff r ela tionships 5 2. 82
Di s satis f i ed with socia l wor k - cons id e r i t

pall ia t ive 3 1.69
Di s satis f i ed with socia l work - find i t

2 1.13
depres s ing

Category C: To run own bus ines s 1 1 0 . 56

I}
Oth er s ped fic Fur ther s t udy 7 3. 95
In f l ue nc i ng Pos i tion come to an end (Locum tenens) 23 53 12.99 25.98
Factors Ext ended ho l iday/ travel 21 J 11.86

I llness 1 0 . 56

Cat egory D: Unspecifi ed 5 2. 82 2.45
unspec i fied

TOTALS 204 115 .217. * 100 .007.

N of j obs t e rminated = 177

* Tota l exceeds 1007. as r esponden t s often give more t ha n one reason for job-termination
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Of all the groups of i nflue nci ng f actors , family- oriented f actors

are the most common r easons fo r r es i gna t i on ( 89 rea80ns, or 43 . 63% of

all reasons). Mos t frequently report ed is pregnan cy , f ollowed by

the transfer of husband/ f amily, marri age , an d '''o t her family r easons ",

in that order.

Job dissatisfactions are the second mos t importan t cause of

resignation. They account for 57 reasons fo r resigna t i on , or 27.94%

of all reasons.

Included in Categor y B are diss atisfactions with working hours ,

salary, lack of oppor tunity for professiona l advanceme nt, l ac k of

opportunity to practice so cial wor k of a hi gh standard , poor non­

physical working conditi.ons, and unsati s fac to r y staff relationshi ps.

Also included are r espondents' dissatis f ac t ions in findi ng social

work either palliative or dep r es s ing, and thei r becomi ng "mor e

interested" in another field. The rationale f or the l at ter factors' s

inclusion in Category B mer i t s explanat ion. I t is as sumed that "inor e

interest" in ano t her f iel d of social wor k i mp lies that the respondent's

interest in her present field of social work is ei ther diminished, or

unsati sfied. Influenc i ng f actor s i n Category E, therefor , can be

viewed as "push" factors - dissatisfactions about pres ent jobs which

push respondents away f rom jobs, t o seek ot her s ocial wor k pos i t i oRB.

The' third most influential group of reasons f or r es i gna tion ar e

those ,i ncl uded in Catego r y C (factor s which cannot be categorised into

Categories A or B). Reasons i nclud ed i n t hi s cat egor y are of a

he terogeneous natur e. Some can de f i n i t e l y be vi ewed as "pu ll "

factors (or outside influences which pull t he re sp ondent away from her



present job to some other activity).
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Examples of these are "extended

holidays and travel", or "further study". Other factors in the category
,

may be thought of as either "push" or "pull" in their influence.

An example is "leaving to run own business", which may represent the

challenge of running a business ("pull"), or conversely, a

dissatisfaction with some aspect of social work ·( "push" ) . Also

included in Cat~gory C are two neutral factors which represent neither

push nor pull influences - positions coming to an end (including locum

posts), and illness. The 53 factors included in Category C account

for 25.98% of all reasons for resignation.

The final category, Category D, consists of the five instances of

resignation where no reason is given.

An examination of the data contained in Table XXVI reveals four

trends:-

Firstly, family-oriented reasons are the major cause of resignation.

Of the five most influential individual reasons, four can be described

as directly or indirectly related to respondents' family responsibilities,

and to their roles as wives or mothers. The four reasons are

pregnancy, transfer of husband/family, positions coming to an end

(locum tenens posts), and marriage. They influence 20.34%, 19.21%,

12.99% and 10.17% of all job terminations, respectively. The reason

"locum tenens posts coming to an end" has an indirect family orientation:

it can be suggested that locum tenens posts will tend to attract the

social worker who is not the sole family breadwinner, that is to say,

the married female social worker.
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SecondlY, more than one-quarter of all reasons for resignation

concern dissatisfaction with the job terminated. On the one hand,

this might indicate a low standard of agency practice; but on the

other hand, it might indicate that respondents make high work

satisfaction demands. It is of notes however s that no single job

dissatisfaction has influence upon more than 12 resignations, or 6.78%

of all resignations.

Thirdly, a relatively large proportion (11.86%) of jobs are

terminated for "extended holidays and travel". The tendency in

respondents to undertake extended holidays has been discussed in the

preceding chapter.

Fourthly, a notable feature of respondents' reasons for

resignation is the minor part played by some career-oriented influences.

For example, only 2 jobs( or 1.13% of jobs) are terminated because

respondents have no opportunity for professional advancement (i.e.

promotion), ' and in no case does any respondent state that she

terminates a job in order to accept a more senior post elsewhere.

It is interesting to compare factors that influence job acceptance,

and factors that influence job termination. Table XXIV, supra,

reflects reasons for respondents' choice of jobs, while Table XXVI,

supra, shows their reasons for resignation.

The most important trend, in a comparison of reasons for taking

and leaving social work positions, is the greater influence of factors

that are directly family-oriented on job termination.
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In their choice of social work j obs, re spondent~ are affec t ed to

a slight degree by indirect family i nf luences . For example, t hey

report "s uitable work i ng hours " t o influen ce the choice of 13. 13% of

all jobs, and t he availability of locum t enen~ pos ts t o influence t he

choice of 11 .11% of all jobs. On t he other hand , di r. ec ~ f ami ly

influences play a lar ge par t i n thei r job t erminat i on: pregnancy,

trans fer of husband/ fami ly, marriage and "other f amily r casons " f orm

43 .63% of all reasons for res i gnation. In addition, pot ent i a l l y

family":'related fac t or s are present in job t ermination: di ss8ti s f act icn

with working hours influences 4.52% of a l l resignations, and locum

tenens posts coming to an end are responsible for 12.99% of al l

resignations.

The main reasons for job cho ice are t hus dif f erent f r om the

principal reasons f or job t ermi nat i on : in job choice, respondent s are

most influenced by interest in a f i el d of social work, good s alary ,

and jobs being the only jobs available; while in job termination, t hey

are most i nfluenced by f ac t or s associated with their family

responsibilities.

5. Major fields of social work employment, and f act ors tha t i n fluenc e

r espondents t o termi nate jobs i n t hese f iel ds

T~ble XXVII, overleaf, re flects r easons f or job t ermi nat i on , by

fields of social work employment. As in t he case of t he ea rlier

Table XXVI , Tab l e XXVII includes the cl assi fication of reasons into

four ca tegories.
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BY FI ELDS OF SOC IAL WORK

TABLE XXVII

FACTORS THAT I NFLUENCE RESPOND ENTS TO TERMINATE SOCIAL WORK JOBS
~ - -

!

FACTORS INFLUENCING J OB TERm NATI ON : No. of times eac h factor is r epor t ed i n thi s fie i d of soc i a l work ; :-lo of :-lo o fdiv i sion of factors i nto categor i es ; pr opor t i ona t e i nf l uence of eac h ca tegory on t ermina t ion .
J obs Reas ons
Te rml n for Job

CATEGORY A CATEGORY B CATEGORY C CATEGOQY D ated Ter min-
i n a t i onFami iy ,. J ob-Di s satisfac ti on Factors ,. Specific Fac to r s ,. No 7. t h is i n th i sOri ent ed Ca t egor y A (No . ) Category B t ha t canno t be Cat egory C Factor Cat ego ry D Fi eld Fi el dFactor s f ac to rs of factors o f i ncluded in fac tors o f Spec i fi ed f actors o f( No . ) all fa ctors all Categori es A ail ( No . ) ailinfluenc in g f ac t ors or B (No.) facto rs fac t orsFIELDS j ob influenc- i nfl uenc- influenc i ngtermina tion

." i ng j ob in g job jobOF
in th i s ... .. 00 termina - t ermina- t e rmina t i on... .. > cSOCIAL WORK fi eld c ." .... .... tion i n tion i n i n t hi s.. c ... IIIe .. ..... .. III th i s this fi eld.. .. ... .. .... ..e u III U ..... ... fi eld field.... c I .... ..... ""... .. .c III III III .. ..... > 00 >.C 0.. 0.. .".. ." .... .co ....
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0 ' ''' III ... ...
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~

... .. .c ..e-, e .. ... ... ... ... ... ... ... ... III ....... U .. .. ... III III III III III III III III 0 C ." ...... C 00'" C .... .... .... .... .... .... .... .... ... 0 .. III ....... .. ca .... ... ... ... ... ... ... ... ... c .. .... ." III UIII C .... ... .. .. ca .. .. .. .. .. ::J .c ... c .. ..c co ... .. .. III III III III III III III III ... ... .... .. c c,.. .. ... .c ... III III III III III III ., III ... III ... ..... III... ... ca ... o .... .... .... .... .... .... .... .... 0 cZ 0 )( ..... cf-o "" ::I: 0 ::I: 0 0 .0 0 0 0 0 0 f-o "" 10I .... ::>Aged 0 1 1 0 25 .00 0 0 0 0 0 0 1 0 0 12. 50 0 0 3 0 0 37 . 50 2 25 . 00 5 5Alcoho li sm 2 1 0 0 50 .00 0 0 1 0 0 0 0 0 0 16 .67 0 0 0 2 0 33 .33 0 - 5 6Child and Family il 8 7 0 35 .62 5 4 6 0 4 4 2 2 0 36 .98 0 0 7 il 1 26 . 0 3 J. 1. 37 60 ; 3Cormltmity o 0 1 0 25 .00 0 0 0 0 0 0 1 1 0 50.00 0 1 0 0 0 25 .00 0 - 3 4Dept . of Social We l f a r e & Pens i ons 3 5 6 0 73 .68 0 3 1 0 0 1 0 0 0 26 .32 0 0 0 0 0 - 0 - 16 19Hous i ng 1 0 1 0 50 .00 0 0 1 0 0 0 0 0 0 25 .00 0 0 0 1 0 25. 00 0 - 4 4Industry 1 1 0 0 100.00 0 0 0 0 0 0 0 0 0 - 0 0 0 0 0 - 0 - 2 2Lega l Aid 0 1 0 0 100.00 0 0 0 0 0 0 0 0 0 - 0 0 0 0 0 - 0 - 1 IMedical 7 6 1 0 48 .27 3 0 1 0 1 0 0 0 0 17 .24 1 1 4 3 0 31.04 1 3 .45 ! 5 29Prisoners 3 3 1 1 53 .33 0 0 0 0 1 1 1 0 0 20 .00 0 0 3 1 0 26 .6 7 0 - 13 15Psyc hi a t r i c 3 4 0 0 35 .00 0 0 0 1 2 2 0 0 0 25 .00 0 5 2 0 0 35 .00 1 5 . 00 l oS 20Physical di sa b i l i t y 1 4 0 0 38 .46 0 0 2 1 0 0 0 0 2 38 .46 0 0 1 2 0 23 .08 0 - 10 13Recreation 1 1 0 0 33 .33 1 1 0 0 0 0 0 0 0 33.33 0 0 I 1 0 33 .33 0 - 5 6School 0 1 0 0 100.00 0 0 0 0 0 0 0 0 0 - 0 0 0 0 0 - 0 - I ISocia l wor k education 1 0 0 0 33 .33 0 0 0 0 0 0 0 0 0 - 0 0 2 0 0 66 .67 0 - 3 3
TOTALS 34 36 18 1 - 9 8 12 2 8 8 5 3 2 - 1 7 23 21 1 - 5 - 1- . .!O...



Page 269

Three issues prompt an analysis of reasons for job termination by

fields of social work. Firstly, it is important to establish whether

or not persistent dissatisfactions occur in any particular social work

field. Secondly, it is helpful to know whether or not there are

common patterns in job termination throughout all major fields of

employment. Thirdly, an analysis of this nature prepares the gr ound

for a later field-by-field comparison of the relationship between

reasons for job choice, average length of jobs, and reasons for job

termination.

Table XXVII shows that of the 15 fields of social ~~rk in which

respondents terminate jobs, nine fields have 8 or fewer job terminations

each. "Thes e nine fields correspond to the fields in which respondents

accept fewest jobs. Because of the small number of job terminations

in each of these latter fields, it is difficul~ to identify reliable

trends. On the other hand, six fields of social work have between

10 and 60 job terminations per field: child and family welfare, the

Department "of Social Welfare and Pensions, medical social work,

psychiatric social work, social work with prisoners, and social work

with the physically disabled. Job termination in these latter fields

lends itself to analysis, as the number of jobs terminated in each

field is sufficient for patterns to be observed.

Respondents report 60 job terminations in the field of child and

family welfare. This field is remarkable as it is the only one of

the six major fields of employment where,- in leaving jobs, respondents

give more reasons related to job dissatisfaction than family-oriented

reasons (36.98% of all reasons for resignation, as compared to 35.62%

of all reasons respectively). A further 26.03% of all reasons for
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resignation fall into Category C (including locum tenens posts coming

to an end, extended holidays and travel, and illness), and 1.37% of

influencing factors are unspecified.

The importance of the field of child and family welfare, and its

central position in the community welfare structure of South Africa,

lends particular value to an examination of reasons for job termination

in this field. Of special interest are the job dissatisfaction, or

"push" factors. The most prevalent dissatisfaction reported by

respondents is with inadequate salary, followed by becoming "more

interested" in another field of social work. Thereafter, respondents

report dissatisfaction with working hours/overtime, inability to

practice high-standard social work, non-physical working conditions,

poor staff relationships, and a belief that social work is "palliative".

It is interesting that among the respondent group as a whole, only

three positions are terminated because, or partly because, respondents

find their work position (or social work generally), "palliative".

Two of the three positions thus terminated are in the field of child

and family welfare.

It would be unwise to draw any conclusions, however tentative,

about this latter finding. Nevertheless, two suggestions can be made.

The first is that some respondents may find their jobs "palliative"

b~cause of the heavy case loads which characterise South African child

and family welfare work: the weight of numbers can restrict the amount

of "i~-depth" social work that is possible. A second suggestion is

that the field of child and family welfare may be the most frequent

field of first employment for respondents. If this is so, some new
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workers may experience "reality shock" when they compare the ideals

of training with the realities of practice, and may decide that social

work is palliative. The first jobs of respondents are discussed in

the following chapter.

The field of the Department of Social Welfare and Pensions shows

a very different pattern of job termination from that of child and

family welfare. Sixteen jobs are terminated in the Department, and

73.68% of the reasons for resignation are family-oriented, principally

marriage and pregnancy. The remaining 26.32% of reasons for

resignation are concerned with various work dissatisfactions. The

most prevalent dissatisfaction is with working hours and overtime, and

to a lesser extent, dissatisfaction is reported with inadequate salary

and non-physical working conditions.

Two suggestions can be made about the pattern of job termination

in this field. " The first is that the Department"as the only Central

Government social work agency in which respondents report employment,

may offer above-average conditions of service, so that workers might

tend to leave for reasons other than particular work dissatisfactions.

The second suggestion, supported by a stronger factual basis, is that

' r esponden t s leave jobs for family reasons in this field because they

have to leave them: until July 1963, the Department did not employ

married women social workers as permanent staff members.

Respondents terminate 28 jobs inthe field of medical social work.

In this field, 48.27% of all reasons for resignation are of a family­

oriented nature, and only 17.24% of reasons relate to job dissatisfaction.

The most prevalent family-oriented reason is the transfer of husband/
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family, and not pregnancy or marriage. Of specific job dissatisfactions,

the most common is that of respondents becoming "more interested in

another field of social work", followed by dissatisfaction with salary

and with an inability to practice high-standard social work. A sizeable

proportion of job termination in medical social work is influenced

by Category C factors. Locum tenens posts coming to an end,

extended holidays and travel, further study, and leaving to run a

business together account for 31 .14%of all reasons for resignation.

In addition, one respondent does not specify why she leaves a job in

this field.

The pattern of job termination in the field of social work with

prisoners is similar to that of the medicai field: 53.33% of all

reasons are family-oriented, 20.00% concern dissatisfaction with posts

terminated, and 26.67% concern either locum tenens posts coming to an

~nd, or extended holidays and travel. Although overall patterns are

similar, the prominence of individual reasons for resignation differs.

Th~s is particularly apparent in job dissatisfactions. In the field

of social work with prisoners, . the three job dissatisfactions

reported are with an inability to do high-standard social work, non­

physical working conditions, and staff relationships.

Respondents report leaving 18 positions in EEYchiatric social work.

Of all major fields, psychiatric social work shows, proportionally, the

least amount of family-oriented influence on job termination: only

35% of all reasons for resignation are family-oriented, with the

most prevalent reason being pregnancy. A further 25% of reasons for

resignation in this field concern dissatisfaction with jobs terminated,

particularly dissatisfaction with an inability to do high-standard
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social work, poor non-physical working conditions, and a lack of

opportunity for professional advancement. Category C factors

(leaving for further study, and locum tenens jobs ending) account for

a further 35% of reasons for resignation. Finally, one respondent

leaves a post in the psychiatric field without specifying a reason.

The significance of "further study" as a reason for leaving jobs

in the psychiatric field merits comment. Of the five respondents

who leave the psychiatric social work for this reason, four were

working in Britain, and were required to obtain a specialised

qualification to advance in the field. ~evertheless, it is of note

that on the 7 occasions when respondents leave jobs for further study,

in five instances they are in the psychiatric field. Perhaps this

emphasis on further study may be due to the psychiatric field's

reputation as a particularly skilled area of social work l, but it

may also be due to a norm in the psychiatric field generally: most

members of the psychiatric team, be they medical doctors, psychologists,

or. therapists of various kinds, normally have a specialist qualification

in addition to their basic professional education.

The last major field of employment, that of social work with the

physically disabled, has 10 job terminations reported by respondents.

Family-oriented reasons and job dissatisfactions each account for

38.46% of all reasons for resignation. The remaining 23.08% of

reasons consist of locum tenens positions coming to an end, and

extended holidays and travel.

In the field of social work with the physically disabled, job

dissatisfactions form a greater proportion of all reasons for
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resignation than in any other major field of employment. Bearing in

mind that this field has the least amount of employment and job

termination of all major fields (and that "trends" in this field

may be less reliable), it is nevertheless helpful to examine the nature

of the job dissatisfactions that cause resignation. One job is

terminated because no opportunity for professional advancement exists,

two jobs are terminated on account of inadequate salary, and two jobs

are terminated as respondents find social work "depressing". The

field of social work with the physically disabled is the only field in

which respondents report this latter reason for leaving posts. A

possible explanation for this finding may be the emotional impact of

perceptible physical disability or disfigurement, or the (relative)

lack of sophistication of some South African resources for the physically

disabled, particularly non-white disabled persons.

Four trends can be established from the foregoing examination:-

Firstly, in 4 of the 6 major fields of employment, .f amily- ori ent ed

reasons are the major causes of resignation. The exceptions are the

fields of child and family welfare, and physical disability.

Secondly, job dissatisfactions influence from 38.46% to 17.24%

of jobs terminated in each of the six major fields of employment.

Thirdly, in 5 of the 6 major fields of employment, from 35.00%

to 26.03% of all reasons for resignation are unrelated to either family

responsibilities or to job dissatisfactions.

Fourthly, job dissatisfaction reasons for resignation differ from

. field to field.
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differences, but firm conclusions cannot be drawn.

6. The relationship between reasons for job choice, average length

jobs, and reasons for job termination.

Is there any relationship between reasons for job choice, average

length of job, and reasons for job termination? For example, when

respondents choose jobs because they are interested in a field of

social work, will they remain in their jobs longer, and be less likely

to leave on account of job dissatisfaction? Conversely, when

respondents accept jobs because they are "the only jobs available",

will they work for a shorter period, and be more likely to leave

because they are dissatisfied?

Answers to these questions may prove helpful in understanding

social workers' work patterns. A convenient way to examine the

questions posed is to take respondents' major fields of social work

employment, and to compare three sets of variables in each field, namely:­

(1) Principal reasons for job choice (Table XXV, supra);

(2) Average length of jobs (Table XI, supra);

(3) The influence of job dissatisfactions on job termination

(Table XXVII, supra).

The three main reasons for job choice are "interest in a field of

social work", jobs being "the only jobs available" (the converse of

"interest"), and "good salary".
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(i) Interest in a field of social work

Table XXVIII, overleaf, shows the relationship between "interest"

in job choice, average length of job, and the influence of job

dissatisfactions on resignation, by major fields of social work

employment.

The table shows that in four fields (psychiatric, child and

family, physical disability, and t~e Department of Social Welfare

and Pensions), the greater the influence of "interest" in job choice,

the longer average length of job becomes. Similarly, the greater

the influence of "interest" in job choice, the less the influence of

job dissatisfaction on resignations.

There is an irregular but identifiable relationship between the

three variables in each of the four fields. Of the four fields,

the two with the highest proportion of job choice influenced by

interest (psychiatric social work and the Department), also have the

lowest rate of resignation influenced by job dissatisfaction, and the

longest average length of job. Conversely, of the four fields,
\

the two with the least proportion of job choice influenced by interest

(child and family welfare, ' and physical disability), also have the

highest rate of resignation influenced by job dissatisfaction, and the

shortest average length of job.

At first sight, the two remaining major fields of employment

(medical social work, and social work with prisoners) do not follow

the pattern evinced in the first four fields.



TABLE XXVIII

RESPONDENTS ' SIX MAJOR FIELDS OF SOCIAL WORK ' EMPLOYMENT : RELATIONSHIP BETWEEN ACCEPTANCE
BECAUSE OF A SPECIFIC INTEREST IN A FIELD OF SOCIAL WORK , AVERAGE LENGTH OF JOB , AND
DISSATISFACTIONS INFLUENCING JOB TERMINATION

OF POSTS
JOB

I

70 of all jobs % of all influences Average length of
accepted in this on· job termination all jobs in this

Field of Social Work field where a in this field where a field (Months)
specific interest in specific job
the field is an dissatisfaction is
influencing factor influen tia 1 in

termination *
Psychiatric

6 85 25 .00 15.35

Dept . of Social Welfare & Pensions 75 26 .32 27 .00

Medical 57 17 .24 15.94

Child and Family 57 36 .98 13.00

Physical disability 55 38 .46 11.09

Prisoners 46 20 .00 13.96

* " Spec i fi c job dissatisfaction" refers' to all job dissatisfactions listed in Cat egor y B of Table XXVII supra .

Source of data for Table XXVIII : Table XI , supra . Table XXV, supra . Table XXVII supra .
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In the field of medical social work, the influence of job

dissatisfaction on resignation is the least of any field (17.24%),

yet only 57% of job choice was motivated by interest. In the field

of social work with prisoners, the influence of job dissatisfaction

on resignation is low (20%), yet only 46% of job choice was motivated

by interest.

An examination of Table XXVII, supra, provides a possible

explanation for this anomaly: in the two fields of medical social

work and social work with prisoners, the major reason for resignation

(other than family-oriented or job dissatisfaction reasons) is locum

' t enens posts coming to an end. In cases where locum tenens posts

are completed, respondents give only this reason for termination.

In consequence, the influence of Category C factors on termination

is increased, while the influence of family-oriented and job­

dissatisfaction factors is decreased.

In the l ight of the foregoing explanation, it can be suspected

that when respondents are influenced by "interest" in job choice,

their length of job will be longer. Similarly; when t hey are influenced

by "interest" in job choice, they will be less likely to resign

because of job dissatisfaction.
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(ii) Jobs being "the only jobs available"

One of the three principal reasons for job choice is that of jobs

being "the only jobs available". It can be suggested that taking

posts for this reason implies a lack of "interest in a field of

social work". If this is so, then it could be expected that where

jobs are chosen because they are the only available vacancies,

average length of job might be shorter, and job dissatisfaction might

play a greater part in resignation.

Table XXIX, overleaf, sets out the relationship between "jobs

being the only jobs available" when posts are accepted, average

length of job, and the influence of job dissatisfaction on resignation,

by major fields of social work employment.

The tabulation shows that the fields with the largest proportion

of jobs accepted because they are "the only jobs available" are

social work with prisoners, with children and families, and with the

physically disabled. These three fields also have the shortest

average length of job, and, with the exception of social work with

prisoners, the greatest incidence of job dissatisfaction in resignation.

In the field of social work with prisoners, only 20% of all reasons

for resignation concern job dissatisfaction. However, the low

incidence of job dissatisfaction in resignations from this latter

field can be explained by an earlier observation: the field has a

high proportion of locum tenens posts.
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TABLE XXIX
j

RESPONDENTS ' SIX MAJOR
BECAUSE THEY ARE THE
JOB TERMINATION

FIELDS OF
ONLY POSTS

SOCIAL WORK EMPLOYMENT: RELATIONSHIP BETWEEN ACCEPTANCE
AVAILABLE, AVERAGE _LENGTH OFuJOB, AND DISSATISFACTIONS

OF POSTS
INFLUENCING

{

70 of all jobs % of all influences Average length of
r accepted in this on job termination all jobs in this

Field of Social .Work field where the j ob in this field where field
was the only job a specific job (Months )
available dissatisfaction is

influential in
termination *

Prisoners 31 20. 00 13.96

Child and family welfare 29 36 .98 13.00

Physical disabi lity 27 38 .46 11.09

Dept . of Social Welfare & Pensions 13 26. 32 27. 00

Medical 11 17.24 15.94

Psychiatric 0 25 .00 15.35

* " Spec i fi c j ob dissatisfaction" refers t o all job di s sa t i s f ac t ions listed in Ca t egor y B of Table XXVII,

supra .

Sour c e of data for Table XXIX: Table XI , supra . Table XXV , supra . Table XXVII , supra .

'"0
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Table XXIX also lends support to the converse of the above

finding ; The three fields with fewest jobs chosen because they are

"the only jobs available" are the Department of Social Welfare and

Pensions, medical social work and psychiatric social work.

fields have the longest average length of job, and the least

incidence of job dissatisfaction in resignation.

These

Thus, it can be suspected that when respondents accept posts

because they are the "only jobs available", their average length of

job is shorter, and job dissatisfaction plays a larger part in

resignation.

(iii) Good salary

One of the three major reasons for job choice is "good salary".

When Tables XXV, XI, and XXVII are analysed, no relationship is

apparent between the influence of "good salary" in job choice, average

length of job; and the influence of job dissatisfaction on resignation.

This section must be concluded with a note of caution. Too

many uncontrolled variables exist for any definite conclusions to be

drawn about the relationship between reasons for job choice, average

length of job, and the influence of job dissatisfaction on resignation.

For example, uncontrolled variables include different standards of

practice in different social work fields, and even between agencies

in the same field; resignations caused by family-related reasons,

which will affect the incidence of job dissatisfactions on resignation;

age; and whether jobs are first or subsequent jobs in social work.
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Indeed, the analysis so bristles with uncontrolled variables that

"findings" can only be viewed as "suspicions".

7. Age and occupational mobility

One measure of the relationship between age and occupational

mobility is the proportion of respondents who resign from jobs at

each year of age. This measure has been used in Table XXX, overleaf,

which reflects the relationship between respondents' age and their

occupational mobility, by five year age groups. The tabulation

als~ shows the influence of various reasons for resignation in each

of the five-year age ranges.

One preliminary note must be made about Table XXX. The tabulation :

shows the number of potential working years of all respondents since

qualification as social workers as 773" years (9276 months); while

Table IX, supra, shows the potential working years of all respondents

as 730 years (8760 months). Table IX is constructed using the month

as the unit of measurement, and includes potential service up to

30th June, 1970. Table XXX, on the other hand, is constructed

using the year as the unit of measurement, as the purpose of the

tabulation is to relate age and occupational mobility. In Table XXX,

the year 1970 is there for taken as a full year for the purposes of

the tabulation, and not as a half year. As there are 86 respondents,

the difference between the potential working years of all respondents

as set out in Tables IX and XXX, is 86 x 6 months, or 43 years.



TABLE XXX

AGE AND OCCUPATIONAL nJBILITY

YEARS OF No . of No . of % of FACTORS THAT INFLUENCE J OB TERHINATION: No . of times each facto r is repor t ed in t his age gr oup; divi sion
AGE of Potential J ob Respondent s of f ac t or s into categor i es; proport i ona t e influence of each ca tegor y on termina tion
Respond- Working t ermina- t ermi nating
ent s Years t i ons by a j ob i n CATEGORY A CATEGORY B CATEGORY C CATEGORY D
(5- year Spent by respond- EACH YEAR

Family- % Job Di s sati s f action Factor s 7. Spec i f i c Factors % No %age Res pondents ents in of t his age
gr oups ) in thi s Age this age Oriented Category (No. ) Category that cannot be Ca t egor y Factor Categoryrange

Fac t or s A B i ncluded in C Specified DGr oup after group (mean )
factors fact or s categories A or factors (No . ) factorsQuali fication (No. )
of all of all B (No) of all of allas Social
factor s factors factors factorsI/orkers "" influenc - influenc- infl uenc-influenc- .. ., 00.. ., > e: i ng j ob ing job ing j obi ng j ob e: -e .... ....., e: .. ca
t ermina- a ca .... ., ca t ermina- termina- t ermi na-. ., ., .. ca ca .... QJ

tion in tion in tion intion i n a u ca u e: .... ...... 5 I oX ...... 0 .... Co this age this age t his aget his age .. .c ... co..... ca ca QJ.. > 00 0 >-u e, Co ""gr oup Cl "" .... :J .c ............ ~roup group group
> ca .s:: Co"" .s:: "" ""0 .... l e: .. .. ..-e .. .,ca e:o e: 0 0.... "" >. 0 u ...... 0 u 0 :- :-., e: .. .... .... u e: .... "'".... ca ca .. 0 00" .... .... ca.... .... >. ~ co t'~ ~ ca ca e: ....

>.
lI) ., .. .... .... QJ .,.. .. ca .... .. 0 "" Cl U u e: >... .. :l e Co .. .. .. 0 0 QJ III.... .s:: 0 ., :l uo ca ca .. ..

U .. .s:: .. .. 0 ~~~ ..
0 III I< .. I< I< a... e 00 :l 0 ca III .. .. :l ""...... .. III e: 0" Co .. .... .. "" -e u e:

"" e: .... QJ Co .... .. .. .... .... ca 0 coe: 0 e: "" "" 0 ,0 III co .. ca ....os co .... I< .. III .. .s:: e e: QJ ~ .,
,0 III 0 e: 0 e e: .. 0 0 e: >... .. "" :>: ... z ::> :l

~
u u .... -e III

:l .. .. ca e: "".s:: .. :l ~
QJ ....

>. ., '0 '0 "" '0 '0 '0 '0 '0 ,0 .... ""... .... .. .. .. .. .. .. u Cl .. :l .. 0 QJ
0 .... I< .... .... .... .... .... .... .... ....

~
.. III .s:: ....>.

Cl U .. .... .... .... .... .... .... .... .... .. ....
I< U .. .. .. co co co .. co co e: "" ....• e: 00 .... e: .... .... .... .... .... .... .... .... I< 0 QJ III U.... III III .... .. .. ... ... ... ... ... ... e u .... '0 ca QJ
• C ...... ... III III III III ., III III III :l .s:: .. e: QJ e,c:: tlO .... QJ U .. co co III co .. co co .. ... .... QJ e: lI)
~ Cl ... ..c I< .. .. co .. co .. co co I< ca .. .... e:
~~ ~ b ~

.... .... .... .... .... .... .... .... 0 :l 0 ~ .... ::>
A A A A A A A A fo< l&< 11< W ....

20 t o 24 247 94 38.057. 15 13 12 0 34. 78 7 5 10 0 6 5 4 3 1 35.65 1 3 10 15 0 25.22 5 4.35

25 t o 29 345 62 17 .837. 13 22 4 0 58 . 22 2 3 1 1 2 3 1 0 1 20 .89 0 4 5 5 0 20.89 0 0 . 00

30 to 34 140 10 7. 147. 4 1 2 0 63 .63 0 0 0 1 0 0 0 0 0 9. 10 0 0 1 1 1 27.27 0 0.00

35 to 39 26 3 11.547- o 0 o 1 33.33 0 0 0 0 0 0 0 0 0 0 .00 0 0 2 0 0 66 .6 7 0 0.00

40 to 44 8 4 50 .007- 2 0 o 0 50. 00 0 0 1 0 0 0 0 0 0 25.00 0 0 1 0 0 25. 00 0 0.00

45 to 49 7 4 57. 147- 0 0 o 0 0.00 0 0 0 0 0 0 0 0 0 0 .00 0 0 4 0 0 100 .00 0 0 .00

TOTAL 773 177 22.907- 34 36 18 1 43.63 9 8 12 2 8 8 5 3 2 27. 94 1 7 23 21 1 25 . 98 5 2.45

( 204 factors reported by respo ndent s, influencing the termi na t i on of 177 social wor k posts)

"".,
<r...
""::c...,
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Overall, the most striking trend revealed by Table XXX is the

greater occupational mobility in the youngest age range of 20 to 24

years.

Respondents spend 247 actual or potential working years in this

age range, and during this period terminate 94 jobs. The mean

proportion of respondents changing their job in each year of the

range is 38.05%. In other words, an "average of more than one out

of three respondents resign from their job each year.

In the next age range, that of 25 to 29 years, respondents have

345 potential working years. During this age range, 62 respondents

terminate their jobs, providing a mean proportion of 17.83% of

respondents who change their jobs in each year.

Just as occupational mobility decreases from the 20 to 24 year

age range to the 25 to 29 year age range, so too does it decrease

from the 25 to 29 year range to the 30 to 34 year range. In this

latter range, respondents have a total of 140 potential working years,

and during the period, 10 respondents terminate their jobs. The

average proportion of respondents changing their jobs in each year of

this age range is therefor 7.14%.

In the three upper age ranges (35 to 39 "year s , 40 to 44 years, and

45 to 49 years), a progressive increase in occupational mobility is

apparent. The average proportion of respondents terminating their

jobs in each year of these age ranges increases from 11.54% to 50.00%,

and then to 57.14%. The reliability of these latter three figures

should, however, be viewed with reservation. The number of potential
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working years in each of the five-year groups decreases with age

(26 ;- 8 and 7 years, respectively), which means that in the last two

age ranges, the working years of only two respondents are included.

Occupational mobility figures for these age ranges may therefor

be highly idiosyncratic.

An important question arises from the foregoing findings: \Vhy

does occupational mobility decrease from the 20 to 24 year age range,

to the 30 to 34 year age range? A possible answer to this question

can be found in an earlier finding of this study, where the relationship

between age and occupational wastage was analysed. Table XIV,

supra, shows that occupational wastage increases progressively from

40% of all respondents at the age of 20 years, to 92.85% of all

respondents at the age of 34 years. In other words, the proportion

of respondents in the field of social work steadily decreases from

the 20 to 24 year age group to the 30 to 34 year age group. Thus,

there are proportionally fewer respondents who can terminate jobs,

as age increases up to 34 years.

Table XXX also contains ~n analysis of the reasons for job

termination, by five year age groups of respondents. Reasons for

resignation are classified into four categories: Category A (family- '

oriented factors); Category B (job dissatisfactions); Category C

(specific reasons that cannot be classified into Categories A or B);

and Category D (no reason specified). For the p~rposes of analysis,

it is convenient to examine each category separately.

In contrasting the causes of occupational mobility within one

age range with those in other age ranges, the two oldest age ranges
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The small

; number of respondents falling into these latter ·age ranges heightens the
I

possibility of invalid "trends" being identified.

(i) Family-oriented factors

As might be expected from earlier findings about occupational

w~stage, where it is known that the peak period of absence from the

field of social work for pregnancy and child-rearing is the age range

27 to 32 years (Table XIV, supra), occupational mobility for family

reasons steadily increases from the age range 20 to 24 years (34.78%

of all reasons for resignation) to the age range 30 to 34 years

(63.63% of all reasons for resignation). In the age range 35 to

39 years, occupational mobility for family reasons decreases (33.33%

of all reasons. for resignation).

' I n the lowest age range of 20 to 24 years, the most common family-

oriented reason for resignation is the transfer of husband/family,

followed by pregnancy, and then marriage. In the second age range

(25 to 29 years), pregnancy becomes the most important reason, and is

reported more often than all other family-oriented reasons combined.

In the 30 to 34 year age range, the most common reason becomes the

transfer of husband/family, followed by marriage and pregnancy.

Finally, in the 35 to 39 year age range, only one family-oriented

reason for resignation is reported: a respondent leaves her job to care '

for a sick relative.
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(ii) Job dissatisfaction factors

A clear trend is apparent in the impact of job dissatisfactions

on resignation: job dissatisfactions influence (proportionally) more

resignations in the lowest age range, and become steadily less

influential up to the age range 35 to 39 years. This phenomenon

may be connected to the fact that most of respondents' first social

work jobs take place in "t he lower age ranges. The reasons for

resignation from first jobs are analysed in the following chapter.

In the age range 20 to 24 years, dissatisfactions comprise

35.65% of all reasons for resignation. Significantly, no respondent

in this age range is dissatisfied with a lack of opportunity for

"advancement". Perhaps beginning social workers are not extremely

conscious of opportunities for promotion to more senior posts. The

three dissatisfactions of most influence upon resignation are inadequate

salary, a greater interest in another field, and an inability to

practice social work of a high standard.

In the age range 25 to 29 years, dissatisfactions comprise 20.89%

of all reasons for resignation. As in the preceding age range,

specific job dissatisfactions cover all listed dissatisfactions,

with one exception. In this case, the exception is that no respondent

finds social work "palliative". The two most frequently reported

dissatisfactions are with working hours and overtime, and with non-

physical working conditions.

In the age range 30 to 34 years, dissatisfactions form 9.10% of

all reasons for resignation. This figure represents one respondent's
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resignation, caused by a lack of opportunity for advancenlent. Job

dissatisfactions do not influence resignations in the 35 to 39 year

age range.

(iii) Reasons for resignation that are neither family-oriented nor

related to job dissatisfaction

. ~-

Category C reasons as a .who1e do not show any definite relationship

to age. Considering the heterogeneity of reasons in the category,

however, this is not an unexpected finding.

In the 20 to 24 year age range ; Category C factors comprise

25.22% of all reasons for resignation. The most common reason is

leaving a job for an extended holiday, or to travel. Of the 21

occasions where this reason influences resignation, 15 instances are

in the age range 20 to 24 years. Other Category C reasons for

resignation in this age range . are, in order of their importance,

locum tenens positions coming to an end, further study, and leaving

to run a business.

In the age range 25 to 29 years, Category C factors form 20.89%

of all reasons for resignation. The most common reasons are extended

holidays and travel, and locum tenens positions coming to an end.

To a lesser extent, resignation is influenced by further study. It

is of note that of the 7 instances where respondents resign in order

to study further, 4 are in the age range 25 to 29 years.
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In the 30 to 34 year age range, Category C factors form 27.27%

of all reasons for resignation. Three specific reasons are reported,

each influencing one resignation: a locum tenens post coming to an

end, extended holidays and travel, and illness. In the age range

35 to 39 years, Category C factors form 66.67% of all reasons for

resignation, and consist exclusively of two locum tenens .pos i t i ons

coming to an end.

Finally, in addition to Category A, Band C reasons for resignation,

Table- XXX shows that five jobs are terminated without any reason being

given. In all cases, the resignations occur in the 20 to 24 year

age range.

In summary, four trends can be identified in the foregoing

analysis of age and occupational mobility:-

Firstly, occupational mobility is greatest in the lowest age

range of 20 to 24 years, when more than one in three respondents change

their jobs each year.

Secondly, job termination for -family-oriented reasons steadily

increases from the age range 20 to 24 years, to the age range 30 to

34 years, where it is at its peak.

Thirdly, job termination brought about by job dissatisfaction is

greatest in the age range 20 to 24 years.

Fourthly, most job termination caused by extended holidays and

travel is in the age range 20 to 24 years; while most job termination

for further study is in the age range 25 to 29 years.
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High and low employment quotient groups: factors that influence

job acceptance.

An earlier finding of this study is that respondents in the high

EQ group have 96 jobs in social work, while respondents in the low

EQ group have ·only 29 jobs (Table XXI, supra). This finding gives

rise to a number of questions. For example, do respondents in the

high and low EQ groups choos.e jobs for different reasons?

seek different gratifications from their work?

Do they

Table XXXI, overleaf, reflects the factors that influence job

choice in the high and low EQ groups.

(i) The high EQ group

Respondents in the high EQ group give 136 reasons for choosing

96 jobs. The predominant reason for job choice is interest in a

field of social work (which influences 54.17% of jobs accepted).

Thereafter, four reasons influence between 21.88% and 10.42% of all

jobs accepted: good salary (21.88%); a job being the only job available

(17.71%); the availability of locum tenens posts (12.50%); and

suitable working hours (10.42%). Finally, 8 other reasons ar~ reported,

each of which influences less than 10% of all jobs accepted.

(ii) The low EQ group

Respondents in the low EQ group give 39 ~easons for choosing 29

jobs. As with the high EQ group, interest in a field of social work

is the major reason for job choice. Interest influences 68.97% of
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TABLE XXXI

HIGH AND LOW EMPLOYMENT QUOTIENT GROUPS : FACTORS THAT INFLUENCE
JOB ACCEPTANCE

FACTOR INFLUENCING

J OB ACCEPTANCE

HIGH EQ. GROUP
No . and % of job
acceptances
influenced by
this factor
(N of j ob
acceptances = 96)

LOW EQ. GROUP
No . and % of job
acceptances
influenced by
this factor
(N of j ob
accept anc es = 29)

Interest in a field of
Social Wor k

Good sa lary

Sui t abl e working hours

On l y job available

Liked agency personnel

Scope in agency for a
high standard of
service

Wan t ed a change

More senior post

More prestigious field

Locum tenens post

Be t t er non-physical
working conditions

Conveni ent for travel

Requi r ed to take post ­
had received study
bursary .

TOTALS

No .

52

21

10

17

2

8

1

4

2

12

4

2

136

%

54 .17

21.88

10.42

17.71

2. Q8

8 .33

1. 04

4 .17

2. 08

12.50

4.p

2.08

1.04

141. 67

No .

20

5

3

5

1

2

o

o

o

3

o

o

o

39

t:

68. 97

17.24

10.34

17.24

3.45

6.89

o

o

o

10 .34

o

o

o

134.47
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Thereafter, four reasons are active in from

17.24% to 10.34% of all jobs chosen: good salary (17.24%); a job

being the only one available (17.24%); the availability of locum

tenens posts (10.34%) and suitable working hours (10.34%). Finally,

two lesser reasons .f or job choice, each of influence in less than 10%

of jobs accepted, are scope for a high standard of service, and a

liking for agency personnel.

(iii) Comparison of high and low EQ groups

When reasons for job choice are compared, there are similarities

and differences between the high and low EQ groups.

Firstly, both groups have the same five principal reasons for

job choice.

Secondly, "interest in a field of social work" plays a greater

part in the low EQ group's job acceptance, than in the high EQ group's

(68.97%, as compared to 54.17%).

Thirdly,. "good salary" plays a greater part in the high EQ group's
..

job acceptance, than in the low EQ group's (21.88%, as compared to

17.24%) .

Fourthly, the high EQ group give a greater variety of reasons

for job choice. However, many of the additional reasons for job

choice given by the high EQ group apply to the choice of second and

subsequent jobs, not first jobs. For example: "wanted a change";

"more senior post"; "more prestigious field".
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Fifthly, the availability of locum tenens posts is slightly more

influential in high EQ group job acceptance.

One observation can be made that may throw light upon the

foregoing findings. Proportionally more of the low EQ group jobs

are first jobs in social work, and differences between the high and

low EQ groups' reasons for job choice may be attributable to this

fact. In the following chapter, reasons for the choice of fi~st

jobs are compared with reasons for the choice of second and subsequent

jobs (Table XXXV, infra).

9. High and low employment quotient groups: factors that influence

job termination.

An earlier finding of this study is that members of the high EQ

group average 18.80 months in each job, while members of the low EQ

group average only 6.88 months (Table XXI, supra). A number of

questions immediately spring to mind from this finding. For example,

are there any special reasons for job termination in the low EQ group?

Are members of the low EQ group more prone to resignation as a result

of job dissatisfaction?

Table XXXII, overleaf, reflects an analysis of reasons for job

termination, by high and low EQ groups. As in earlier analyses of

reasons for resignation, four categories are used: Category A

(family-oriented influences); Category B (job dissatisfactions)j

Category C (specific reasons that cannot be classified in Categories

A or B)j and Category D (no reason specified).



TABLE XXXII

HIGH AND LOW EMPLOYMENT QUOTIENT GROU PS: FACTORS THAT INFLUENCE JOB TERMINATION

HIGH EQ. GROUP LOW EQ . GROUP

No and 7. of job 7. of all No . and % of job 7. of all

Fac tor i nf luencing job termina t i on terminations factors te rminations factor s
wher e this influenc- where thi s influenc-
factor is i ng job factor is i ng j ob
influentia 1 termina- influen t ia 1 t ermina-

tion t ion
No . 7. No . 7.

Category A: Transfer of husband/ fa mily 13 16.25 1 4 14.29 lFamily-oriented Preganacy 12 15. 00 34. 04 5 17. 86 41.18
Influencing Marr iage 6 7. 50 J 5 17. 86 JFactors Other family reasons 1 1. 25 0 0

Category B: More i n t er es t ed in another field 6 7. 50

1
1 3.5 7

lInfluencing Di ssatisfied : working hours & ove rtime 5 6.25 1 3.57
Factors Dis satisfied: salary inadequate 6 7. 50 3 10. 71
As soc i a t ed with Dissatisf ied : no opportunity for pr of es s i ona l
Wor k advancement 2 2.50 0 0
Di s satisfaction Dissatisf ied : unable to pr ac t i ce social wor k

of a high standar~ 4 5.00

J

32.98 2 7. 14

1
35.29

Dissatisfi ed : poor non- physical working
cond it ions 6 7.50 1 3. 57

Dis satisfied with staff relationships 1 1.25 1 3.57
Dis sat isfied : consider social wor k pa l l i a t i ve 1 1.25 1 3.57
Dis satisfied : feel socia l work to be depressing 0 0 2 7. 14

Category C: To run own busines s 0 0 1 0 0 l-Other s pec i fi c Further study 3 3. 75 1 3. 57
Influencing Pos i t i on at end (Locum tenens ) 12 15.00 29 . 79 5 17. 86 20. 59
Factors Extended holiday/travel 12 15.00 J 1 3. 57 JIllness 1 1.25 0 0

Category D: Unspecified 3 3.75 l 3.19 1 3. 57 1. 2. 94
Unspec i fied r J

TOTALS : 94 117 .50 100 .007. 34 121. 42 100 .00"1.

."..
00
to

N

'".,.

Number of Job Terminations :- Numbe r of influenc ing factor s r eported in job termination :-

High EQ . Group
Low EQ. Group

80
= 28

High EQ . Group
Low EQ. Group

94
= 34
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(i) The high EQ group.

The high EQ group report 94 reasons for terminating 80 jobs.

Family-oriented reasons are most prevalent, and form 34.04% of all

reasons for resignation. The two most common individual reasons are

the transfer of husband/family, and pregnancy, while to a lesser

extent marriage and "other family reasons" are reported.

Job dissatisfactions account for a further 32.98% of all reasons

for resignation. The most prevalent dissatisfactions result from

workers becoming more interested in another field, inadequate salary,

and poor non-physical working conditions. To a lesser extent,

resignation is caused by dissatisfaction with working hours and

overtime, an inability to practice high-standard social work, a lack

of opportunity for professional advancement, staff relationships, and

a conviction that "social work is palliative".

Category C factors account for 29.79% of all reasons for

resignation. The two most influential reasons in this category are

locum tenens positions coming to an end, and extended holidays and

travel. Of lesser influence are further study, and illness. In

addition to Category A, Band C reasons for resignation, 3 posts are

terminated without a specific reason being reported.

(ii) The low EQ group

The low EQ group report 34 reasons for resigning from 28 jobs.

Family-oriented reasons are most prevalent, and account for 41.18%

of all reasons for job termination. Within this category, pregnancy
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and marriage are the two most common reasons, while to a lesser extent,

the transfer of husband/family is reported.

Job dissatisfactions are the second major influence on resignation,

and constitute 35.29% of all reasons for job termination. The most

common dissatisfactions are with salary, an inability to practice high­

standard social work, and a feeling that social work is "depressing".

To a lesser extent, resignation is caused by respondents becoming

more interested in another field, a conviction that "social work is

palliative", dissatisfaction with working hours and overtime, poor

non-physical working conditions, and unsatisfactory staff

relationships.

Category C factors form 20.59% of all reasons for resignation.

The 'most common reason in this category "is locum tenens positions

coming to an end, but also reported are further study and extended

holiday/travel. Finally, in addition to Category A, B, and C

reasons for resignation, one post is terminated without a specific

reason being given .

. (iii) Comparison of high and low EQ groups

When reasons for resignation are compared, similarities and

differences can be noted between the high and low EQ groups.

The principal similarity is that in both g~oups, family-oriented

reasons are of most influence up~n resignation, followed by job

dissatisfactions, Category C factors and Categ?ry D factors, in that

order.
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However, despite this similarity, three differences can be

identified::'"

Firstly, family-oriented reasons for termination are more

prevalent in the low EQ group than the high EQ group (41.18%, as

compared to 34.04%).

When individual family-oriented reasons are compared, the most

striking difference is the (proportionally) greater influence of

"marriage" in the low EQ group (where 5, or 17.86% of all resignations

are influenced by marriage, as compared to 6, or 7.50% of all

resignations in the high EQ group). At first sight, it appears that

low EQ group members are more likely than high EQ group members to

resign on account of marriage per se. However, this is not necessarily

the case. Marriage, unlike pr~gnancy, is not usually an event that

can occur several times, to repeatedly interrupt a respondent's

working life. As there a~e the same number of respondents (29) in

the high and low EQ groups, marriage could be expected to occur in

fairly equal proportions in both groups: the reason for the high

proportion of resignations influenced by marriage in the low EQ group

is that this group have fewer jobs.

Secondly, job dissatisfactions are (proportionally) more prevalent

in the resignations of the low EQ group than the high EQ group

(35.29%, as compared to 32.98%). In addition, the incidence of

specific job dissatisfactions differs between the two groups.

The high EQ group are more influenced by becoming "more interested

in another field of social work", and by dissatisfaction with working



Page 298

hours and overtime, a lack of opportunities for professional advancement,

and non-physical working conditions. On the other hand, the low EQ group

are more influenced by dissatisfaction with salary, an inability to

practice social work of a high standard, staff relationships, a belief

that social work is palliative, and a feeling that social work is depressin

A potential explanation for the foregoing finding is that the low EQ group

have a larger proportion of first social work jobs. In the following

chapter, reasons for the termination of first jobs are compated to reasons

for the termination of second and subsequent jobs (Table XXXVIII, infra).

Thirdly, Category C factors are of more influence on the resignations

of the high EQ group, than on the resignations of the low EQ group. lfhen

Table XXXII is examined, the principal reason for this finding is that

"extended holidays and travel" plays a greater part in high EQ group

resignation: 15% of high EQ group jobs are terminated for this reason, as

compared to 3.57% of low EQ group jobs.

10. Vertical upward mobility

In addition to occupational mobility, or movement from job to job, two

other types of mobility deserve a brief mention: vertical upward mobility,

and geographical mobility.

Vertical upward mobility, or movement from one occupational rank to a

higher occupational rank, can be of two types. On the one hand, a social

worker can receive promotion while she remains with the same employer. On

the other hand, she can achieve a more senior rank by changing her

employment. Table XXXIII, overleaf, reflects the 15 instances of vertical

upward mobility reported by respondents. The table includes a division of

vertical upward mobility into the two categories of promotion with the

same employer, and promotion through a job change,



TABLE XXXIII

VERTICAL UPWARD MOBILITY * OF RESPONDENTS

No. of Respondents No. of Respondents % of this type of
who report vertical who report vertical vertical upward

TYPE OF VERTICAL UPWARD MOBILITY upward mobility of upward mobility of mobility over all
this type while this type when instances of
remaining with the they move from one vertical upward
same employer employer to another mobility

Social Worker to Senior Social Worker 2 5 46.67

Social Worker to Supervisor 1 4 33.33

Senior Social Worker to Supervisor 1 1 13.33

Social Worker to Assistant Director 0 1 6.67

TOTALS: 4 11 100.007.

* Term defined on page 298
"'tl
III

()Q
CD

N
\0
\0
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Table XXXIII includes only those changes of rank that are objective

instances of vertical upward mobility (e.g. from "social worker" to

"supervisor"); while changes of rank that have slJbjective elements

of vertical upward mobility (e.g. "social worker" to "lecturer in

social work") are excluded.

The tabulation shows that the most common type of vertical upward

mobility is movement from "social worker" to "senior social worker",

which accounts for 46.76% of all vertical upward mobility. Two

respondents receive promotion without changing their employers, while

5 respondents achieve promotion by moving from one employer to another.

Secondly, movement from "social worker" to "supervisor" accounts for

33.33% of all vertical upward mobility. One respondent reports

this mobility while she remains with the same employer, and 4 respondents

achieve it by moving from one employer to' another.

Thirdly, movement from "senior social worker" to "supervisor"

accounts for 13.33% of all vertical upward mobility. One respondent

receives promotion from her employer, and another respondent achieves

it 'by moving her job from one employer to another. Lastly, a

single respondent reports vertical upward mobility when she moves from

one employer to another, and changes her rank from "social worker" to

"assistant director". This latter move accounts for 6.67% of all

vertical upward mobility.

Overall, 4 respondents receive promotion in rank while they

remain with the same employer, and 11 respondents achieve promotion

by moving from one employer to another. These findings merit

explanation. An earlier finding places the average length of all
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jobs reported by respondents at 14.59 months (Table XI, supra), and

the suggestion can be made that many respondents may not remain long

enough with a single employer to be eligible for promotion. At

the same time~ it should be noted that although 11 respondents

achieve vertical upward mobility by moving from one employer to

another, the movement is in some cases characterised by a period of

occupational wastage after leaving. one employer, before being re­

employed in a more senior rank. It is of note that of the 267

reasons that respondents give for choosing social work jobs, only 4

concern moving to a "more senior post" (Table XXIV, supra).

11. Geographical mobility

Geographical mobility, or migration from one geographical location

to another, is indirectly reflected in earlier tabulations of this

chapter. Table XXVI, supra, shows that of the 177 jobs that

respondents terminate, 34 resignations (19.21% of all resignations) are

influenced by the transfer and migration of a respondent's husband or

family. The table also shows that 21 resignations (11.86% of all

resignations) are caused by extended holidays and travel.

It is of interest that geographical mobility is related to

respondents' age. Table XXX, supra, shows that t he "transfer of

husband or family" is the principal family-orien~ed cause of

resignation infue age ranges 20 to 24 years, and 30 to 34 years; and

the tabulation also shows that resignation for extended holidays and

travel is most prevalent in the 20 t o 24 year age range.
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12. Sununary
\

Respondents report a total of 198 jobs in social work, 177 of

which had been terminated by the time of this study. The average

number of jobs reported by respondents is 2.06. No direct relationship

exists between experience (as measured by year of graudation), and

occupational mobility (as measured by average number of jobs).

In their mobility towards social work jobs, respondents are most

influenced by interest in a field of social work, good salary, and

jobs being the only jobs available. In their mobility away from

social work jobs, respondents are most influenced by family-oriented

reasons, and then by job dissatisfactions.

When major fields of social work employment are examined,

mobility towards social work jobs follows the pattern outlined above

for respondents as a whole. However, in mobility away from social

work jobs, differences can be observed between major fields of social

work employment . Suggestions are advanced "t o explain some of these

latter differences.

A relationship can be suspected between reasons for job choice,

average length of job, and reasons for resignation. Specifically, it

can be suspected t hat when jobs ate chosen because of "interest in a

field of social work", average length of job is longer, and job

dissatisfactions play a lesser part in resignation. The converse can

be suspected when jobs are chosen because they are "the only jobs

available".
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When the high and low employment quotient groups are compared,

,/ both groups reveal the same major reasons for job choice. However,

the low EQ group are more influenced by "interest in a field of social

work"; while the high EQ group are more influenced by "good salary".

When they resign from social work posts, the low EQ group are more

influenced by both family-oriented reasons and job dissatisfactions.

The suggestion is made that differences between the high and low EQ

groups' reasons for occupational mobility may be due to (proportionally)

more low EQ group jobs being first jobs in social work.

Respondents report only 15 instances of vertical upward mobility.

Most upward mobility is achieved by moving from one employer to another.

Finally, geographical mobility is main1y 'due to the transfer of

husband/family, and extended holidays and travel.

causes of geographical mobility appear age-related.
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Chapter 9

FIRST JOBS IN SOCIAL WORK

Social workers' first jobs are a matter of special concern to the

profession, as it is in first jobs that the beginning social worker

tests the ideals of social work training against the realities of social

work practice. A satisfactory first job can consolidate the worker's

professional education, and extend her social work skills. An

unsatisfactory first work experience can expose the worker to "reality

shock", and may lead to feelings of disillusionment or dissatisfaction.

The present chapter seeks to throw light upon respondents' first

jobs. In particular, the chapter attempts to present data on the

reasons for choosing and leaving first jobs, the nature of first jobs

themselves, and differences between first and subsequent social work

positions.

1. First jobs in social work: factors that influence job acceptance.

Of the 86 respondents in this study, 79 report first jobs in social

work, while 7 have never entered the field. Respondents give 106

reasons for their choice of first jobs. These reasons are classified

into 13 categories, and are reflected in Table XXXIV, overleaf.

The major reason for first job choice is an "interest" in a particular

field of social work (53, or 67.09% of first jobs). Second in importance

is the acceptance of jobs because they are "the only jobs available"

(18, or 22.78% of all first jobs), and third in importance is "good
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'FI RST.. JOBS
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FACTORS THAT INFLUENCE
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RESPONDENTS

Influencing Factors

No. of % of Occasions
Occasions on when this
which this factor
factor influenced
influenced respondents
respondents to accept
to accept their f i r s t
their first social work
social work position *
position

1. Interest in specific field

2. Good salary

3. Suitable working hours

4. Only job available

5. Liked agency personnel

6. Scope for a high standard of service

7. Wanted a change

8. MOre senior post

9. More prestigious field

10. Locum tenens post

11. Better working conditions
(non-physical)

12. Convenient for travel

13. Required to take post because of
study bursary

TOTALS

N of first jobs in social work = 79
(7 respondents have never worked)

53

11

7

18

2

6

l~

1

4

2

1

106

67.09

13.92

8 ;86

22.78

2.53

7.59

1. 26

1. 26

5.06

2.53

1. 26

134.14

* Total percentage exceeds 100%
as respondents frequently give
more than one influencing
factor in job acceptance
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salary" (Ll , or 13.92% of all first jobs).

Besides these three reasons, no other single reason is operative

in more than 10% of all first job choice. The remaining reasons,

together with the percentage of first job choice where they are of

influence, are suitable working hours (8.86%); scope for a high standard

of service (7.59%); availability of locum tenens posts (5.06%);

liking for agency personnel (2.53%); convenience for travel (2.53%);

and finally, "a more senior post", a "more prestigious field", and

"being required to accept a post as a study bursary had been received"

(each operative in 1.26% of all first job choice).

It is unusual for a respondent to report ua more senior post" as

a reason for accepting a first position in social work. The respondent

involved moved straight from university into a senior social worker's

post. Presumably, the respondent uses the phrase "more senior post"

to mean that the post chosen was senior to other available vacancies.

Overall, it can be noted that the three main reasons for choice of

first jobs are identical to those which influence the choice of all

jobs (see Table XXIV, supra). However, this "similarity" may arise

as a result of first jobs being included in the data on all jobs.

Reasons for the choice of first jobs can best be interpreted by

comparing them with reasons for the choice of second and subsequent jobs.

This is done in the following section .
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2. First jobs, and second and subsequent jobs: a comparison of factors
. . - . . .

that influence job acceptance.

Table XXXV, overleaf, reflects a comparison of the factors that

influence first job acceptance, with those that influence the acceptance

of second and subsequent posts.

Similarities and differences can be noted from the table. The

principal similarity is that in both first jobs and in later jobs,

"interest in a field of social work" is the major reason for job choice.

Comparing reasons for the choice of first jobs with reasons for

the choice of second and subsequent jobs, six main differences can be

identified:-

Firstly, first job choice is more influenced by "interest in a

field of social work" (53, or 67.09% of first jobs, as compared to 58, or

48.74% of second and subsequent jobs). This finding may indicate that

in their choice of first jobs, respondents primarily seek work that will

give them personal satisfaction. In second and subsequent job choice,

the influence of this factor is reduced.

Secondly, first job choice is more influenced by jobs being "the

only jobs available" (18, or 22.78% of first jobs, as compared to

18, or 15.12% of second and subsequent jobs). This finding indicates

that in taking their first jobs, respondents have less choice about where

to work. A possible explanation exists for this finding. Social work

posts may be at a premium during the December/January period, when the

labour market is flooded with newly-graduated social workers. New
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OF

First Jobs Second & Subsequent
Jobs

Inf1uenGing Factor on
Job Acceptance

Interest in Field

Good Salary

Suitable working hours

Only Job available

Liked agency personnel

Scope for a high standard
of service

Wanted a change

More senior post

More prestigious field

Locum post

Better non-physical working
conditions

Convenient for travel

Required to take post, as
study bursary had
been received

No. of
jobs
where
this
factor
influen­
ced
accept­
ance

53

11

7

18

2

6

o
1

1

4

o

2

1

% of
jobs
where
this
factor
influen­
ced
accept­
ance

67.09

13.92

8.86

22.78

2.53

7.59

o
1.26

1. 26

5.06

o

2.53

1. 26

No. of
jobs
where
this
factor
influen­
ced
accept­
ance

58

27

19

18

1

6

2

3

1

18

6

2

o

% of Jobs
where this
factor
influenced
acceptance

48.74

22.69

15.96

15.12

0.84

5.04

1. 68

2.52

0.84

15.12

5.04

1. 68

o

N. of first
jobs = 79

N. of reasons
given for
.accept i ng first
jobs = 106

No. of second &
subsequent

jobs = 119
N. of reasons
given for
accepting second
and subsequent

jobs = 161
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graduates, who are generally unmarried, may have to accept the only

: jobs available, in order to earn a living.
i

Thirdly, first job choice is slightly more influenced by "scope

for a high standard of service" (6, or 7.59% of first jobs, as compared

to 6, or 5.04% of second and subsequent jobs). This finding suggests

that some beginning social workers are attracted to first jobs by an

opportunity to practice social work of a high standard.

Fourthly, first job choice is less influenced by "good salary"

(11, or 13.92% of first jobs, as compared to 27, or 22.69% of second

and subsequent jobs). This finding could indicate that new graduates

are less conscious of financial reward. "Good salary" may become

increasingly important as social workers move to second and subsequent

jobs. For example, the "career woman" may well see adequate salary as

an important work gratification, and the married woman may view a good

salary as a necessary compensation for conflict between work and home

roles.

Fifthly, first job choice is less influenced by two factors that

are potentially family-oriented. The availability of locum tenens

posts influences 4, or 5.06% of first jobs, but 18 or 15.12% of second

and subsequent jobs. Similarly, "suita.b1e working hours" influences

7, or 8.86% of first jobs, but 19, or 15.96% of second and subsequent

jobs.

Sixthly, first job choice is less influenced by "better non-

physical working conditions" (operative in the choice of 6, or 5.04%

of second and subsequent jobs, but not reported in first job choice).
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Perhaps "better non-physical working conditions" is a comparative

measurement, and respondents need to have had one social wo~k job before

they can have this reason for job choice.

In addition to the main differences outlined above, Table XXXV

shows six minor differences between reasons for the choice of first jobs,

and reasons for the choice of second and subsequent jobs. The

differences are so small, however, that it would be unwise to identify

them as "trends".

In summary, therefor, first job choice differs ·from l~ter job

choice in four main ways. When choosing their first jobs, respondents

are more influenced by interest in a field of social work, and jobs

being the only available vacancies. Conversely, they are less influenced

by good salary, and factors that are potentially family-oriented.

3. First jobs in social work: major fields of social work, length of

jobs, and factors that influence job acceptance.

The foregoing sections of this chapter have highlighted respondents'

reasons for choosing first jobs. The present section seeks to extend

this examination, and to present the fields in which first jobs are chosen,

the length of first jobs, and the particular motivations for job choice

in different social work fields.

Table XXXVI, overleaf, contains an analysis of first jobs by fields

of social work employment, length of job, and reasons for job choice.



TABLE XXXVI

FIRST JOBS IN SOCIAL WORK: FIELDS OF SOCI AL WORK, LENGTH OF JOBS, AND FACTORS THAT INFLUENCE JOB ACCEPTANCE

No. and % Length of Factors t ha t i nf l ue nce acceptance of fi r st j obs in Social Work
of all Fi rst Jobs No. and % of jobs in this field influenced by t he fo l l owi ng factors:

FIELD OF respondent s in months:
t aking Interest Good Suitable Only Liked Scope More Presti- Locum Conven i ent Required

SOCIAL WORK their FIRST i n Salar y worki ng j ob Agency for a Senior gious Tenens for to take
so c i a l work specific hours available Personnel high post fie l d Post t r ave l pos d had
pos t in fi el d standar d received
this fi eld of s t udy

N = 79 service bursary)

No . % Mean Medi an No. % No . % No . '7. No. '7. No. % No. % No . % No . % No. % No . % No . %
Length Lengt h

Aged 1 1. 26 3 3 - - - - - - - - - - - - - - - - 1 100 - - - -
Alc oholism 2 2. 53 4 .5 3to6 1 50 - - 1 50 - - - - - - - - - - - - - - - -
Child cS. Family 34 43.04 16 .2 12 23 68 3 9 - - 12 35 - - 4 12 - - 1 3 2 6 - - - -
Community 3 3.80 7.3 7 - - 2 67 1 33 1 33 - - - - - - - - - - 1 33 - -
Department of Social 10 12 .66 34.5 2lto29 8 80 2 20 1 10 1 10 - - - 1 10 1 10Welfare cS. Pensions - - - - - - -

Housing 2 2.53 5.5 ltolO 1 50 - - 1 50 - - - - - - - - - - - - - - - -
Medical 9 11. 39 18 . 1 13 5 55 3 33 1 11 1 11 1 11 2 22 1 11 - - 1 11 - - - -
Prisoners 5 6 .33 14 .6 19 3 60 - - 1 20 2 40 1 20 - - - - - - - - - - - -

Psychiatric 5 6.33 19 .8 22 5 100 - - - - - - - - - - - - - - - - - - - -
Physica l Dis ability 5 6 .3 3 11.6 9 4 80 - - 1 20 1 20 - - - - - - - - - - - - - -
Recreation 3 3. 80 18.0 22 3 100 1 33" - - - - - - - - - - - - - - - - - -

i

Mean l ength of all f i rst j obs: 17 .5 months

Median length of all first j obs: 13 .0 months (Quartiles 6 and 22 months; Range 1 to 98 mon th~
"C..
00
tl>

'-'­N
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Respondents' h9 first jobs are in 11 social work fields. The

mean length of first jobs is 17.5 months, and the median length 13.0

months (quartiles: 6 and 22 months). Of the 11 fields of first

employment, the major fields (each with from 5 to 34 first jobs) are

child and family welfare, the Department of Social Welfare and Pensions,

medical social work, social work with prisoners, psychiatric social

work, and social work with the physically disabled. It is of interest

to note that the major fields of first employment are identical to the

major fields of all employment.

In addition to first employment in these major fields; . t hr ee or

fewer first positions are recorded in a further 5 fields. The small

amount of first employment in these la.tter fields precludes the

identification of reliable trends. Thus, emphasis is placed upon a

discussion of the six major fields where first jobs are chosen.

Of all fields, child and family welfare has the most first jobs

(34, or 43.04%). First jobs in this field have a mean length of 16.2

months, and a median length of 12 months. The primary reason for

choice of first jobs is interest in child and family welfare (68% of

first jobs), followed by jobs being the only jobs available (35% of

first jobs), and a belief that the field offers scope for a high

standard of service (12% of first jobs). No other reason influences

the choice of more than 9% of first jobs.

Respondents record 10 first jobs (12.66% of all first jobs) in

the Department of Social Welfare and Pensions. First jobs have a

mean length of 34.5 months, and a median length of 21 to 29 months.

The most common reason for job choice is interest in the field (80%
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of first jobs), followed by "good salary" (20% of first jobs). Four

other reasons are reported, each of influence in the choice of 10% of

first jobs.

Nine first jobs are reported in. the field of medical social work

(11.39% of all first jobs), lasting a mean length of 18.1 months, and

a median length of 13 months. The three major reasons for first job

choice are interest in the field (55% of first jobs), "good salary"

(33% of first jobs), and scope for a high standard of service (22% of

first jobs). Five other reasons are reported, each of which influence

the choice of 11% of first jobs.

In the field of social work with prisoners, respondents report 5

first jobs (6.33% of all first jobs), with a mean length of 14.6

months, and a median length of 19 months. The two most common reasons

for job choice are interest in the field (60% of first jobs), and jobs

being the only ones ava.ilable (40% of first jobs). To a lesser extent,

jobs are chosen because of a liking for agency personnel, and suitable

working hours.

The field of psychiatric social work is remarkable, in that of the

5 first jobs (6.33% of all first jobs) chosen in this field, all job

choice is motivated by interest in psychiatric social work, and no other

reasons are reported. The mean length of first jobs in this field is

19.8 months, and the median length 22 months.

Finally, in the field of social work with the physically disabled,

respondents record 5 first jobs (6.33% of all first jobs), with a mean

length of 11.6 months, and a median length of 9 months. The most common
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reason for job choice is interest in the field (80% of first jobs),

and to a lesser extent, job choice is influenced by suitable working

hours (20% of first jobs) and a job being the only job available

(20% of first jobs).

Table XXXVI reveals five trends in respondents' first jobs in major

fields of first emp1oyment:-

Firstly, in terms of mean length of job, first jobs are of longer

duration than all jobs. First jobs have a mean length of 17.5 months,

while all jobs have a mean length of14.59 months (see Table XI, supra).

However, great caution should be exce~cised in accepting this finding

at its face value: ~ job lengths are being compared. Some respondents,

particularly in the Department of Social Welfare and Pensions, spend a

long period in their first jobs. Their long first jobs will tend to

inflate the average length of the 79 first jobs more than it will inflate

the average length of all 198 jobs reported by respondents.

Secondly, most first employment (55.70%) is in the broad field of

child and family welfare: 43.04% of first jobs are in community welfare

organisations offering child and family welfare services, and a further

12.66% are in the Department of Social Welfare and Pensions, a State

welfare agency. Thus, the majority of respondents have their first

social work employment in generic, family-oriented fields.

Thirdly, interest in a particular field of social work " is the major

reason for choosing first jobs in all major fields of employment.

"Interest" influences from 100% of first jobs (psychiatric social work)

to 55% of first jobs (medical social work). The high incidence of
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interest in psychiatric social work may indicate that this field is .

particularly attractive to some social workers. However, no specific

reason springs to mind to explain the low incidence of interest in medical

social work.

Fourthly, the availability of jobs is the second most important

reason for first job choice in the three fields of child and family

welfare, prisoners, and physical disability, where it influences the

choice of 20% to 40% of all first jobs. Two possible explanations

exist for this finding: · t he three fields may have more vacancies to

offer than other fields, or, alternatively, the three fields may not be

as attractive to beginning social workers as some other fields of

employment.

Fifthly, "good salary" is the second most important reason for job

choice in the fields of medical social work and the Department of Social

Welfare and Pensions. In these two fields, good salary influences

from 20% to 33% of all first job acceptance. It is of note that these

fields involve social work in public welfare organisations: the

Department is a State welfare agency, and many medical social work posts

involve employment by the Province. This suggests that in comparison to

community welfare organisations, the State and Province may offer better

salaries to beginning social workers.
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4. First jobs in social work: factors that influence job termination

All 79 first jobs accepted by respondents had been terminated by

the date of this research study (30th June, 1970). The 97 reasons

recorded by respondents for resigning from their first jobs are analysed

in Table XXXVII, overleaf.

Table XXXVII incorporates a classification of reasons for resignation

into four categories: Category A (family-oriented reasons); Category B

(job dissatisfactions); Category C (specific reasons that connot be

classified into Categories A or B); and Category D (no reason specified).

Job dissatisfactions form the greatest proportion (40.21%) of

reasons for first job resignation. The most frequently reported

individual dissatisfactions are with poor salary, and becoming "more

interested in another field of social work". To a lesser extent,

resignation is influenced by dissatisfaction w~th working hours/overtime,

non~physical working conditions, a lack of opportunity to practice social

work of a high standard, staff relationships, a conviction that social

work is palliative, and a feeling that social work is depressing.

Family-oriented reasons are the second most important influence on

first job resignation (37.11% of all reasons for resignation). Within

the category, the most frequently reported individual reason is pregnancy,

closely followed by marriage. To a lesser extent, resignation is a

affected by the transfer of husband/family and "other family reasons".

Category C factors, or specific reasons that cannot be classified

into Categories A or B, account for 19.59% of all reasons for resignation.



TABLE XXXVII

FIRST JOBS IN SOCIAL WORK: MAJOR FACTORS THAT INFLUENCE THE TERMINATION OF FIRST JOBS

No. of job % of job % o f ill j ob
terminations terminations terminat ions

Factors that influence termination of first jobs where th i s where t his f ac t or s for
factor i s factor is fi r s t jobs
influential influential

N = 79 N = 97

Category A:
Transfer of husband/family 8 10 .13

}Family-oriented
Influenci ng Pregnancy 14 17.72 37 .11
Factors Marriage 13 16 .45

Other Family reasons 1 1. 27

I,
Category B: More interested in another field 7 8.86

Influencing Dissatisfied: Working hours and overtime 5 6.33
Factors Dissatisfied: Salary inadequate 11 13.92Associated
with Work Dissatisfied: No opportunity for professional advancement - -
Dissatisfaction Dissatisfied: Unable to practice social wsrk of a high 5 6.33 ) 40.21stan ard

Dissatisfied: Poor working conditions (non-physical) 5 6.33
Dissatisfied with staff relationships 3 3.80
Dissatisfied with Social Work -consider it palliative 2 2.53
Dissatisfied with Social Work -find it depressing 1 1.27

Category C: To run own business - -

)Other Further study 4 5 .06Specific
Influencing Position came to an end (locum tenens) 6 7.59 19 . 59
Factors . Extended hol i day/tr avel 9 11. 39

Illness - - ,

Category D:
Unspecified 3 3.80 3 .09Unspeci fi ed

TOTAL 97 122. 78 100 .00% .".,
O<l
(\)

~....
ex:



Three individual reasons are reported.

Page 319

In order of their importance,

they are extended holidays and travel, the completion of locum tenens

posts, and further study.

Finally, in the case of 3 or 3.80% of first jobs, respondents give

no reason for their resignation.

When reasons for resignation from first jobs are compared with

reasons for resignation fro~ all jobs (Table XXVI, supra), three trends

become apparent: in first job resignation, job dissatisfactions are

more influential, while both family_oriented reasons and Category C

reasons are less influential.

These latter tendencies appear in sharper contrast when reasons for

resignation from , first jobs are compared with reasons for resignation

from second and subsequent 'socia1 work jobs.

provides such a comparison.

The following section

5. First jobs, and second and subsequent jobs: a comparison of factors

that influence job termination

Table XXXVIII, overleaf, compares reasons for the termination of

first jobs, with reasons for the termination of second and subsequent

jobs in social work.

Three main trends can be established from Table XXXVIII:-



TABLE XXXVIII

FI RST JOBS, kVD SECOND AND SUBSEQUENT JOBS : COMPARISON OF FACTORS THAT INFLUENCE JOB TERMI NATI ON.

FIRST JOBS SECOND AND SUBSEQUENT JOBS

No. and % of j obs % o f a ll No . and % of jobs % of all

Influencing Factor on Job Termi na t i on
terminated. where influencing t ermi na t ed . where i nfluencing
this f ac t or i s factors on · th i s factor i s f ac t or s on
influential termination influential t er mi na t i on

No. % No. %

Category A: Transfer of husband/family 8 10.13 1 26 26. 52 1Family-oriented Pr egnancy 14 17 .72 J37.11
22 22 .45

49 . 53influencing Marriage 13 16.45 5 5.10
factors Other family reasons 1 1.27 0 0 .00

/

Category B: More interested in another field 7 8.86

1

2 2 .04

lInfluencing Dissatisfied: working hours and overtime 5 6 .33 3 3.06
factors Dissatisfied: Salary insdequate 11 13.92 1 1.02
associated Dissatisfied: no opportuni ty for professional advancement 0 0.00 2 2 .04
with work Dissatisfied: unable to practice social work of a high 5 6 .33 3 3 .06disaatisfactions standard

f
Dissatisfied: poor working conditions (non-physical) 5 6.33 f4021

3 3.06 16 .82
Dissatisfied with staff rela tionships 3 3 .80 2 2 .04
Dissatisfied with social work: consider it palliative 2 2.53 1 1.02
Dissatisfied with social work: find it depressing 1 1. 27 1 1.02

Category C:

1 1Other speci fic To run own business 0 0 .00 1 1. 02
influencing Further study 4 5.06 3 3 . 06
factors Position came to an end (locum tenens) 6 7 .59 r

19 . 59 17 17 .35

If
31. 78

Extended holidays/travel 9 11.39 12 12 .23
Illness 0 0.00 1 1. 02

)
Category D: Uns peci fi ed . 3 3 .80 3 .09 2. 2. 04 1. 87Unspecified.

TOTALS: 97 122.78 100 .00 107 109.1 5 100 .00

N. of first j obs
terminated = 79

N. of reasons for
termination = 97

N. of second and
subsequent j obs
t ermi na t ed = 98

N. o f reasons for termi nat ion
o f s econ d and s ubseq uent

j obs = 107

-e
Ql

00
to

'-'
N
C
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Firstly, job dissatisfaction is more prevalent in resignation from

first jobs, than from second and subsequent jobs (40.21% of all reasons
,

for resignation, as compared to 16.82%). A possible explanation for

this finding is that the beginning social worker, fresh from her

university training, may be especially prone to frustration and

dissapointment when she experiences the realities of social work practice.

This suggestion is supported by an examination of the individual

job dissatisfactions reflected in Table XXXVIII. With only one

exception (lack of opportunity for professional advancement), each

indivipual job dissatisfaction has a "proportionally greater influence on

resignation from first jobs, than on resignation from second and

subsequent jobs. The one exception noted is not necessarily discordant

with other findings: a lack of opportunity for advancement (that is,

promotion) may well form . a greater source of dissatisfaction to the

experienced worker than to the beginning practitioner.

Secondly, family reasons are more common in resignation from second

and subsequent jobs, than from first jobs (49.53% of all reasons, as

compared to 37.11% of all reasons). This latter finding is partially

explained by an earlier finding: Table XXX, supra, shows that resignation

for family-oriented reasons increases r~pidly from the age range 20 to

24 years, to the age range 30 to 34 years. As most first jobs normally

take place in the early twenties, less resignation for family-oriented

reasons would be expected.

It is also of note that in resignation from first posts, the most

common family-oriented reasons are marriage and pregnancy; while in

resignation from second and subsequent posts, the most common family-
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oriented reasons are(the transfer of husband/family and pregnancy.

Thirdly, Category C factors are of more influence on resignation

from second and subsequent jobs, than from first jobs (31.78% of all

reasons, as compared to 19.59% of all reasons). When Table XXXVIII

is examined for an explanation of this finding, it is apparent that one

individual Category C reason is largely responsible: "locum tenens

posts coming to an end" influences only 6, or 7.59% of first jobs

terminations, but 17, or 17.35% of second and subsequent job terminations.

6~ First jobs in social work: major fields of social work, and

factors that influence job termination

Two earlier findings of this chapter are of note: firstly,

there are varying reasons for first job choice in different fields of

social work employment; and secondly, the average length of first jobs

differs from field to field. These two findings pro~pt a question:

Is there any marked difference. between reasons for first job resignation

in the individual fields of social work?

Table XXXIX, overleaf, presents ·respondents' reasons for

resignation from first jobs, by fields of social work employment. The

tabulation includes a classification of reasons for resignation into

four categories: Category A (family-oriented reasons); Category B

(job dissatisfactions); Category C (specific reasons that cannot be

included in Categories A or B); and Category D (no reason given).



TABLE XXXIX

FIR ST JOBS I N SOCIAL WORK : FIELDS OF SOCIAL WORK, AND FACTORS THAT INFLUENCE JOB TERMINATION IN EACH FI ELD

No . an d % Lengt h of Facto r s tha t inf luence job t ermi nat i on': No . o f t imes each factor i s r epor t ed , by fi e lds of social work ; divis i on
of Fi r s t jobs of fac tors into cate gories ; proport i ona t e influence of each category on j ob t ermination
respondents o f

Fi e l d o f who take Res pon dents Category A Categor y B Cate go r y C Category D
and leave in thi s
t h e i r fi r s t f i el d of Family- % Job Dissatisfac t i on Facto r s % Spec ific Fac t o r s % No . Fac tor %

Social Wo r k socia l work Soc ia l Work Or iented Category (N ) Ca tegory t ha t cannot be Category Fac tor Catego ry
j o b i n thi s (Months ) Fac tors A o. B inc l u de d in C Spec i f ied D
fi e l d (No. ) f actors factors Categories A or f ac t ors ( No.) fa c t ors

o f a ll of all B ( No.) of a ll of all
r---------ifactors fac tors fac tors factors

influenc- ~ inf l uenc- i n f l uenc- influenc-
ing j ob ... 1;; ~ ~ ing job ing j ob ing job
termi nat- ~ -g III -;:: -;;: t ermina t - termi nat - t erminat-
ion in ~ ~ Oi § .:::: i on in ion in ion in
t h i s CII g ~ ~ -;:: ::: ~ t his th i s t hi s
field ~ ~ ~ ~:a ~ :t ~ fie ld fie ld field
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Aged 1 1.26 3 3 0 0 0 0 0.00 0 0 0 0 0 0 0 0 0 0 .00 0 0 1 0 0 100.00 0 0 .00
Alcoholism 2 2.53 4 . 5 3 t06 0 1 0 0 50.00 0 0 1 0 0 0 0 0 0 50 .00 0 0 0 0 0 0. 00 0 0 .00
Child and Family 34 43 .04 16.2 12 4 4 6 0 31.82 3 3 6 0 3 2 2 1 0 45.45 0 0 2 6 0 18.18 2 4 . 55
COtmllunity 3 3 . 80 7 . 3 7 0 0 1 0 25.00 0 0 0 0 0 0 1 1 0 50 .00 0 1 0 0 0 25 . 0 0 0 0.00
Dept. oC Social

Welfare s Pensions 10 12 .66 34 . 5 21t029 2 1 6 0 75 .00 0 1 1 0 0 1 0 0 0 25.00 0 0 0 0 0 0 . 00 0 0 .00

Housing 2 2.53 5 . 5 Itol0 0 0 0 0 0 .00 0 0 1 0 0 0 0 0 0 50.00 0 0 0 1 0 50 . 00 0 0 .00
Medical 9 11.39 18.1 13 1 3 0 0 36 .36 3 0 1 0 1 0 0 0 0 45.45 0 1 1 0 0 18 .18 0 0.00
Prisoners 5 6.33 14 .6 19 0 1 0 1 40.00 1 1 0 0 0 0 0 0 0 40 . 00 0 0 1 0 0 20.00 o 0 .00
Psychiatric 5 6 .33 19.8 22 1 1 0 0 28.57 0 0 0 0 1 1 0 0 0 28. 57 0 2 0 0 0 28 . 57 1 14 .29
Physical Disabili ty 5 6 .33 11.6 9 0 2 0 0 40 .00 0 0 1 0 0 0 0 0 1 40 .00 0 0 0 1 0 20 . 00 0 0 . 00
Recreation 3 3.80 18 .0 22 0 1 0 0 25 .00 0 0 0 0 0 1 0 0 0 2 5 .00 0 0 1 1 0 50 . 0 0 0 0 .00
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The reader will recall that of the 11 fields of social work in

which respondents have first employment, only six fields have 5 or

more first jobs. The following discussion is limited to these major

fields of first employment.

Respondents resign from 34 first jobs (43.04% of first jobs) in

the field of child and family welfare. Job dissatisfactions form the

largest group of reasons for resignation (45.45% of all reasons). The

most common dissatisfaction is with inadequate salary, and to a lesser

extent, respondents report dissatisfaction with working hours, an

inability to practice high-standard social work, non-physical w~rking

conditions, staff relationships, and a belief that social work is

palliative. Indirect dissatisfaction is also reported by respondents

becoming "more interested" in another field. Family-oriented reasons

are the second major "i nf l uence on resignation (31.82% of all reasons),

while Category C factors (principally extended holidays and travel)

form a further 18.18% of reasons for resignation. In addition, two

jobs are terminated without a reason being given.

Respondents resign from 10 first jobs (12.66% of first jobs)

in the field of the Department of Social Welfare and Pensions. The

distribution of reasons for resignation in this field is different from

all other fields of first employment: in the Department, family-oriented

reasons (principally marriage) form 75% of all reasons for resignation.

The remaining 25% of reasons are job dissatisfactions (with working

hours and overtime, with salary, and with non-physical working conditions).

Respondents resign from 9 first jobs (11.39% of first jobs) in

the field of medical social work. As in the field of child and family



Page 325

welfare, 45.45% of all reasons for resignation concern job

dissatisfaction, principally respondents becoming more interested in

another field of social work. Family-oriented reasons (particularly

pregnancy) form a further 36.36% of all reasons for resignation, whi l e

the remaining 18.18% of reasons are accounted for by further study, and

locum tenens posts coming to an end.

The three fields of social work with prisoners, psychiatric

social work, and social work with the physically disabled, each have

5 first job resignations (6.33% of all first jobs). In social work

with prisoners, family-oriented reasons and job dissatisfactions each
o .

b

account for 40% of reasOns for resignation, with the remaining 20%

cif reasons being Ca~egory.C factors (in this case, a locum tenens pos t

coming to an end).

In psychiatric social work, 28.57% of reasons for resignation

are accounted for by each of the three categories of family-oriented

reasons (pregnancy and transfer of husband/family), job dissatisfactions

(specifically with non-physical working conditions, and an inability

to practice social work of a high standard), and Category C factors

(specifically further study).

being given.

One job is terminated without a reason

Finally, in the field of social work with the physically disab l ed .

40% of all reasons are family-oriented, 40% are job dissatisfactions

(specifically with salary, and a feeling that social work is depressing) .

and 207. are Category C factors (in this case, extended holidays and

travel).



Page 326

Three trends can be establ ished f r om the f oregoing

di s cus s i on ~-

Firs t l y, famil y-or i ented reasons ar e the maj or cause of

resignation in on ly one f ie l d of first employment (the Department of

Social Helfare and Pens i ons). Thi s finding may be due to the

Department's po l i cy (up t o July, 1963) of no t employing marri ed f emale

social workers as permanent s t aff menm crs .

I n t he fields of social work wi t h prisoners and the physically

disabl ed , an equal propor tion of f amily-oriented reasons and job

dissatisf ac tions arc r epor t ed . In a fourth fie ld , psychi a t r i c

social work, an equa l propor t i on e[ reaso ns f or resigna.tion arc family­

oriented, job dis s a t i s f ac tions, 3nd Cat egory C f ac t or s .

S econ~, i n each of the maj or fiel ds of £i r s t emplo yment, from

25% to 45 . 45% of al l reasons for r es i gnat ion conccr n job dissatisfaction.

Job di s s a t i s f ac t i on is least influential in rcsi gnation f r om the

Department: of Social Welfare and Pensions, an d most influential in

resignation from the fields of chi l d and fa~ily welfare , and medi ca l

social work. Thi s latter f inding is puzzling. I n t he case of child

an d f ami. Ly wel f ar e , Table XXXVI , supra, shows t hat 35% of first jobs are

accepted as they ar e t he only vacanc i es avai lab l e , and conceiveably,

thi s might be a reason for the high r a t e of res i gnation caus ed by j ob

di s s atisfacti on. In the case of loedical social work, no r eady

explanation springs t o min d . It is of note, however, that medical

social work ha s propor tionally f ewes t first jobs accepted because of

i nterest i n th e fiel d (Table XXXVI , supra).
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Thirdly, with the exception of the Department of Social Welfare

and Pensions, Category C factors form 18.18% to 28.57% of all reasons

for resignation in each field. Category C factors are of greatest

influence in the field of psychiatric social work. In this latter

field, all Category C reasons for resignation concern further study.

7. First jobs in social work: the relationship between reasons for

job choice, average length of job, and reasons for job termination

Earlier findings of this study have suggested a possible

relationship between "interest" (or lack of it) in job choice,

average length of job, and the influence of job dissatisfaction on

resignation. Can the same tentative relationship be suggested for

first jobs in social work?

An answer to this question could prove helpful in understanding

respondents' first job patterns. A convenient way to examine the

question posed is to take respondents' major fields of first employment,

and to compare three sets of variables in each field, namely,

(1) The influence on first job choice of

(a) Interest in ·a field of social work, and

(b) Accepting jobs as they are the only available vacancies

(Table XXXVI, supra);

(2) Average length of first jobs (~able XXXVI, supra); and

(3) The influence of job dissatisfactions on first job termination

(Table XXXIX, supra).
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(i) Interest in a field of social work

Table XL, overleaf, shows the relationship between interest in

a field of socia~ work in first job choice, average length of first

jobs, and the influence of job dissatisfaction on first job termination,

by major fields of first employment.

The table shows a partial relationship between interest in a

field of social work in first job choice, and the influence of job

dissatisfaction on resignation. The two fields with the highest

incidence of "interest" in job choice (psychiatric social work and the

Department of Social Welfare and Pensions) also have the lowest

proportion of job dissatisfaction reasons for resignation. Conversely,

the field with the lowest incidence of "interest" in job choice

(medical social work) has the greatest proportion of job dissatisfaction

reasons for resignation.

However, this trend is not continued in the remaining three major

fields of first employment. In the field of physical disability, for

example, "interest" is as frequent a reason for first job choice as

in the Department of Social Welfare and Pensions, yet the influence

of job dissatisfaction on resignation is considerably greater. In

the field of child and family welfare, where more jobs are chosen

because of "interest" than in the field of social work with prisoners,

social work with prisoners has fewer job dissatisfaction reasons for

resignation.

Table XL also fails to reveal any co~stant relationship between

"interest" in a field of social work in first job choice, and average



TABLE XL

THE SIX MAJOR FIELDS OF SOCIAL WORK IN WHICH RESPONDENTS HAVE
BETWEEN THE ACCEPTANCE OF POSTS BECAUSE OF A SPECIFIC INTEREST
AVERAGE LENGTH OF JOBS, AND DISSATISFACTIONS Tl~T INFLUENCE JOB

THEIR FIRST
IN A FIELD

TERMINATION.

JOBS: RELATIONSHIP
OF SOCIAL WORK,

FIELD OF SOCIAL WORK

% of all first jobs
accepted in this
field where a
specific interest
in the field was an
influencing factor

% of all factors
influencing jci>
termination in
this field where a
specific job
dissatisfaction
was influential in
termination -/(

Average length of
all first jobs in
this field (months)

Psychiatric 100 28.57 19.8

Dept. Social Welfare and Pensions 80 25.00 34.5

Physical Disability 80 40.00 11. 6

Child & Family Welfare 68 45.45 16.2

Prisoners 60 40.00 14.6

Medical I 55 45.45 18.1

~.( "Specific job di ssatisfaction" refers to all job dissatisfactions listed in Group "B" of Table XXXIX, supra

SOURCE OF DATA FOR TABLE: Table XXXIX, supra and Table XXXVI, supra
"d
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length of first jobs.

Page 330

The two fields with the greatest proportion of

first job choice influenced by "interest" (psychiatric social work and

the Department of Social Welfare and Pensions) do in fact have the

longest average length of first job, but thereafter, no trend is

apparent. In the field of social work with the physically disabled,

for example, "interest" is as frequent a reason for first job choice

as in the Department of Social Welfare and Pensions, yet the former

field has a considerably shorter average length of first job. The

field where "interest" plays the least part in first job choice

(medical social work) has the third longest average length of job.

The foregoing findings do not support a relationship between

the three factors of "interest" in first job choice, average length of

first job, and the influence of job dissatisfaction on resignation.

(Lf.) Jobs being "the only jobs available".

When jobs are accepted because they are "the only jobs available",

the converse of "interest in a field of social work" is implied .

. Table XLI, overleaf, sets out the relationship between first jobs
-."

being accepted because they are the "only jobs available", average length

of first jobs, and the influence of job dissatisfaction on resignation,

by major fields of first employment.

The table shows no continuous or regular relationship between

the three factors, although in the two fields with fewest first jobs

accepted because they are the only ones available (psychiatric social

work and the Department of Social Welfare and Pensions), there is



TABLE XLI

SI X MAJ OR FIELDS OF SOCIAL WORK I N .WHI CH RESPONDENTS HAVE THEIR FIRST JOBS: RELATIONSHIP
BETWE EN ACCEPTI NG A POST BECAUSE I T IS THE "ONLY POST
AND DISSATIS FACTIONS THAT I NFLUE NCE JOB TERMINATION .

AVAILABLE" , AVERAGE LENGTH OF JOBS , .

% of all first job~ % of all factors Average length of
accepted i n this influencing job all first jobs in
field where t he job termination in t his this fie ld (mont hs)

FIELD OF SOCIAL WORK being t he "onl y post field where a
available" was an specific job
influencing factor dissatisfaction was

influential in
termination -le

Prisoners 40 40.00 14.6

Child and Family 35 45.45 16.2

Physical Disability 20 40.00 11.6

Medi ca l 11 45.45 18.1

Dept. of Social Welfare and Pensions 10 25.00 34.5

Psychiatric 0 28 .57 19.8

-le "Speci fi c Job Dissatisfaction" refers to all job dissatisfactions listed in Group "B" of Table XXXI X, supr a

SOURCE OF DATA FOR TABLE: Table XXXIX, supra; and Table XXXVI, supra
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also the longest average length of first job, and the least influence

of job dissatisfaction on resignation.

In respondents first jobs, therefore, no relationship can be

claimed between interest in a field (or lack of it), average length of

job, and the influence of job dissatisfaction on resigna~ion.

8. First jobs in social work: mobility away from fields of first,
employment after termination of first jobs

The average length of respondents' first jobs is 17.5 months.

This is a relatively short period for the benefits of social work

education to be consolidated by practice. A relevant issue that

arises from this finding is whether respondents change fields of

social work employment when they move to second jobs, or whether they

choose second jobs in the sam~ field.

Table XLII, overleaf, contains an analysis of fields of first

employment in social work, and, where applicable, the fields in which

respondents have their second social work posts.

Of the 79 respondents who have first jobs in social work, 21

(26.58%) have no second jobs; 19 (24.05%) have first and second jobs

in the same field of social work; and 39 (49.37%) change their field of

social work when they move from first to second jobs. It is of note

that of the 58 respondents who have second jobs in social work, 39

(or 67.24%) change their field of social work employment.



TABLE XLII

FI RST AND SECOND JOBS
THEIR SECOND J OBS ARE

I N SOCI AL I~OR K: FIELDS IN WHICH RESPONDENTS HAVE
IN THE SAME OR DIFFERENT FIELDS.

THEI R FIRST JOBS , AND WH ETHER

No . o f Res pondent s No and % of Respo ndent s No . and % of Res ponden t s No an d % of Res pondent s
who had their fi rs t who had t hei r fi rst j ob who had t heir fi r s t an d who ha d t heir f i r s t job
job in t his f i e l d of i n t hi s fie ld, but who secon d jobs i n t his in t hi s fi eld, an d t heir

Fie l d o f soci al wor k had ~ second job at fi e l d second job i n a di ff er ent
all f iel d

Soci a l Work

No . % No. % No . %

Aged 1 0 - 0 - 1 100. 00

Alcoholism 2 1 50. 00 0 1 50 . 00

Child and Family 34 10 29 .41 10 29 . 41 14 41. 18

Commun ity 3 1 33 .33 0 - 2 66 .67

Dept . of Soc i a l We lfare and
10 1 10. 00 3 30 .00 6 60 . 00Pensions

Hous i ng 2 1 50 . 00 0 - I 50 . 00

Medical 9 1 ll .ll 1 ll.ll 7 77 .78

Pri soners 5 2 40 . 00 1 20. 00 2 40. 00

Psych iat r ic 5 0 - 3 60 . 00 2 40 . 00

Physical Disabi l ity 5 2 40 .00 1 20 .00 2 40 . 00

Recreation 3 2 66. 67 0 - 1 33 .33

TOTAL 79* 21 26 .5 8 19 24 . 05 39 !+ 9 .37

r»
C':..,

* Of the 86 res pon dents , on ly 79 had first j obs

'-'
'-'
'-'



Do the above patterns hold true for all major fields of social

work employment?

The six major fields of first employment (each with from 5 to

34 firs t jobs) are child and f ami l y welfare, t he Department of Social

Welfare and Pensions, medical social work, social work with prisoners,

psychiatric social work, and social work l'1ith the physically dis abled.

When Table XLII is examined, t hree trends can be identified in these

six major fields:-

Firstly, after resigning from their first jobs in major fi elds

of social work employment, the maj or i t y of respondents have second

jobs in social work.

Secondly, with the exception of the field of psychiatric social

work, most respondents who have second jobs change their field of

social work employment.

Perhaps the generic education of social workers may contribute

to this finding: social workers are free to move from field to field

without additional, specialist qualifications. At the same time, the

finding may be a result of purely practical issues. For example, a.

period of occupational wastage often intervenes between first and

second jobs. When she chooses her second j ob , the social worker may

be less influenced by "interest in a field of social work", and mor e

influenced by practical issues such as good salary, sui table working

hours, t he availability of locum tenens posts and so forth. Indeed,

Table XXXV, supra, shows t ha t t hese lat ter f ac t or s are mor e in fl uent i a l
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in the choice of second and subsequent jobs, than in first job choice.

It is of note that the majority of respondents who choose their

first jobs in psychiatric social work, also choose their. second jobs

in this field. This phenomenon may not be unrelated to the fact that

100% of first jobs in this field arc motivated by a specific interest

in psychiatric social work (Table XXXVI, supra).

Thirdly, respondents who have their first jo~s in the Department

of Social Welfare and Pensions and medical social work, show the greates t

tendency to change fields when moving from first to second jobs.

In the case of the Department of Social Welfare and Pensions,

this finding may be a consequence of the Department's policy (up to

July, 1963) of not employing married women as permanent staff members.

In the case of medical social work, it is more difficult to explain

the high incidence of movement out of the field from first to second

jobs. However, this phenomenon may be related to the fact that in

first job choice, "interest in the field" played a lesser part in

medical social work jobs than in any other major field of first

employment (Table XXXVI, supra).

The two latter trends identified in this section may be due to

another factor: certain fields of social work may be preferred for

first jobs, while other fields of social work may be preferred for

later jobs. This possibility is explored in the following section.
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9. Fields of first social work employment, and fields of second

and subsequent social work employment

A finding reported in an earlier section of this research study

is that as respondents grow older, they show an increased propensity

to work in more specialised social work fields (Table XV, supra).

From this finding, it might be expected that proportionally more second

and subsequent jobs than first jobs will be in "specialised" fields

of social work.

Table XLIII, overleaf, reflects the distribution of first and

subsequent social work jobs, by fields of social work employment .

Three observations can be made about the table.

Firstly, respondents show a tendency to have proportionally

more first jobs than second or subsequent jobs in 6 of the 15 fields of

employment. These fields are those of child and family welfare, the

Department of Social Welfare and Pensions, community work, housing,

physical disability, and recreation.

On the other hand, respondents show a tendency to have

proportionally fewer firs~ jobs than second or subsequent jobs in 5 of

the 15 fields of employment. These fields are those of the aged,

alcoholism, medical social work, prisoners, and psychiatric social

work.

Finally, respondents have second and subsequent jobs in 4 fields

where no first employment is reported. These fields are those of

industry, legal aid, school social work, and.social work education.
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TABLE XLII I

FIRST JOBS IN SOCI AL WORK : COMPARI SON OF FI ELDS OF FIRST
EMPLOYMENT WITH FIELDS OF SECOND AND SUBSEQUENT E}lPLOYMENT

..

FIRST JOBS: No SECOND & SUBSEQUENT

FIELD OF SOCIAL and % of JOBS: No and % of

WORK re!>pondents' respondents' second
firs t jobs in and subsequent jobs
this field in this field

No. % No. %

Aged 1 1. 26 8 6.72

Alcoholism 2 2.53 5 4.20

Child and Family 34 43.04 34 28.57

Community 3 3 .80 2 1. 68

Dept . of Social Wel f ar e 10 12.66 6 5 .05and Pensions

Housing 2 2.53 2 1. 68

Industry 0 0.00 2 1. 68

Legal Aid 0 0.00 1 0.84

Medical 9 11. 39 19 15.97

Prisoners 5 6.33
.

. 8 6.72

Psychiatric 5 6.33 15 12 .60

Physical disability 5 6 .33 6 5.05

Recreation 3 3.80 2 1. 68

School 0 0 .00 1 0.84

Social Work Education 0 0.00 · 8 6.72

TOTALS 79 100.00 119 100.00
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These observations point to two general trends:-

Firstly, although respondents report first jobs in a number of

specialised fields of social work, most first employment is in the

broad field of child and family welfare (34, or 43.04% of first jobs

are in child and family welfare, and a further 10, or 12.66% are in the

Department of Social Welfare and Pensions).

Secondly, in second and subsequent jobs, although respondents

do report employment in the broad field of child and family welfare,

most employment is in specialised, less generic fields (only 34, or

28.57% of jobs are in child and family welfare, and 6, or 5.05% of

jobs in the Department of Social Welfare and Pensions).

It would seem, therefor, that less experienced social workers

in their first jobs are more often than not employed in generic, family

welfare-oriented fields; while in their subsequent jobs, they are

employed in more specialised fields of social work activity.

Mobility among social workers, as they move. from first to

subsequent jobs, does not follow a musical chair pattern of

re-distribution among fields of social work in the same overall

proportions as those of first employment: in mobility from first to

subsequent jobs, there is a movement from the more generic to the more

specialised fields of social work.



Page 339

10. Surranary

Respondents have 79 first jobs in 11 fields of social work.

rhe average length of first jobs is longer than the average length of

all jobs.

The major fields of first employment are identical to the major

fields of all employment. However, most first jobs are in the broad

field of child and family we1 .fare, while most later jobs are in more

specialised fields of social work.

When reasons for the choice of first jobs are compared to

reasons for the choice of later jobs, first job choice is more influenced

by interest in a ·fie1d of social work, and by jobs bei~g the only

available vacancies. On the other hand, first job choice is less

influenced by good salary, suitable working hours, and the availability

of locum tenens posts.

When resignation from first jobs is compared to resignation from

later jobs, first job resignation is more influenced by job

dissatisfaction, and less influenced by family-related factors.

In first jobs, no relationship can be claimed between "interest"

(or the lack of it) in job choice, average length of job, and the

influence of job dissatisfaction on resignation.



Chapter 10

WORK SATISFACTION

Page 340

/

1.

2.

3.

4.

5.

6.

7.

8.

Frame of reference for the analysis of
work sa~isfactions .

Work satisfaction: respondents' assessment
of the importance of ten selected work
considerations for their work
satisfaction .

Work satisfaction: respondents' ranking of ten
selected work considerations in order of
work satisfaction importance .

Rank order comparison: respondents' direct
ranking of the work satisfaction
importance of ten selected work
considerations, and their indirect
ranking of the same considerations in
terms of work satisfaction importance
scores .

High and low employment quotient groups:
respondents' assessment of the
importance of ten selected work
considerations for their work
satisfaction .

High and low employment quotient groups:
respondents' ranking of ten selected
work considerations in order of work
satisfaction importance .

High and low employment quotient groups:
comparison of respondents' direct ranking
of the work satisfaction importance of
ten selected work considerations, with
their indirect ranking of the same
considerations by means of work
satisfaction importance scores .........•

Summary .

342

346

350

355

358

366

371

379



Page 341

Chapter 10

WORK SATISFACTION

In preceding chapters, the work satisfaction of respondents has been

touched upon, both directly and indirectly. In reporting upon their

occupational wastage, and more particularly in recording the factors which

influence their occupational mobility, respondents have indicated that an

anticipation of receiving one or other work satisfaction often influences

their movement towards new social work posts. Similarly, the absence of

a particular work satisfaction sometimes contributes to their job

termination, and their movement away from social work jobs (Tables XXIV

and XXVI, supra ).

However, in canvassing respondents' reasons for taking and leaving

social work positions, an open-ended form of question was used (see

question 3 of the questionnaire form, Appendix I), and no attempt was made

to direct their attention to specific work satisfactions or dissatisfactions
' Co>

that might have influenced their work patterns. Thus, work satisfactions

and dissatisfactions recorded by respondents in answer to question 3 of

the questionnaire were of a spontaneous nature, and were those particular

influences which respondents recalled, in some instances after a time

lapse of 15 years.

The latter part of the questionnaire used in this study (see questions

6 and 7 of Appendix I, infra) included ten work considerations which all

respondents were requested to assess in work satisfaction importance. It

is interesting to note that the ten work considerations selected for

respondents' assessment bear a 'c l os e similarity to the work satisfactions

and dissatisfactions spontaneously reported by respondents in their
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earlier replies to question 3 of the questionnaire.

Only one factor included in the structured list of 10 potential work

satisfactions is not spontaneously recorded by respondents as influencing

their choice or termination of social work positions. This factor is

that of "satisfactory service conditions" (leave, pension, medical aid,

paid sick leave, written contract of service, etc.) On the other hand,

there are 5 work satisfaction factors spontaneously recorded by respondents

in answer to question 3 of the questionnaire, which are not included,

directly or indirectly, in the structured list of 10 potential work

satisfactions. These are the prestige of a particular agency; a liking

for a particular agency's personnel; convenience for travel; a feeling

that social work is "depressing"; and opportunity for advancement (that

is, promotion).

The following chapter contains an analysis of respondents' work

satisfaction priorities. The chapter is based on respondents' replies to

questions 6 and 7 of the questionnaire.

1. Frame of reference for the analysis of work satisfactions

A preliminary note must be made of the frame of reference used in

the analysis of work satisfaction priorities. A system of classification

was necessary for three reasons. Firstly, the investigator desired to

isolate those aspects of work that might be considered to "reward" the

worker for her work. Secondly, he also wished to isolate aspects of

work that could be associated with long-term career goals. Thirdly, if

data is not classified into categories, it is difficult to identify trends

and to interpret findings.



Page 343

One over-riding difficulty exists in forming a classification system

for the ten work considerat ions presented to respondents . Thi s is tha t

many of the work considerations are capabl e of classi fic a t ion into more

than one category. For example, "adequate salary" may be a r eward to t he

worker for her work, yet on the other han d , i t may also be associated

with long-term career goals. The "super vi s ion and guidance of less

experienced workers" may be linked to a worker's long-term career goals

(as this helps the worker to develop her social wor k ski lls), but at t he

same time, supervision of t he beginni ng worker may have i mplications f or

the provision of an effective social work service. "Satisfactory work ing

conditions" may be a reward to the worker in terms of personal conveni ence,

but again, ther e is no doub t t hat when working condit ions are satisfact or y,

the quality of a service may improve.

In view of classification difficulties, it is neces sary to give a

·de t ai 1ed explanation of the investi gator's reasoning in choosing to

categorise a work consideration in one category, rather than another.

This is set out below.

Group A: Aspects of work providing "worker reward".

Of the ten work considerations presented to respondents, t hree can be

associated with reward to t he worker f or her services:-

1) "Interesting work". (A reward to t he work er in terms of personal

satisfaction);

2) "Adequate salary" (A f i n anci a l r e\vard)·,

3) "Satisfactory working conditions" (A reward to t he worker in personal

and professional co nvenience).
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Corporately, these three work considerations are referred to as

"worker r eward considerations".

Group B: Aspects of wo rk promoting long-term career goals.

A further t hree of the ten work considerations can be thought of as

promoting a worker's long-term career g08ls:-

1) "Opportunities for professional improvement" (Enabling the worker to

develop he r professional knowledge and skills);

2) "Supervision and guidance of less experienced workers" (Helping the

beginning wor ker to develop her skills);

3) "Service conditions" (Aspects of work such as leave, sick leave,

medical aid, pension, written contract of service, etc.; which

provide the worker with long-term security).

Corporately, these three work considerations are referred to as

"considerations associated with long-term career goals".

Group C: Ethi cal aspects of work

One work consideration falls directly into this category:-

1) "The social work service provided by the agency being of real value

to the community" (In terms of the social work value that the best

interests of the client are of paramount importance in the provision

of any social work service).

This work consideration is referred to as an "ethical consideration".
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Group D: Aspects of work promoting an effective social work service

The last three work considerations, which do not directly fall into

any of the previous categories, are all concerned with promoting a more

effective social work service:-

1) "Easy conununication and co-operation between staff, and between

staff and volunteers" (So that the many individuals involved in an

agency work together in harmony);

2) '~illingness of the Board of Management - or other policy-making

authority in t he agency - to appreciate the points of view of

. pr of es s i ona l social work staff" (So that within the bureaucratic

setting, the maker s and the i mplementers of policy have a two-way

sharing of exper tise and i n formation);

3) "Reasonable work loads" (So that the worker can effectively carry out

all work allocated to her.)

Corp0rately, these three considerations are referred to as .

"considerations associated with providing an effective social work service".

The above classification is not water-tight. In some instances t he

classification of a particular work consideration into one category rather

. than another is relatively arbitrary. Other social workers might

choose to categorise work considerations in a way different to that chosen

by the investigator, and this point should be borne in mind by the reader

as he peruses t he analyses 'pr e s en t ed in the remainder of this chapter .
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2. Work satisfaction: respondents' assessment of the importance of ten

selected work considerations for their work satisfaction

Table XLIV, overleaf, reflects an analysis of the work satisfaction

importance that respondents attach to ten selected work considerations.

The tabulation is constructed from data provided by respondents when

they were asked to assess the work satisfaction importance of each

individual consideration, on a simple three-point scale of "essential",

"desirable" or "not necessary". Table XLIV also incorporates a work

satisfactio~ importance score (WSIS) for each work consideration assessed,

together with a rank order based upon the WSIS.

Using the frame of reference outlined at the beginning of this chapter,

it is interesting to evaluate the work satisfaction importance that

respondents give to the ten considerations presented to them.

The highest WSIS (91.09) is allocated to the social work service

provided by the agency being of real value to the community. The high

assessment given to this ethical consideration would seem appropriate for

a profession that is "client-oriented", and where a basic ethical value

is that social work should make a contribution to .c l i ent well-being.

The second highest WSIS (88.76) is given to interesting work, which is

essentially a reward in personal ~atisfaction to the social worker. It is

of note, however, that a high work satisfaction priority for interesting

work may be complementary to a high work satisfaction priority for the

service provided by the agency being of real value to the community: an

element of "personal satisfaction" may well be the satisfaction that comes

from participating in a valuable social work service.



TABLE XLIV

RE SPONDENTS' ASSESSHENT OF THE INPOR ';:'ANCE OF TEN SELECTED WORK CONSIDERATIONS FOR THEI R WO RK SAT! SFACTlON

Responden ts' Assessmen t o f the i mportance of
this work cons i der ation for t he i r work

sat i s f act i on

WORK CONSI DE RATION Es sent i a l Desi rab le Not
Necessa ry

Work
Satisfaction
impor tance
score ,',
(WSI S)

Rank i n
work
sati sfaction
i mport ance
(in ter ms of
WSI S)

Adequate salary

Satisfac tory service condit ions (leave, pens ion, medical ai d,
paid sick leave, written contract of s ervice, etc.)

Satisfactory working conditions (of fice space, availability
of secretarial assistance, suitable t rans por t , hour s of
work, etc.)

The social work servi ce provided by t he agency being of
real value to the community

Easy communication and co-operation between staff members,
and between staff and vol unt eer s

Willingness o f Board of Management (or other policy-making
authority in t he agency) to apprecia te t he pof.nts of view
of professional so cial work staff

Interesting work

Adequate opportunities for professional improvement
(opportunities for furt her study, to do research, to try
out new techniques, to keep up with the literature, etc)

Provision for t he supervision and/or gui dance of less
experienced workers by more experienced colleagues

A reasonable work load (i.e . the possibility of the worker
effectivel y carrying out all work assi gned to her )

No .

41

32

42

63

4 5

48

57

30

50

52

%

47 .67

37.21

48. 84

73.26

52 .33

55.81

66.28

34.88

58.14

60.47

No .

45

50

41

23

39

38

29

50

32

32

%

52. 33

58 . 14

47.67

26.74

45.35

44.19

33 .72

58 . 14

37.21

37 .2 1

No .

o

4

3

o

2

o

o

6

4

2

%

o

4. 65

3.49

o

2.32

o

o

6 . 98

4.65

2 .32

82 .56

77 . 52

81. 78

91 .09

83 .33

85.27

88 .76

75.97

84.49

86 . 05

7

9

8

6

4

2

10

5

3

'I< See page 168 for definition

N 86

;;
:r.,.
...,
s­.....
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Considerations given the third, fourth and sixth highest WSIS's

are related to the provision of an effective social work service.

They are, respectively, a reasonable work load (WSIS of 86.05); an agency

policy-making authority willing to appreciate the points of view of

professional social work personnel (WSIS of 85.27); and easy communication

and co-operation between staff, and between staff and volunteers OlSIS of

83.33).

Ranked fifth highest in terms of WSIS (84.49) is a consideration

linked to the worker's long-term career goals: the supervision and guidance

of less experienced personnel. It is interesting that, in terms of work

satisfaction importance, this particular work consideration should be

placed amongst a group of considerations associated with the provision of

an effective social welfare service. The supervision and guidance of less

experienced workers, while related to a worker's own personal and

professional development, also has consequences for the delivery of a

welfare service.

Considerations ranked seventh and eighth in terms of WSIS are both

related to worker reward: adequate salary has a WSIS of 82.56, and

satisfactory working conditions has a WSIS of 81.78 .

. Finally, ranked ninth and tenth in terms of WSIS, are two

considerations related to the worker's long-term career goals. Satisfactory

service conditions has a WSIS of 77.52, and opportunities for professional

improvement has a WSIS of 75.97, the lowest WSIS of all.

In terms of this analysis, thercfor, respondents tend to give a

higher work satisfaction importance to considerations related to a valuable

and effective social work service, than to considerations associated with
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worker reward (other than "interesting wor k "}. Similarly, t hey tend to

give a higher work satisfaction importance to considerations associated

with worker reward, than to aspects of work associated with t he worker's

long-term career goals (other t han the supervision and guidanc e of less

experienced workers).

A second analysis of Table XLIV data can be made by exami ning the

proportion of respondents who consider work considerations ei ther

"essential" or "not necessary" f or t heir work sat i s faction.

Table XLIV shows that more t han half the respondents classi fy six

work considerations as essential for t heir work satisfaction: the service

provided by the ag ency being of real value to the community (73.26%);

interesting work (66.28%); a reasonable work load (60.47%); provision of

supervision and guidance for less exp erienced personnel (58.14%);

willingness of the agency policy-making au t hority to appreciate the points·

of view of professional social work staff (55.81%) ; and easy communication

and co-operation between staff, and between staff and volunt eers (52 .33%).

It is of note t hat the three work considerations which most respondents

consider essential to t heir work satisfact ion, are also the t hree

considerations given t he highest WSI S ' s .

On the other hand, Table XLIV shows that a small proportion of

respondents judge six of the work cons i derations not necess ar y f or their

work satisfaction: opportunities for professional i mprovement (6.98%);

satisfactory service conditions (4.65%); provision of supervision and

guidance to less experienced personnel (4.65%); satisfactory working

conditions (3.49%); easy communication an d co-operation between staff, and

between staff and volunteers (2.32%); and a reasonable work load (2.32%).
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Interestingly, the two work considerations which most respondents consider

not necessary for their work satisfaction, are also the two considerations

with the lowest WSIS's.

Overall, three trends can be identified:-

Firstly, respondents place greatest work satisfaction importance on

the ethical consideration of the agency's service being of real value to

the community; on interesting work; and on reasonable work loads. Over

60% of respondents consider each of these aspects of work to be essential

to their work satisfaction, and no respondents consider them to be not

necessary.

Secondly, respondents place least work satisfaction importance on two

aspects of work that ' are related .t o the worker's long-term career goals:

satisfactory service conditions, and opportunities for professional

improvement.

Thirdly, respondents make high work satisfaction demands. More

than half of the respondents assess six of the work considerations

presented to them as "essential" for their work satisfaction; and in no

case do more than 7% of respondents assess any work consideration as being

"not necessary" for their work satisfaction.

3. Work satisfaction: respondent's ranking of ten selected work

considerations in order of work satisfaction importance.

Table XLV, overleaf, reflects respondents' ranking of ten selected

work considerations, in order of the importance that they attach to each

consideration for their work satisfaction. Taking the same work

considerations that they earlier assessed as "essential", "desirable" or



TABLE XLV

WORK SATISFACTION: RE SPONDENTS' RANKI NG OF TEN SELECTED WORK CONSI DERATIONS I N ORDER OF IMPORTAN CE FOR THE IR WORK SATISFA CTIO~

WORK CONSI DERATI ON

Adequate salary

Satisfactory service conditions (leave, pension, medical aid, paid sick leave,
written contract of service, etc.)

Satisfactory working conditions (office space, availability of secretarial
assistance, suitable transport, hours of work, etc .)

The social work service provided by the agency being of real value to the
community

Easy communication and co-operation between staff members, and be tween staff
members and volunteers.

Willingness of Board of Management (or other policy-making authority in the
agency) to appreciate t he points of view of professional social work staff .

I n t e r es t i ng work

Adequate opportunities for professional improvement (Opportunities for further
s tudy, to do .r e s ea r c h , to tryout new techniques, to keep up with the
literature, etc .)

Provision for supervision and/or guidance of less experienced workers by
more experienced colleagues .

A reasonable work load (i .e. possibility of worker effectively carrying out
all work assigned to her)

RANGE of MEDI AN & TOTAL of OVE RALL RANK
work satisfaction QUARTILE work all individual I N WORK
importance satis fa c t ion work SATISFACTI ON
rankings given impor tance satisfaction I MPORTANCE of
t o this rankings given importanc e t his
consideration by to this rankings given con s i derat i on
respondents consideration to thi s +

by respondents considera tion
by responde nts

f ,

1 to 10 I
4 I( 2 and 6) 378 I 3

7
1 to 10 I (5 and 9 ) I 555 I 9

6
1 to 10 I ( 4 and 9 ) I 528 I 7

3
1 to 9 I (l and 6) I 303 I 2

6
1 to 10 I (3 and 8) I 471 I 5

7
1 to 10 (4 an d 8 ) I 50 9 I 6

2
1 to 10 (l and 4) I 280 I 1

8
'2 to 10 I (6 and 10 ) I 63 1 I 10

6
1 to 10 I (4 and 9 ) I 534 I 8

5
1 to 10 I (4 an d 7) I 427 I 4

* Total o f individual work satisfaction importance rankings has a potential range of 84 to 840

+ See p . 353 f or description of this measurement

N of respondents 84
~

ilO
~

'"--'
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"not necessary" for their work satisfaction, respondents were asked to

place the ten considerations in the order of . importance that t hey would

attach to them for their work satisfaction. Thus, respond ents ranked t he

most important work consideration "1", and so on up to t he (comparatively)

least i mportant work considera t ion, lo1hich was ranked "10" .

Although Table XLV, like Table XLIV before it, reflects f igures that

can be used to compare the work satis faction i mportance of one consideration

with that of others, t here i s a basic and essent ial differ ence between

the methods used to obtain the data analysed i n the two tables.

To obtain data for Table XLIV, respondents were asked to assess each

individual item's work satisfaction i mportance on a simple t hree-point

scale. They were not required to weigh t he work satisfaction i mportance

of one item against that of others: t he investiga tor did t his for

respondents as a whole by computing work satisfact ion importance scores.

On the other h~nd, to obtain the data for Table XLV, respondents themselves

were asked to rank the same ten work considerations in work satisfaction

importance. To complete t he ordering required for Tab l e XLV , therefor,

respondents had to adopt a realistic, comparative procedure of weighing

one consideration against another, using t he same model t hat they would us e ,

say, in comparatively evaluating the satisfactions of an actual social

work job.

The suggestion can thus be made t hat the f igur es reflected in Table

XLV will be more representative of respondents' "real life" pattern of

assessing work satisfactions; while the figur es in the earl ier Table XLIV

will be more representative of an "idealised" approa ch to assessing work

satisfaction . If this su gges tion has substance, then a lack of con grui ty

between the work satisfaction i mport ance rank ings of Tabl es XLIV and A~V
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may be expected.

Before submitting Table XLV to analysis, three matters relating to

data collection and measurement merit comment. Firstly, only 84 of the

86 respondents participated in the ordering of work considerations

reflected in Table XLV: one respondent thought the considerations

"impossible to rank ll , while another completed this section of her

questionnaire incorrectly. Secondly, the total of all work satisfaction

importance rankings is a mean measurement: the total is the sum of all

rankings, both high and low. If all respondents were to assess a

consideration the most important, and rank . it "Ill, the total rankings for

that consideration would 84 x 1, or 84; similarly, if all respondents were

to rank it least important, the total would be 84 x 10, or 840. As

respondents provide a wide range of rankings for each consideration,

median and quartile rankings are included in Table XLV to indicate rank

distribution patterns. Thirdly, the overall rank in work satisfaction

importance of each consideration (extreme right-hand column of Table XLV)

is also a mean measure of central tendency, as it is directly derived

from the total of all work satisfaction importance rankings.

When Table XLV is submitted to analysis in terms of the ·frame of

reference provided at · the beginning of this chapter, the following pattern

of work satisfaction priorities is established:-

Of the three work considerations allocated highest work satisfaction

importance, two are related to worker reward: interesting work has the

highest rank of 1 (total rankings 280), and adequate salary the third

highest rank of 3 (total rankings 378). Between these two considerations

comes the ethical consideration of the social work service provided by the

agency being of real value to the community (ranked 2nd, with total
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rankings of 303).

Ranked 4th, 5th and 6th in work satisfaction importance are three

aspects of work related to the provision of an effective social work

service: they are, respectively, a reasonable work load (total rankings

427); easy communication and co-operation between staff, and between staff

and volunteers (total rankings 471); and willingness of the agency policy­

making authority to appreciate the points of view of the professional

social work staff (total rankings 509). Ranked 7th i.n work satisfaction

importance is satisfactory working conditions (total rankings 528), an

aspect of work related to worker reward.

Fina11y,ranked 8th, 9th and 10th in work satisfaction importance, are

three considerations associated with a worker's long-term career goals.

Supervision and guidance of less experienced personnel has total rankings

of 534; satisfactory service conditions has total rankings of 555; and

adequate opportunities for professional improvement has total rankings of

631.

Three trends can be identified in these findings.

Firstly, respondents place interesting work first in work satisfaction

importance; while the value of the service provided by the agency to the

community falls into second place.

Secondly, two work considerations associated with worker reward

(interesting work and adequate salary) are placed before aspects . of work

associated with the provision of an effective social work service.
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Thirdly, aspects of work associated with the provision of an effective

social work service are placed before work considerations related to a

worker's long-term career goals. This means that the supervision and

guidance of less experienced workers, satisfactory service conditions, and

adequate opportunities for professional improvement, are least important

to respondents for work their satisfaction.

4. Rank order comparison: respondents' direct ranking of the work

satisfaction importance of ten selected work considerations, and

their indirect ranking of the same considerations in terms of work

satisfaction importance scores.

Similarities and differences are revealed by a comparison of Table XLIV

and XLV rankings of work satisfaction priority.

Three similarities can be noted. Firstly, a high work satisfaction

premium is placed on interesting work, and on the service provided by the

agency being of real value to the community. Secondly, a low premium is

placed on satisfactory service conditions. Thirdly, ~n even lower premium

is placed on opportunities for professional improvement.

The similarities between the two rankings suggest that respondents

gain considerable satisfaction from "interesting" work, and from a

conviction that the service provided by the employing agency is of real

value to the community; but that they are not greatly concerned with some

long-term career goals. The comparatively low work satisfaction

importance placed upon service conditions (including such factors as

pension, medical aid and paid sick leave) can be interpreted in terms of

respondents' gender, the probability that most are married, and the

possibility that they are not normally primary family wage-earners. The

comparatively low work satisfaction importance ascribed to opportunities
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for professional improvement may partly be attributed to the same f actors.

As well as similarities, there are two major differences be tween the

Table XLV and Table XLIV rankings.

Firstly, aspects of work associated with worker reward are given a

higher ranking in Table XLV: interest ing work is ranked 1st in Table XLV,

yet 2nd in Table XLIV; adequate salary is ranked 3rd in Table XLV, yet

7th in Table XLI V; and satisfactory work ing conditions is ranked 7th i n

Table XLV, yet 8th in Table XLI V. Secondly, the supervision and guidance

of less experienced personnel is ranked 5th in Table XLIV, but only 8th in

Table XLV.

A potential explanation for both of these differences can be found in

the suggestion, made earlier, that Table XLV rankings of work satisfact ion

importance are mor e realistic than those of Table XLIV. This sugges tion

can be put to the test by isolating the major points of difference between

Table XLV and XLIV rankings, and comparing them with respondents' actual

reasons for taki ng and leav~ng jobs .

For example, an important diffe~ence between Table XLV and XLIV rankings

is that the former reflects a higher work satisfaction priority for

"interesting work", and for "adequate salary".

Table XLV shows interesting work to be the prime work satisfaction

priority, while Tabl e XLIV shows it to be only the second most important

satisfaction . In reality, t he major influence upon choice of job is

"interest in the field" (Table XXIV, supra), and the major job

dissatis faction causing respondents to leave jobs is being "more interes ted

in another field" (Table XXVI, supra). Actual work histories of
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respondents seem to support the Table XLV ranking of "interesting work".

Secondly, adequate salary is ranked third in work satisfaction

importance in Table XLV, yet only seventh in Table XLIV. In reality,

"good salary" is the second most important influence upon choice of job

(Table XXIV, supra), and "dissatisfaction with salary" is the second most

important job dissatisfaction influence on job termination (Table XXVI,

supra). Again, actual work histories of respondents seem to support the

Table XLV ranking of "adequate salary".

Thus, support is apparent for the suggestion that Table XLV data is

more "realistic" than that of Table XLIV. This finding has an important

implication: when respondents assess the work satisfaction importance of a

number of work considerations, their allocation of priorities is different

in the ideal, theoretical situation, from what it is in the realistic

situation. Put simply, there is a discrepancy between respondents' work

satisfaction ideals, and their actual work satisfaction priorities.

Can an explanation be found for the difference between ideal and

realistic work satisfaction priorities, and particularly for the greater

work satisfaction importance that respondents "realistically" place on

reward to the worker?

One explanation can be suggested in terms of female social workers

having to accommodate conflicting work-home demands. If this is so,

they might be expected to realistically give high work satisfaction

priority to aspects of work that reduce, or compensate for, work-home role

conflict. Thus, they might place a high value on interesting work (a

compensation in terms of personal satisfaction); on adequate salary (a
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financial compensation); and on satisfactory working conditions (which

might reduce conflict, for example by suitable working hours):

The foregoing explanation mus t be regarded as purely tentative, as

other potential explanations cannot be excluded. For example, mos t

people might be expected to give a different ordering of work

satisfaction priorities in the ideal and realistic situations.

Respondents' higher emphasis in the realistic situation on interes ting

work, adequate salary and satisfactory service · conditions, may be a

normal phenomenon that is unconnected to the accommodation of work-

home role conflict.

5. High and low employment quoti ent 9roups: respondents' assessment

of the i mportance of ten selected work considerations f or their

work satisfaction

Are there any noticeable differences between the work satisfaction

priorities of respondents in the high and low EQ groups? If differences

can be established, a new light may be cast on the disparity between t he

two groups' contribution to social work: respondents in the high EQ group

average 62.55 months social work service, while respondents in the low EQ

group average only 6.88 months (Table XXI, supra).

Table XLVI, overleaf, reflects the assessment, by respondents in t he

high and low EQ groups, of the work satisfaction importance that they

personally attach to ten selected work considerations. Respondents

were asked to assess each of la work considerations as "essential", .

"desirable" or "not necessary" for their work satisfaction. On the



TABLE XLVI

RESPONDENTS' ASSESSMENT OF THE I ~IPORTANCE OF TEN SELECTED WORK CONSIDERATIO~ SHI GH AND LOW EMPLOYMENT QUOTIENT GROUPS AND WORK SATISFACTION:
FOR THEIR WORK SATISFACTION

High EQ Group Low EQ Gr oup

Respondents' Assessment
importance of this work
consideration for their
satisfaction

Respondents' Assessment of t he
importance of t his work
consideration for t heir work
satis faction

WORK CONSIDERATION

Essential Desirable

of the

work

Not
Necessary

Work
Satisfaction
Impor t ance
Score *
(WSIS)

Essential Desirable Not
Neces s a r y

Wor k
Satisfact i on
Impor t ance
Scor e ~,

(WSI S)

No % No. % No. % No . % No . % 1 No . %

Adequate Salary 14 I 48.27 15 I 51. 73 82.76 14148.27 I 151 51.73, -. - 82 . 76

Satisfactory service conditions (leave, pension, medical aid,
pai d s ick leave, written contract of service, etc .) 111 37.93 18 1 62.07 79 .31 11 137 .93 I 15\ 51.731 3110.34 75 .86

Satisfactory working conditions (office space, availability
of secretarial assistance, suitable transport, hours of
work, etc.)

13144 .83 16 155.17 81.61 12 141.38 I 15151.731 2 1 6.89 78 .1 6

The social work service provided by the agency being of
real value to the community 23 179.31 6 1 20.69 93.10 22175.8617124.14. -. - 91.95

Easy communication and co-operation between staff members,
and between staff members and volunteers 19 165.52 10 I 34.48 88.51 12 141.38 I 15151.7 31 21 6.89 78 . 16

Willingness of Board of ~nagement (or other policy-making
authority in the agency) to appreciate the .points of view
of professional social work staff

19165 .52 10 I 34 .48 88.51 17 I 58.62 I 12 I 41. 38. -. - 86 . 21

Interesting work 181 62.07 11 I 37 .93 87.36 18 162.07 I 11 I 37.93. -. - 87.36

Adequate opportunities for professional improvement
(Opportunities for further study, to do research, to tryout
new techniques, to keep up with the literature, etc.)

11 1 37.93 18 1 62 .07 79.31 12 141.38 I 15151.731 21 6. 89 78 .16

Provision for supervision and/or guidance of less
experienced workera by more experienced colleagues 23 1 79.31 5 I 17.24 1 3.45 91. 95 131 44. 83 I 13 1 44.83 1 3.10.34 78.1 6

A reasonable work load (i.e. possibility of worker
effectively carrying out all work assigned to her)

High EQ Group N

17 158.62 I 111 37.93 I ·1 I 3 . 45

* See page 168 for deftni tion

20168.97 8 I 27.58

29

1 3. 1.5 88.51

Low EQ Gr oup N 29

85. 06

;;
00
I\)

...,
'"-e
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basis of their assessments, a gr oup work satis f ac tion impor t anc e score

(WSIS) was computed f or each work consideration.

In analysing the data contained in Table XLVI, use can again be

made of the f r ame of re f erenc e outlined at t he begi nning of t his

chapter.

On the basis of WSI S' s , the high EQ gr oup gi ve hi ghes t work

satisfaction importance to the ethi ca l cons ideration of the agency's

social work service being of real value to the community (WSI S of 93.10),

and second highes t i mpor tance to an aspec t of wor k as soci a t ed with

long-term career goals: the supervision and guidance of less experienced

'per s onne l (WSIS of 91.95).

The three considerations jointly r anked t hird with a WSIS of 88 . 51

are related to t he provis i on of an ef fe c t ive soci al work service. They

are easy communication and co-operation between staff, and between

staff and volunteers; will i ngness of t he agen cy pol icy-making authority

to appreciate the points of view of the profess ional social work staff;

and a reasonable work load.

Sixth, seventh and eighth in work satisfaction importance .are three

aspects of work associated with wor ke r r eward: i n teresting work (WSIS of

87.36); adequate salary (WSIS of 82 . 76) ; and sat is f actory working

conditions (WSIS of 81.61).

Finally, joint ninth are two con s iderations associated with a

worker's long-ter m career goals : s a t i s f ac tory service conditions, and
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opportunities for professional improvement (each with a WSIS of 79.31)

The high EQ group's ordering of work satisfaction priorities reveals

two other issues of note. Firstly, very few respondents rate any aspect

of work "not necessary" for their work satisfaction. Only two

considerations are ever assessed in this way: 1 respondent (3.45% of all

respondents) rates the two considerations of a reasonable work load,

and the provision of supervision and guidance to less experienced workers,

as "not necessary" for her work satisfaction. Secondly, . s i x of the

ten aspects of work are assessed as "essential" for the work satisfaction

of the majority of respondents: the agency's social work service being

of real value to the community (79.31%); provision of supervision and

guidance for less experienced workers (79.31%); a reasonable work load

(68.97%); easy communication and co-operation between staff, and between

staff and volunteers (65.52%); willingness of the agency policy-ma~ing

authority to appreciate the points of view of professional social work

staff (65.52%); and interesting work (62.07%).

The low EQ group present a different pattern of work satisfaction

priorities:-

Highest work satisfaction importance is given to the ethical

consideration of the social work service provided by the agency being

of real value to the community (WSIS of 91.95), and second most importance

is given to interesting work (WSIS of 87.36), an aspect of work related

to worker reward.
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Third and fourth in work satisfaction importance are two aspects of

work associated with the provision of an effective social work service.

The willingness of the agency policy-making authority to appreciate the

points of view of t he professional social work staff is given a WSIS

86.21, and a reasonable work load is ·given a WSIS of 85.06.

Adequate salary, a financial reward to the worker, is fifth in work

satisfaction importance with a WSIS of 82.76.

Four work considerations are assessed as joint sixth, with a WSIS

of 78.16. One is associated with the provision of an effective social

work service (communication and co-operation between staff, and between

staff and volunteers); one is associated with worker reward (satisfactory

working conditions); and two are related to a worker's long-term career

goals (adequate opportunities for professional improvement, and the

supervision and guidance· of less experienced personnel).

Finally, tenth and lowest in work satisfaction importance is

satisfactory service conditions, with a WSIS of 75.86.

Two additional trends can be identified in the low EQ group's ·work

satisfaction priorities. Firstly, a small proportion of respondents

assess six of the ten aspects of work as "not necessary" for their

work satisfaction: satisfactory service conditions (10.34%); provision of

supervision and guidance for less experienced personnel (10.34%);

satisfactory working conditions (6.89%); easy communication and

co-operation between staff, and between staff and volunteers (6.89%); and

a reasonable work load (3.45%)~ Secondly, a majority of respondents

assess four of the ten work considerations as "essential" for their
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work satisfaction: the social work service provided by the agency being

of real value to the community (75.86%); interesting work (62.07%);

willingness of the agency policy-making authority to appreciate the

points of view of the professional social work staff (58.62%); and a

reasonable work load (58.62%).

It is interesting to compare the high and low EQ groups' assessments

of work satisfaction prioritv. For this purpose, it is helpful to have

an additional tabulation that reflects the groups' ordering of the ten

work considerations in work satisfaction importance.

in Table XLVII, overleaf.

This is provided

Five main trends, involving similarities and differences, can be

identified.

Firstly, the high EQ group make greater work sati~faction demands

than the low EQ group. The high EQ group give a higher WSIS to

eight of the ten work considerations assessed, and in the case of the

other two considerations, they give the same WSIS as the low EQ group.

Secondly, both the high and the low EQ groups give prime work

satisfaction importance to the agency's service being of real value to

the community.

Thirdly, Both the high and the low EQ groups pl~r.p a high work

satisfaction premium on the p rr...... _.:. . .,: ':" : an effective social work

service. FC'''' .••amp l e , both .gr oups give a higher lySIS to "a

re;!'" ,...anl e work load", and "the \o1i llingness of the agency policy-making

authority to appreciate the points of view of professional social work

staff", than they give to "adequate salary".



TABLE XLVII

RANK ORDER CO}lPARISON: HIGH AND LOW
ASSESSME~~ OF THE WORK SATIS FACTION
TEN SELECTED WORK CONSIDERATIONS, IN
IMPORTANCE SCORES

ENPLOYMENT
IMPORTANCE

TERNS OF
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QUOTIENT GROUPS'
TO THEMSELVES OF
WORK SATI SFACTION

WORK CONSIDERATION

Order of importance or this
work consideration in terms
of work satisfaction
importance score (WSIS)*

High EQ Group Low EQ Group

Adequate salary

Satisfactory service conditions (leave,
pension, medical aid, paid sick leave,
written contract of service, etc.)

Satisfactory working conditions (office
space, availability of secretarial
assistance, suitable transport, hours
of work, etc .')

The social work service provided by the
agency being of real value to the
communf t y

Easy communication and co-operation
between staff members, and between staff
and volunteers

Willingness of Board of Management (or
other policy-making authority in the
agency) to appreciate the points of view
of professional social work staff

Interesting work

Adequate opportunities for professional
improvement (Opportunities for further
study, to do research, to tryout new
techniques, to keep up with the
literature, etc.)

Provision for the supervision and/or
guidance of less experienced workers by
more experienced colleagues .

A reasonable work load (i.e. the · '
possibility of t he worker effectively
carrying out all work assigned to her).

* WSIS's tabulated in Table XLVI, supra.

7

9

8

1

3

3

6

9

2

3

5

10

6

1

6

3

2

6

6

4
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Fourthly, there is no marked difference between the work

satisfaction importance scores given by the two groups to aspects of work

associated with worker reward. Both groups give the same WSIS's to

"interesting work" and to "adequate salary"; and the high EQ group give

only a slightly higher \olSIS to "satisfactory \-lorking conditions" (81. 61,

as compared to 78.16). However, the low EQ group do give all three

worker reward considerations a higher WSIS rank order.

Fifthly, in terms of WSIS's themselves, the high EQ group gives

greater work satisfaction importance to all three aspects of work

associated with a worker's long-term career goals. The difference

between the high and low EQ groups is particularly marked when the

provision of supervision and guidance to less experienced workers is

assessed: the high EQ group give this a WSIS of 91.95, while the low

EQ group give a WSIS of 78.16.

It should be borne in mind that the foregoing analysis is based on

work satisfaction importance scores. Respondents assessed each work

consideration in isolation, and were not required to compare the work

satisfaction importance of one consideration with that of others. The

findings of the analysis may therefor represent "ideal" work satisfaction

priorities.
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6. High and low emp loyment quoti ent gr oups : respondents' ranking of ten

selected work considerations in order of wor k sat is f ac tion i mpor t allce.

Table XLVIII, overleaf, reflects t he ranking of ten selected work

considerations in t he order of t heir work s atisfact ion impor t ance f or

members of the high and low EQ groups . The tabulation includes the

range of work satisfac t ion impor t ance rankings gi ven to each considera t ion,

median and quartile rankings, totals of all r ankings, and , derived f r om

these latter totals, t he overall r ank i n work satis fac tion i mportance of

each work consideration.

To obtain the data reflected in Table XLVIII , respondents were

themselves required to rank the work satis fac t ion i mportance of one

consideration against that of others.

A preliminary note must be made about t he number of high EQ group

respondents who provided data for inclusion in Tabl e XLVI I I. Of t he 29

members of the high EQ group, two members did not complete question 7 of

the questionnaire . One respondent found the ten work considerations

"impossible to rank" in work satisfaction i mportance, while another

completed this section of her ques tionnaire i ncorrectly .

Table XLVI II can be analysed using t he fr ame of re fer ence described

at the beginning of this chapter.

The high EQ group. The high EQ group rank interesting work as

their most i mportant work satis fac tion (total rankings 89) , and ad equa te

salary as t heir second most important satis f action ( to ta l ranki ngs 104) .

Both of these aspects of work are r elat ed t o wor ker reward.



TABLE XLVIII

HIGH AND LOI~

OF I HPORTANCE
EMPLOYMENT QUOTIENT GROUPS AND WORK
FOR THEI R WORK SATISFACTION

SATI SFACTION : RES PONDENTS' RANKING OF TEN SELECTED WORK CONSI DERATIONS I N ORDER

Hi gh EQ group Low EQ gr oup

WORK CONSIDERATION

RANGE of
work
satisfact ion
importance
rankings
given to
this
considera­
tion by
respondents

MEDIAN &
QUARTILE
work
satisfac­
tion
importance
rankings
given to
t his
considera­
tion by
respondents

TOTAL *
of all
individua l
work
sat isfact­
tion
importance
rankings
given to
t his
considera­
tion by
respon­
den ts

OVERALL
RANK in
work
satisfac tion
importance
of t his
consideration

**

RANGE of
work
satis f action
i mpor t ance
rankings
given to
this
considera­
tion by
respondents

MEDIAN &
QUARTI LE
work
s a t i sfact ion
i mpor tance
ranki ngs
given to
this
conside­
ration by
respondents

TOTAL ~,

of a l l
i ndi vidual
work
sati s f ac­
t i on
i mpor tance
ranki ngs
gi ven t o
t hi s
cons i dera­
t i on by
r es ponden­
t s .

OVE RALL
RANK in

work
satisfaction
i mpor t ance
of t his
cons i der at i on

...·d :

Adequate salary

Satisfactory service conditions (leave, pension,
medical aid, paid sick leave, written contract
of service, etc.)

Sat isfactory working conditions (office space,
availability of secretarial assistance, suitable
transport, hours of work, etc.)

The social work service provided by the agency
being of real value to the community

Easy communication and co-operation between staff
members, and between staff members and volunteers

Willingness of Board of Management (or other policy­
making authority in the agency) to appreciate the
points of view of professional social work staff.

I nt er est i ng work

Adequate opportunities for professional improvement
(Opportunities for further study, to do research, to
tryout new techniques, to keep up with the
literature, etc.)

Provision for supervision and/or guidance of less
experienced workers by more experienced colleagues

A reasonable work load (i.e. possibility of worker
effectively carrying out all work assigned to her)

1 to 10

2 to 10

1 to 10

1 to 9

1 to 10

1 to 10

1 to 10

2 to 10

1 to 10

1 to 10

3
2 and 5

7
4 and 10

7
5 and 9

4
1 and 5

5
3 and 8

6
3 and 8

2
1 and 4

8
6 and 9

6
4 and 8

5
2 and 8

104

188

179

114

150

154

89

201

165

137

2

9

8

3

5

6

1

10

7

4

1 to 10

2 t o 10

1 to 10

1 to 9

1 t o 8

1 t o 10

1 t o 10

3 t o 10

2 to 10

1 to 10

5
4 and 8

6
4 and 8

7
4 and 8

2
1 and 6

7
4 and 8

6
3 and 8

3
2 and 4

8
3 and 9

8
3 and 10

4
3 and 8

159

185

189

97

168

158

93

202

197

147

5

7

8

2

6

4

10

9

3

"tl..
DO
Il>

""a-....

N of Respondents in High EQ group = 27; in Low EQ group = 29

* Total of individual work satisfaction importance rankings has a potential range of 27 to 270 fo r High EQ gr oup , and 29 to 290 fo r Low EQ group.

** See p. 353 f or a description of thi s measure
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Ranked third in work satisfaction importance is the ethical

consideration of the agency's service being of real value to the

community (total rankings 114).

Fourth, fifth and sixth in work satisfaction importance are three

aspects of work that are related to the provision of an effective social

work service: a reasonable work load (total rankings 137); easy

communication and co-operation between staff, and between staff and

volunteers (total rankings 150); and the willingness of the agency

policy-making authority to appreciate the points of view of professional

social work staff (total rankings 154).

Seventh in importance (total rankings 165) is the supervision and

guidance of less-experienced workers, an aspect of work associated with

long-term career goals. Eighth is satisfactory working conditions

(total rankings 179), an aspect of work related to worker reward. These

two work considerations also have implications for the provision of an

effective social work service.

Finally, ranked ninth and tenth in work satisfaction importance, are

two aspects of work associated with a worker's long-term career goals.

They are satisfactory service conditions (total rankings 188), and

adequate opportunities for professional improvement (total rankings

201).

The low EQ group. The low EQ group place interesting work, a

consideration related to worker reward, as first in work satisfaction

importance (total rankings 93). Second is the ethical consideration

of an agency's service being of real value to the con~unity (total

rankings 97).
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Third, fourth and sixth in importance are three considerations

related to the provision of an effective social work service. They arc,

respectively, a reasonable work load (total rankings 147); the willingness

of the agency policy-making authority to appreciate the points of view ~f

professional social work staff (total rankings 158); and easy

communication and co-operation between staff, and between staff and

volunteers (total rankings 168).

Fifth in importance is adequate salary (total rankings 159), a

financial reward to the worker for her services. Seventh is satisfactory

service conditions (total rankings 185), a consideration associated with

long-term career goals. Eighth is satisfactory working conditions

(total rankings 189), a rew~rd to the worker in terms of convenience, but

with overtones for the provision of an effective social work service.

Ninth and tenth in work satisfacti.on importance are two aspects of

work that are related to long-term career goals: the supervision and

guidance of less experienced workers (total rankings 197), and adequate

opportunities for professional improvement (total rankings 202).

Comparing the work satisfaction importance priorities of the high

and low EQ groups, five main trends can be identified in Table XLVIII.

Firstly, both groups give prime work satisfaction importance to

interesting .work.

Secondly, the low EQ group give a higher ranking to the ethical

consideration of the social work service being of real value to the

community.
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Thirdly, the high and low EQ groups place different emphasis on

aspects of work related to the provision of an effective social work

service. The high EQ group give more importance to easy comaunic~t i on

and co-operation between staff, and between staff and volunteers. The

low EQ group, on the ot her hand, gi ve a higher r anking to t he ~1ill ingnef. s

of the agency policy-making authority t o appreciate the points of vi ew of

professional social work staff, and also to reasonable work loads.

Fourthly, of the three work considerations that can be classified as

providing worker reward, the high and low EQ gr oups di ffer in the

importance t hat they give to one cons ideration: the high EQ group r anks

adequate salary 2nd in work satisfaction importance, while the low EQ

group ranks it 5th. They agree in t he work satisfaction i mportance r allk

that they give to the other two worker reward considerations: both groups

rank interesting work 1st, and sat is factory working conditions 8th.

Fifthly, neither the high nor the low EQ group give grea t work

satisfaction priority to work consider ations associated wi th long-tel~

career goals. Both groups rank adequa te opportunities for professional

improvement least in work satisfaction importance; the supervision and

guidance of less experienced workers is ranked 7th (high EQ group) and

· 9t h (low EQ group); and satisfactory service conditions is ranked 7th

(low EQ group) and 9th (high EQ group).

Thus, on a basis of comparative ranking of work satisfaction

priorities, neither t he high nor t he low EQ groups emerge as being

over-concerned with long-term career goa l s such as satisfac tory service

conditions, opportunities for prof es s ional improvemen t and the super vis i on

and guidance of less experienced workers. On t he other hand, both gr~ups

plaGe top work satisfaction priority on interesting wOrk, a reward to
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In addition, both

groups place considerable work satisfaction importance on the social

work service provided by the agency being of value to the community.

Two main ways in which the high EQ group differs from the low EQ

group, are that the high EQ group gives more work satisfaction

importance to adequate salary, and to the supervision and guidance of

less experienced workers.

7. High and low EQ groups: comparison of respondents' direct ranking

of the work satisfaction importance of ten selected work

considerations, and their indirect ranking of the same '

considerations by means of work satisfaction importance scores.

Table XLIX, overleaf, contains a rank order comparison of ·t he high

and low EQ groups' direct ranking of the work satisfaction importance

to themselves of ten selected work considerations (Rank Order B), and

their ranking of the same considerations, based on work satisfaction

importance scores (Rank Order A). The data for the ~able is drawn from

the earlier Tables ~,VII and XLVIII.

It can be suggested that Rank Order B will reveal a realistic

ordering of work satisfa~tion priorities. To complete the ordering o

respondents had to comparatively 'weigh the work satisfaction importance

of one consideration against that of others. Conversely, Rank Order A

may be an idealistic assessment of work satisfaction priorities, as

respondents evaluated the work satisfaction of each consideration

individually, without reference to other considerations.
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RANK ORDER COMPARISON: HIGH AND LOW EMPLOYMENT QUOTIENT GROUPS' DIRECT RANKING OF THE WORK SATI SFACTION I MPORTANCE

OF TEN SELECTED WOR K CONSIDERATI ONS TO THEMSELVES, AND THEI R RANKI NG OF THE SAME CONSIDERATI ONS BASED ON WORK

SATISFACTION IMPORTANCE SCORES

Rank Order A I Rank Order B

High EQ group

TOTAL OF DIFFERENCES IN RANK ORDER

Adequate Salary

Satisfactory service conditions (leave. pension. medical aid.
paid sick leave. written contract of service. etc.)

Satisfactory working conditions (office space. availability of
secretarial assistance, suitable transport. hours of work. etc .)

The social work service provided by the agency being of real
value to the community .

Easy communication and co-operation between staff members, and
between staff and volunteers,

Willingness of Board of Management (or other policy-making
authority in the agency) to appreciate the points of view of
professional social work staff.

I nt er es t i ng work

Adequate opportunities for professional improvement (opportunities
for further study. to do research, to tryout new techniques. to
keep up with the literature. etc .)

Provision for the supervision and/or guidance of less experienced
workers by more experienced colleagues .

A reasonable work load (i.e. the possibility of the worker
effectively carrying out all work assigned to her)

Low EQ grou p

In cr ease in Rank Or de r A Rank Or de r B In cr eas e in
posi tion o f posi tion of
th i s work Rank Order of Rank Or der of t his work
considera- t his t his considera-
t i on i n cons i derat i on considerat ion tion in
Rank Order i n terms o f in Rank Order
B. from WSI S ,', res ponde nt s ' B. f r om
Rank Order direct Rank Or der
A ranking o f A

work
satis f ac t i on
importance

(Tab l e XLVII) (TableXLVI II)

+ 5 5 5 0

0 10 7 + 3

0 6 8 - 2

- 2 1 2 - 1

+ 2 6 6 I 0

+ 3 3 4 - 1

+ 5 2 1 - 1

- 1 6 10 - 4

- 5 6 9

I
- 3

- 1 4 3 - 1 I ~
er.
n>

24 I - I - I 16 I \..J

"...,

6

4

2

7

9

3

10

5

8

Rank Order of
t his
consideration
i n
responde nts'
direct
ranki ng of
work
satisfact ion
i mpor t ance
(TableXLVIII)

9

2

3

9

3

7

3

6

8

Rank Order o f
this
consideration
in terms of
WSIS ~,

(Table XLVll)

CONSIDERATIONWORK

* WS IS Work Satisfaction Impor t ance Score
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Table XLIX shows similarities and differences

between the ordering of work satisfaction priorities in Rank Order A

and Rank Order B.

The principal similarity between the two rank orders is that lowest

work satisfaction importance is attached, in both cases, to satisfactory

service conditions and to adequate opportunities for professional

improvement. These two aspects of work are both related to a worker's

long-term career goals.

There are two principal differences. Firstly, two considerations

associated with reward to the worker are each given considerably higher

work satisfaction priority in Rank Order B. Indeed, in comparison to

Rank Order A, both move up five places in rank: interesting work from

6th to 1st, and adequate salary from 7th to 2nd.

A second difference is that two work considerations show a notable

drop in work satisfaction importance from Rank Order A to Rank Order B.

The supervision and guidance of less experienced workers drqps from 2nd

to 7th, and the social work service being of real value to the community

drops from 1st to 3rd.

It has earlier been suggested that Rank Order B will be a more

realistic ordering of work satisfaction priority than Rank Order A.

If this suggestion has substance, the actual work behaviour of high EQ

group respondents should support Rank Order B. Specifically, interesting

work and adequate salary should be major influences upon occupational

mobility, while the "supervision and guidance of less experienced

workers" should be a lesser influence.
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Tables XXXI and XXXII, supra, reflect the factors that have

fnfluenced high EQ group respondents to choose and terminate social work

jobs.

Interest in a field of social work is the most important influence

on job choice, and good salary is the second most important influence.

Similarly, being "more interested in another field ll and dissatisfaction

with salary are, jointly with other factors, the most frequent job

dissatisfactions causing respondents to leave jobs.

On the other han~, the supervision and guidance of less experienced

workers plays only a minor role in respondents' actual work behaviour.

The "supervision and guidance of less experienced personnel" is not

directly reported in Tables XXXI and XXXII, but "better non-physical

working conditions" (which includes the provision of supervision) is

the seventh most important influence on job choice, and dissatisfaction

with non-physical working conditions is, jointly with other factors,

the most frequent dissatisfaction influencing job termination.

Overall, there for, on the three major points of difference between

Rank Order A and Rank Order B, Rank Order B is supported by the actual

work behaviour of high EQ group respondents.

The low EQ group . Table XLIX shows similarities and differences

between the ordering of work satisfaction priorities in Rank Order A and

Rank Order B. Unfortunately, however, one issue clouds a comparison of

the two rank orders: in Rank Order A, t he low EQ group allocate f our

different aspects of work the joint rank of 6th in work satisfact ion

importance.
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Nevertheless, some similarities can be noted .

salary" is ranked 5th in both rank orders .
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Firstly, "adequate

show that aspects of work relat~d to long-term career goals are not given

high work satisfa~tion priority. Satisfactory service conditions is 10th

in Rank Order A, and 7th in Rank Order B; adequate opportunities for

professional improvement is ranked 6th in Rank Order A, and 10th in

Rank Order B; while provision for the supervision and guidance of less

experienced personnel is ranked 6th in Rank Order A, and 9th in Rank Order

B. Thirdly, aspects of work relating to the provision of an effective

social work service retain the same general importance (between 3rd and

6th) in both Rank Order A and Rank Order B.

On the .other hand, there are two slight differences between Rank

Order A and B. Firstly, interesting work is given a slightly higher

rank in Rank Order B (1st) than in Rank Order A (2nd). Secondly, the

reverse is true of "the service provided by the agency being of real

value to the connnunity", which is 2nd in Rank Order B, yet 1st I n Rank

Order A.

It has been suggested that Rank Order B will be the more realistic

of the two rank orders. If this is so, then the actual work histories

of low EQ group respondents should sho"l "interesting work" to be a

major influence on occupational mobility, and "the service provided by

the agency being of real value to the community' to play a lesser part.

When Tables XXXI and XXXII are surveyed, there is partial support

for Rank Order B being a realistic ranking. Interesting work is indeed

the most important influence on job choice, but in job termination, being

"more interested in another field" is only the fourth most frequent job

dissatisfaction influence. Perhaps this is because the low EQ g~o~p
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The "service provided by the agency

being of real value to the connnunityll is not directly reported as an
,

influence on occupational mobility. However, the sixth most important

influence on job choice is "scope for a high standard of service"; and

when jobs are terminated, a belief that social work is "palliative" and

"inability to practice social work of a high standard" are joint sixth

most prevalent job dissatisfaction causes.

The conclusion can be reached, therefor, that both the high and

low EQ groups give a more realistic reflection of their work satisfaction

priorities in Rank Order B. As such, the high and low EQ groups follow

a trend already established for respondents as a whole.

From this finding, a further question · poses itself. Is there a

greater discrepancy between the idealistic and realistic rankings of the

one group, than of the other? It might be expected, for example, that

the high EQ group (with an average of nine times more social work service

than the low EQ group) will have moved towards a reconciliation of their

ideal and realistic work satisfaction priorities. However, an examination

of Table XLIX shows the converse of this expectation to be true:-

Firstly, the high EQ group have the greatest discrepancy between

their idealistic and realistic orderings of work satisfaction priority.

Table XLIX shows that the high EQ group have a total difference of 24

units between Rank Orders A and B, while the low EQ grou~ have a

difference of only 16 units.

Secondly, three major causes can be identified for the high EQ

group's greater discrepancy. On the one hand, two aspects of work

related to worker reward (interesting work, and adequate salary) each



Page 377

increase in importance by five rank units from the idealistic to the

realistic ranking; and on the other hand, the "supervision and guidance of

of less experienced workers" drops in importance by five units from the

idealistic to the realistic ranking.

No clear-cut explanation can be advanced for these findings.

However, it is possible to put fonlard a number of tentativ~ suggestions.

One suggestion might be that low EQ group respondents have not had

sufficient exposure to social work practice for their "realistic" work

satisfaction priorities to become different from their "ideal" priorities.

Respondents in the low EQ group have an average of only 6.88 months actual

social work service. Of the 29 social workers in the group, seven have

never worked in the field. One consequence of this minimal practical

experience may be that ideal work satisfaction values have never been

seriously challenged by some reality demands. To give an example, it is

unlikely that many low EQ group respondents will have experienced trying

to combine the potentially conflicting demands of motherhood and social

work.

Another suggestion might be that high EQ group respondents (who have

an average of nine times as much social work experience as the low EQ

group) may have had to adopt realistic work satisfaction priorities that

are different from their ideal priorities. For example, the single woman

.who is her own source of financial support might ideally place great

value on "a social work service being of real value to the conrrnunity",

yet realistically, she may have to place considerable importance on

"adequate salary": her work is the source of her livelihood. A second

example might be the married woman whose return to work is motivated by

financial factors. In such a case, the work satisfaction priorities
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that she is forced to adopt in prac tice might be different from her

ideal priorities. A third example might be t he mar r i ed woman who is

committed to her profession, yet who must seck a job that permits t he

combination of work-home roles. In t he reali s tic situation, a soci al

worker in this position mi ght have to give top work sat is f action priori ty

to aspects of work that reduce, or compensate f or , wor k- home role

conflict.

No single explanation exists to explain the high EQ group ' s wide

disparity between ideal and realistic work satisfaction pr i or ities.

It seems likely that a number of different forces may comb i ne together

to produce this particular finding. Never the l e s s , it is of note t hat

those respondents with the most experience in social work have t he

greatest disparity between their ideal and realistic wor k sat isfacti on

values.
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8. Summary

Respondents were asked to assess the work satisfaction importance

that they attach to ten selected aspects of work, by the two methods of

assessing each aspect individually, and ranking the ten aspects

comparatively. It is suggested that the former procedure results in

an "idealised" ordering of work satisfaction priorities, while the latter

procedure produces a more "realistic" ordering.

Respondents as a whole

On the basis of individual assessments of each item, respondents

as a whole give highest work satisfaction priority to the "service

provided by the agency being of real value to the community", to

"interesting work", and to a "reasonable work load".

On the basis of a comparative ranking, respondents as a whole give

top work satisfaction priority to "interesting work", "adequate salary",

and the "service provided by the agency being of real value to the

community".

In both the individual assessments and comparative rankings, lowest

work satisfaction importance is given to satisfactory service conditions,

and adequate opportunity for professional improvement.
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High and low EQ gr oups

On the basis of indivi dual as~e s sments of each item, the high EQ

group make greater work satisfaction demands t han t he low EQ group:

the high EQ group place a greater work satisfaction premium on 8 of the

10 considerations assessed, and in the case of the remaining 2

considerations, the same work satisfaction premium as the low EQ group.

Both groups give prime work satisfaction priority to the "service

provided by t he agency being of real value to the community", and both

groups gi ve low work satisfaction importance to satisfactory service

conditions, and oppor tunities f or profes s ional improvement.

On the basis of a comparative ranki ng, t he high EQ group gi ve top

priority to "interesting work", "adequate salary", and the "service

provided by the agency being of real value to the community". The low

EQ group give top priority to "interesting work", the "service provided by

the agency being of real value to the community" and a "reasonable work

load."

Both groups place comparatively low work ~atisfaction importance on

"opportuni t i es for professional improvement", ''working condi tions",

"service conditions" and "t he supervision and guidance of less experienced

workers".

Of the two groups, the high EQ group has the gr eat es t disparity

between an ordering of work satisfaction priorities i n terms of

individual assessments, and a comparative ordering.
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Chapter 11

SOCIAL WORK JOBS AND WORK SATISFACTION

Earlier findings in this research study have shown that

respondents allocate different degrees of work satisfaction importance

to different work considerations. How adequately do actual social

work jobs meet respondents' work satisfaction priorities?

chapter explores some answers to this question.

The following

1. Respondents' assessment of their most recent social work jobs in

terms of ten selected work considerations.

Table L, overleaf, reflects respondents' assessments of their

"most recent" social work posts, in terms of ten selected work

considerations. The work considerations assessed are identical to

those which respondents ranked in work satisfaction importance in an

earlier section of this research study (Tables XLIV and XLV, supra).

Three aspects of Table L require clarification. Firstly, the

data in the table is based upon the individual assessments of only 79

respondents, as 7 respondents have never worked in the social work

field.

Secondly, the term "work consideration assessment score" is

defined, and its method of computation described, in an earlier section

of this dissertation (p. 169 ,supra).

term, WCAS, is used in this chapter.

An abbreviated form of the



TABLE L

RESPONDENTS I PERSONAL ASSESSMENT OF THEIR "MOST RECENT" SOCIAL WORK JOBS* I N TERMS OF TEN SELECTED WORK CONSIDERATIONS

RESPONDENTS I ASSESSMENT OF THEIR MOST RECENT SOCIAL WORK
JOBS IN TERMS OF THIS WORK CONSIDERATION

N. of respondents = 79 (7 respondents had no jobs in social work); Potential range of WCAS's 33.3 to 100 .00

Work Consideration

Salary

Service conditions (leave, pension, medical aid,
etc.)

Working conditions (office space, availability of
secretarial assistance, suitable transport, hours
of work, etc.)

Value of the Social Work service provided by the
Agency to the community

Communication and co-operation (between staff, and
between Staff and Volunteers).

Willingness of Board of Management (or other policy­
making authority in agency) to appreciate points of
view of professional Social Work staff

Interesting work

Opportunity for professional improvement
(opportuni ties for further study, to do research, to
t ry out new techniques, to keep up wfth the
literature, etc .)

Supervision and/or Guidance of less experienced
workers by more experienced colleagues

Reasonableness of work load (i.e. possibility of
worker effectively carrying out all work assigned
to her ) .

No.

20

39

31

45

34

24

55

25

27

19

GOOD

7.

25.32

49.37

39.24

56.96

43 .04

30.38

69.62

31.64

34.18

24 .06

No.

35

29

24

29

27

34

20

35

25

30

FAIR

7.

44 .30

36.71

30.38

36.71

34.18

43.04

25.32

44.30

31.64

37.97

POOR

No.

24

11

24

5

18

21

4

19

27

30

%

30 .38

13.92

30.38

6. 33

22.78

26.58

5.06

24.06

34.18

37.97

WORK
CONSIDERATION
ASSESSMENT
SCORE (WCAS)

**

64 .98

78.48

69.62

83.54

73.54

67.93

88.19

69.19

66.66

62.03 ..,
III

OQ
~

W
00
W

*
**

Tabl e LI, infra , reflects years in which 'uost recent social work jobs" were terminated.

See p , 169 for description of ''Work Consideration Assessment Score" (WCAS).
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Thirdly, clarification is required on the relevance of

respondents' "most recent" social work empl oyment . For example, if

many of the "most recent" social work jobs took place some years before

the time of this research s t udy (30.6 .70), t he findings will be of

limited value and relevance to present- uay conditions. Table LI,

overleaf, reflects the years i n which re spondents~ "most recent" social

work posts are terminated.

The figures i n Table LI show that of the 79 r espondents who have

had jobs in social work, 29. 11% are ei t he r in their most recen t j obs

in June, 1970, or terminate them in t he f i r s t six months of t he year ;

12.67% terminate t h em in 1969; 11.39% termi na t e t hem in 1968; 5.06%

terminate them in 1967 ; and 8.86% termi na te them in 1966. In other

words, a total of 53 respondents, or 67 .09% of all respondents who

have worked in social work, are either in t heir mos t recent jobs

at the time of this study, or t ermi na t e t hem in the five years

preceding this date. -For the maj or i t y of respond ents, therefor,

the "most recent post" that they assess is in the fi ve- year period

ending 30th June, 1970.

It is possible to discuss and int erpret respondents' ass eSSlnents

of their "most recent" social work pos ts in terms of t he f rame of

reference outlined on pp. 342 -t o 345 of the preceding chapter.

Table L shows that of t he ten work considerations against which

respondents assess their "most recent" post s, the two considerations

most fully met are interesting wor k (a r eward t o t he worker i n

personal satisfaction) and the val ue of the social work service provided

by the agency to t he communi t y (an ethical cons idera t ion). The former
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TABLE LI

RESPONDENTS I "MOST RECENT" JOBS I N SOCIAL WORK: YEAR I N WHI CH
THESE · POSTS WERE TERMINATED . -I:

Year i.n whi ch most No. and % of respondents who terminated
recent social work their mos t recent social wor k job in .
job was · t ermi nat ed ...f( this year

No. %

1970 ~'( 23 29.11

1969 10 12.67

1968 9 11.39

1967 4 5.06

1966 7 8.86

1965 4 5.06
1964 3 3.80

1963 4 5.06
1962 5 6.33
1961 1 1. 27
1960 2 2.53
1959 2 2.53
1958 0 -
1957 4 5.06
1956 1 1.27
1955 0 -

TOTAL 79 ** 100 .00

* The 21 respondents who were in the field of social work at the

time of this study are incorporated into the "terminated in

1970" group.

** 7 respondents had no jobs in social work
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has a WCAS of 88.19, and the latter a WCAS of 83.54.

The third most fully met consideration (WCAS of 78.48) is that of

service conditions, an aspect of work associated with long-term

career goals. Fourth highest WCAS of 73.54 is allocated to

communication and co-operation between staff, and between staff and

volunteers, an aspect of work related to the provision of an effective

social work service. Fifth highest WCAS of 69.62 is given to working

conditions, a reward to the worker in personal and professional

convenience.

Sixth and eighth highest WCAS's are allocated to two aspects ·of

work associated with long-term career goals. Opportunity for

professional improvement has a WCAS of 69.19, and supervision and

guidance of less experienced personnel is allocated a WCAS 'of 66.66.

Seventh and tenth highest WCAS's are given to two aspects of work

concerned with the provision of an effective social work service.

The willingness of the agency policy-making authority to appreciate the

points of view of professional social work staff has a WCAS of 67.93,

while reasonableness of work load has a WCAS of 62.03.

Sala.ry, a financial reward to the worker, has the ninth highest

WCAS of 64.98.

Table L reveals three trends in respondents' assessments of their

"most recent" social work posts:-
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Firstly, only 2 of the 10 considerations are assessed as "good"

by an outright majority of respondents: interesting work (69.62%),

and the value of the social work service provided by the agency to

the community (56.96%). These are also the two aspects of work

allocated the highest WCAS.

Secondly, the three aspects of work least adequately met in

terms of WCAS are reasonableness of work load, salary, and supervision

and guidance of less experienced personnel.

Thirdly, 5 of the 10 considerations are assessed as "poor" by

more than one-quarter of respondents. They are reasonableness

of work load (37.97%); supervision and guidance of less experienced

workers (34.18%); salary (30.38%); working conditions (30.38%); and

willingness of the agency policy-making authority to appreciate the

points of view of professional social work staff (26.58%).

The foregoing findings indicate that in terms of the ten work

considerations used for assessment, conditions of employment and

practice in respondents' "most recent" social work posts fall far

short of the ideal.

2. Work considerations of importance to respondents for their work

satisfaction, and the extent to which these considerations are

met in respondents' most recent social work jobs.

The foregoing section of this chapter shows that in respondents'

"most recent" jobs, 'Some work considerations are more adequately met

than others.
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This finding gives rise to a number of pertinent questions. For

example, how well do "most recent" jobs meet those aspects of work

that are of high work satisfaction importance to respondents? Are

. t her e any marked discrepancies between respondents' work satisfaction

priorities, and the actual conditions that they experience in their

. "most recent" jobs?

One way of providing partial answers to these questions is ·t o

compare respondents' assessments of how their "most recent" jobs meet

ten selected work considerations, with their ranking of the same ten

considerations in work satisfaction importance. This is done, in

the form of a simple rank order comparison, in Table LII, overleaf.

Table LII shows that respondents' top work satisfaction priority,

interesting work, is also -the work consideration met most fully in

their "most recent" social work posts. Similarly, their second most

important work satisfaction priority, the agency's social work service

being of value to the community, is second most fully met.

However, the tabulation shows a disparity between the two rankings

for seven of the eight remaining considerations.

On the one hand, 3 work considerations have a lower rank order,

when fulfilment in "most recent" posts is assessed, than they have

when respondents rank them in work satisfacti.on import<ince. The work

considerations of 3rd and 4th most work satisfaction importance, salary

and reasonable work loads, are ranked 9th and lOth respectively in

terms of fulfilment in "most recent:" posts. In both cases, a marked

gap is apparent between respondents' work satisfaction requirements and
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TABLE LI I

RANK ORDER COMPARI SON: RESPONDENTS I RANKING OF TEN SELECTED
WORK CONSIDERATI ONS IN ORDER OF THEIR HORK SATISFACTI ON
IMPORTANCE! AND RESPONDENTS' RANKING OF HCX{ FULLY THESE
CONSID ERATIONS ARE MET IN THEI R "MOST RECENT" SOCI AL WORK JOBS

WORK CONSIDERATION

Respondents'
Ranking of ten
selected work
considerations
in order of
importance f or
their work
satisfaction *

(N of
Respondents

= 84)

lRespondents' "mos t
recent" social
work jobs: Rank
Order of t en
selected work
considerat ions in
terms of work
consideration
assessment score
(WCAS) *,':
(N of Respo ndents

= 79)

Interesting work

Value of the Social Work service
provided by the Agency to t he
community

Salary

Reasonableness of work load (i.e •
.pos s ibility of wor ker effectively
carrying out all work assigned to
her) .

1

2

3

4

1

2

9

10

4

7

8

5

3

6

6

7

5

8

9

10

Cammunication and co-operation
(ben1een staff, and between St a f f
and Volunteers.)

Willingness of Board of Management
(or other .policy-making au t hority
in agency) to appreciate poi nts of
view of professional Social Wor k
staff

Working conditions (office space,
availability of secr et ar i a l
assistance , suitable transport ,
hours of work, etc . )

Supervision and/or Guidance o f
less experienced workers by more
experienced coll ea gues.

Service conditions (l eave, pension
medical aid, etc.)

Opportunity for profes s i ona l
i mprovement (opportunities f or
further study, t o do research ,
t o tryout new t echniques, to
keep up with t he l i t er atur e, e t c . ) I

'--------- .---------"---- ....1.- _

* Source: Tabl e XLV

** Source: Table L
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actual work conditions. A third work consideration, the agency policy­

making body ls willingness to appreciate the points of vi ew of professional

social work staff, is ranked 6th in order of work satisfaction importance,

yet ranked 7th in terms of fulfilment in "most recent" posts.

On the other hand, 4 work considerations are ranked higher in

terms of fulfilment in "most recent" posts, than they are ranked in

terms of work satisfaction priority . . Firstly, connnuni.cation and

co-operation between staff, and between staff and volunteers i~ ranked

5th in work satisfaction importance, yet ranked 4th i.n terms of

fulfilment in "most recent" posts. Secondly, working conditions is

ranked 7th in work satisfaction importance, yet 5th in terms of

fulfilment in "most r ecent " posts. Thirdly, service conditions is

ranked 9th in terms of work satisfaction importance, yet 3rd in terms

of fulfilment in "most recent" posts. Lastly, opportunity for

professional improvement is ranked lath or least in work satisfaction

imp~rtance, but is ranked 6th in terms of fulfilment in "most recent"

posts.

Finally, the supervision and guidance of less experienced workers

by more experienced colleagues is ranked 8th both in work satisfaction

importance, and in terms of fulfilment in ''most recent" posts.

When the two rank orders in Table LI1 are compared, four main

trends can be identified:-

Firstly, respondents place top work satisfaction priority on

interesting work, and the social work service provided by the agency

being of real value to the community. These two considerations are
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also t he ones most adequare l.y met i n respondent s ' "mos t recent " soc i al

work jobs. The f ormer i s an i ntangib le reward to t he work er in

personal .satis f ac t i on, and the latter re lat es to social work 's value

emphasis on benef i t t o the cl ient .

Secondly, two cons idera t'ions of high work sa t is faction i mportance

are inadequately met in res pond ents' mos t recent social work jobs .

Salary, a financi al r eward t o t he wor ker , is ranked 3rd i n wor k

satisfaction i mpor t anc e, yet i s ranked 9t h in terms of adequa t e

fulfilment in "mos t rec ent " pos t s. Indee d, 30.38% of respondents

rate salary "poo r" in t heir "most r ecent" posts, and a fur ther 44.30%

rate it only "fair". The other consideration, reasonabl e work loads,

is ranked 4th i n work sati s f ac t ion i mpor t ance, yet is ranked l Ot h i n

terms of adequate fu lfi lment i n "most r ecent pos ts". Taole L shows

that in their "mos t recent" pos ts, 37.97% of r espondents rate reasonable

work load "poor", and t hat a further 37.97% rate i t only "fair".

Although t his latter as s es sment of salary and reasonableness of

work loads re fe rs only to res pondents' mos t recent j obs in social work,

it is of interes t to note that dissatis f actions with salary and work

loads are t he most common job dissatis f action reasons for all resignation.

Table XXVI, supra, shows t hat "inadequ ate salary" ia active in 6.78%

of all resignations. The table a l so sh ows that dissatisfaction with

an inability to practi ce high-standard soci a l wor k, and diss a ti sfaction

with working hour s and over time (an i ndirec t refl ection of unreasonable

work loads) to ge t her influence 9.04% of all resignations.

Thirdly, four work con sider at i ons a~e ranked 5th to 8th in work

satis fac t ion i mpor t ance, and are r anked 4th to 8th (although in a
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slightly different order) in adequacy of fulfilment in "most recent"

jobs. Two are related to the provision of an effective social work

service (communication and co-operation between staff, and between

staff and volunteers; and willingness of the agency pol icy-making

authority to appreciate the points of view of social work staff); one is

a reward to the worker ',·in personal and professional convenience

(working conditions); and one is related to long-term career goals,

although it is also related to the provision of an effective social

work service (supervision and guidance of less experienced workers).

FourthlY, two work considerations associated with long-term

career goals, service conditions and opportunity for professional

improvement, are given the lowest work satisfaction importance rankings

of 9th and 10th, yet are ranked 3rd and 6th respectively in terms of

adequate fulfilment in "most recent" social work posts.

The foregoing trends would seem to indicate that in respondents'

"most recent" jobs, the two top work satisfaction priorities

(interesting work, and the agency's social work service being of real

value to the community) are relatively adequately met. On the other

hand, two high work satisfaction priorities (salary, and reasonable

work loads) are relatively poorly met.
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3. Respondents ' asses sment of their "mos t r ecent" socia l work jobs

i n t erms of ten se l ec t ed wor k considerations , by maj or fie l ds

of so ci.:l1 work empl o;yment

Are r es pondents' work s atis f act ion priorities better met in some

fields of social work emplo yment than in others? One approach to

an swering t hi s question is t o analys e r espondents' assessments of

their . "most r ec ent" soci al work jobs, by major fields of social

work employment.

The di s t r i bution of respondents' mos t recent jobs by f i e l ds of

social work is sh own i n Tabl e LIII, overleaf. Of the 79 most

recent pos t s , 40 .50% ar e i n the f i e l d of child and family wel fare;

17.72% in medical so ci a l work ; 8. 86% in psychi.atric social work; 6.33%

in social work education; 5.06% in each of the fields of t he Department

of Social Welfare and Pensions , and soc i a l work wi th prisoners; 3.80%

in each of the t hree fields of alcoholism, community work, and physical

disability; and 1. 27% in each of th e two fields of the aged, and school

social work.

Table LIII shows tha t so me fie lds of social work have very few

"most recent " jobs, and th e analys i s tha t follows is restricted to

respondents' maj or fields of emplo yment. From an earlier finding in

t his study (Tab l e XI , su pr a ) , it i s kno,ol11 that these fields are child

and family welfar e , medi ca l social work , psychiatric social work, social

work with pr isoners, social work wi t h t he physically disabl ed, and

the Depart ment of Social Welfare and Pens i ons . The former three

fields each contain f r om 7 t o 32 "most recent" jobs (or from 8.86% to

40.50% of "most recent" j obs ) ; while t he latter three fields each

con tain from 3 t o 4 "mos t rec ent" jobs (or 3.80% to 5.06% of "mos t
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TABLE LIlI

RESPONDENTS' "MOST RECENT" SOCIAL HORK JOBS: DISTRIBUTION OF
JOBS BY FI ELDS OF SOCIAL \WRK

No . and % of r espondent s who
have their "most recent" social

FIELD OF SOCI AL HORK work job i n this field

No. %

Aged 1 1.27

Alcoholism 3 3 .80

Child and Fa~mily 32 40.50

Connnutiity 3 3.80

Department of Social Welfare Cc 4 5.06Pensions

Medical 14 17.72

Physical disability 3 3.80

Prisoners 4 5.06

Psychiatric 7 8.86

Recreation 2 2.53

School 1 1.27

Social Work Educat i on 5 6.33

TOTAL : 79 100.00
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recent" j obs ) .

Table LI V, overl ea.f, refl ects respondents' assessment of how

well 10 selected work consider a t ions are me t in their "most recent"

social work pos ts, by t he six maj or fields of social work employment.

In the following comparison of conditions of employment and

prac tice in major f iel ds of emp loyment, use is again made of the frame

of reference outlined on pp. 342 to 345 of t he previous chapter.

This f r ame of re fer ence involved the division into f our ca tegories of

the ten wor k cons i derations presented to respondents. The categories

are aspec t s of wo r k providing wor ker reward; aspects of work promoting

-long-term career goals ; e thical aspects of work; and aspects of work

promoting an effec tive social work service.

(i) Aspects of work that provide reward to the worke r

Three of the ten work considerations are directly concerned with

worker reward. They are interesting work, salary, and working

condi tions .

Interesting work , the work consideration given top work satisfaction

priority by all r espondents (Table XLV, supra), is a.1located WCAS' s

ranging f r om 100 (the Department of Social Welfare and Pensions) to

66.66 (physical disability). In all fields except psychiatric social

work and social wor k with the physically disabled, the WCAS allocated

to inter es ting work is r anked 1st.



TABLE LIV

RESPONDENTS I PERSONAL ASSESSMENT OF THEIR "MOST RECENT" SOCIAL WORK JOBS IN TERMS OF TEN SELECTED WORK CONSIDERATIONS, BY MAJOR
FIELDS OF SOCIAL WORK EMPLOYMENT .

WCAS* and rank order of WCAS allocated to this considera t ion by resp ondents , by fie l ds o f thei r
social work employment

Child s Family Dept. of Social Medical Phys ical Prisoners Psychiatri c
WORK CONSIDERATI ON Welfare & Pensions Disabil ity

(N .. 32) (N .. 4) (N .. 14) (N .. 3) (N .. 4) (N .. 7)

WCAS Rank WCAS Rank WCAS Rank WCAS Rank WCAS Rank WCAS Rank
Order Order Order Order Or der Order

Salary 61.46 7 83.33 5 66.66 7 66.66 4 50 . 00 10 61. 90 10

Service conditions (leave, pension,
75.00 3 91.66 2 83.33 2 77.77 1 58 . 33 7 90 .48 1medical aid, etc.)

Working conditions (office space,
availability of secretarial assistance, 66 .66 6 91.66 2 71.43 5 77.77 1 58 .33 7 76.1 8 6
suitable transport, hours o f work, e t c. )

Value of the Social Work service provided
83. 33 2 75. 00 6 78.57 3 77.77 1 83.33 1 90. 48 1by the Agency to the community

Communication and co-operation (between
69 .79 4 58. 33 7 73. 81 4 66. 66 4 66 .66 4 85. 71 3staff, and between staff and volunteers) .

Willingness of Board of Management (or
other policy-making authori ty in agency)

67.71 5 58.33 7 61.90 9 55. 55 7 75 . 00 3 80 . 95 5to appreciate points of view of
professional Social Work staf f

Interesting work 89.58 1 100.00 1 85.71 1 66 . 66 4 83 .33 1 85. 71 3

Opportunity for professional improvem~nt

(opportunity for further study, to do
60.41 9 91.66 2 71.43 5 55 . 55 7 66 .66 4 76.18 6research, to try out new techniques, to

keep up with the literature, etc.)

Supervision and/or Guidance of less
experienced workers by more experienced 61.46 7 58 .33 7 66.66 7 33. 33 10 66.66 4 71 . 43 8
colleagues

Reasonableness of work load (i . e .
possibility of worker effectively 60.41 9 50 .00 10 57 .14 10 44. 44 9 58.33 7 66.67 9
carrying out all work assigned to her.)

MEAN WCAS FOR THIS FI ELD 69.58 - 75 .83 - 71. 66 - 62. 16 - 66.66 - 78 . 57 -

~~

er.
~

...,
'"c-

* Work consideration as s es sment score. Term defined on page 169

Potential Range o f WCAS's: 33 .33 to 100 .00
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In the field of ps ychiatric so ci al work, where inters ting work ha s

a WCAS rank of 3, t he ac t ual WCAS..is t he third highes t gi ven to this

consideration in any fie ld. The l ower rank of 3rd f or interes t i ng

work in the psychiatric fiel d is a consequence of high WCAS's being

given,to other work consi der ations.

Salary, a financial r ewar d to the soci al worker , is the

consideration of t hird grea t est work sati sfaction import ance to

respondents (Table XLV, supra) . Sal ary i s allocated WCAS's ranging

from 83 .33 (the Department of Social Helfar e and Pens i ons ) to 50.00

(social work with prisoners), and WCAS ranks of from 4 (social work

with the physically disabl ed ) to 10 (social work with prisoners, and

psychiatric social work).

The high WCAS of 83. 33 a lloca ted t o salar y in the field of the

Department of Social Welfare and Pensions can be partly explained :

the salaries of social workers employed by th~ Depar tment tend to be

the barometer for social wor kers ' salaries in other fields. Vlh en

salary scales of the Department's social workers are reviewed,

salary scales in communi ty wel fare organisations ar e often adjusted,

although not always to t he Depar t ment's level.

Also of note is t he re l atively high HCAS rank of 4 gi ven to salary

in the field of physical disability. The high r ank of t his

consideration seems parti al ly due t o t he low r anks allocat ed to other

considerations in this fi eld. The opposite would seem to apply in

the field of psychiatric socia l work, where comparatively high r anks

given to other considerations r educe the WCAS rank of salary to 10th.
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Working conditions is related t o worker reward in personal and

professional convenience, but "i t is also as sociated with th e provision

of an effective social work service. For respondents as a whole, this

consideration is ranked 7th in work s a tisfaction i mportance (Table XLV,

supra). In "most recent" jobs in major f ields of employment, working

conditions is allocated WCAS ' s ranging from 91. 66 ( the Depa.rtment of

Social Welfare and Pensions) to 58.33 (social wor k with prisoners),

and WCAS ranks ranging from 1 (social \o10rk with t he physically disabled)

to 7 (social work with prisoners) .

The high WCAS allocated to working condit ions in the fi e l d of the

Department of Social l-lelfare and Pensions is of note, and suggests

that in this public social welfare ag ency, compl e tely supported by

State funds, there is less difficulty i n providing adequate physical

working conditions for social work personnel.

Overall, on the basis of respondents' assessment of their '~ost

recent" jobs in major fields of social work emplo yment, aspects of

work related to worker reward are most adequately fulfi l l ed in the field

of the Department ·of Social Welfare and Pensions.

(ii) Aspects of work that promote long-ter m career goals.

For the purposes of this present analysis , t hree aspec ts of work

are considered to promote long-term career goals: service cond itions,

opportunity for professional i mprovement, and the supervision and

guidance of less experienced workers.
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Service condi tions is ranked 9th in work satisfact ion i mportance

for respondents as a whole (Table XLV, supra). In "most recent" jobs,

service conditions i s allocated a WCAS ranging from 91.66 (the Depar t ment

of Social Wel f ar e and Pensions ) t o 58 . 33 (social work ~i th prisoners),

and WCAS ranks ranging from 1 ( t he physical dis~bi l ity and psychiatric

fields) t o 7 (social w~rk with prisoners).

Perhaps it is of significanc e that the three highest WCAS's for

service conditions (91.66, 90.48, and 83.33) are given to the three

fields of t he Department of Social Welfare and Pensions, medi cal socie1

work, and psychiatric social work, r espectively. This s uggests

better service conditions where th e State (as in the Depar tment) or

the Province (as in many medical social. work posts) is the empl oyer .

It may also suggest t hat when t he soci al worker is engaged in an

inter-disciplinary team wi th member s of high-s t atus professions (as

in the medi cal , and some psychiatric setti ngs), better service conditions

result.

A second career-oriented consideration, and one to which respondents

as a whole a t t r i but e lowest work satisfaction i mportance (Table XLV,

supra), is opportuni ty for pro f essional i mprovement . In respondents'

"most recent" jobs, this work consideration is allocated \-lCAS' s

ranging from 91.66 (the Department of Social Welfare and Pensions) to

55 .55 (the f i e l d of physical disability), and WCAS ranks ranging from

2 (the Department of Social Welfare and Pensions) to 9 (child and

family welfare).

It is of not e that the highest WCAS ' s for opportunity for

professional i mprovement, 91.66 and 76.18, are allocated to the f i e l ds
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of the Department of Social Welfare and Pens i ons , . and psychiatric

social work. The fo rmer fie l d has a policy of encouragi ng social

workers to i mpr ove t heir profes s ional qualifica tions; and it can be

suggested that th e latter f i el d has a tradition of social workers

obtaining a specialis t qual i f ication a.fter the completion of t heir

generic social work education.

A third career-oriented consideration, and one to which respondent s

a.s a whole ascr ibe low work sa tis faction importance (Table XLV , supra),

is the supervis ion and gui dance of less experienced personn e~. This

consideration is allocated '~CAS's ranging from 71.43 (psychiatric social

v:ork) to 33.33 (social work ,qith t he physically disabled), and WCAS

ranks ranging from 4 (social work with prisoners) to 10 (social work

with the physically disabled).

The higher WCAS of 71.43 allocated to this consideration in

psychiatric social work may be characteristic of tradition in this field,

where a premium is placed upon close guidance of the beginning worker.

It may also r epresent t he indirec t "guidance" which the ps ychiatric

social worker receives through interaction with other members of the

inter-disciplinary team.

The two lowest WCAS's for the supervision an d guidance of less

experienced workers are given to jobs in the field of social work

with the physi cally disabl ed (33.33) and t he Depar t ment of Social

Welfare and Pensions (58.13). In the case of t he former, this lowest

possible WCAS indicates that supervision was poor in all instances.

The case of t he lat ter is mor e di ff i cul t to explain . For so me years,

the Depar t ment has implemented a comprehensive "in-service t raining
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Iprogrannne" for new workers, and perhaps the low WCAS for supervision

and guidance of less experienced workers is related to the low WCAS

allocated in this field to "communication and co-operation between

personnel".

Overall, on a basis of respondents' assessment of their "most

recent" jobs in major fields of social work, the Department of Social

Welfare and Pensions best meets two of the three aspects of work

associated with long-term career goals.

(iii) Ethical aspects of work

The value of the social work service provided by the agency to

the community is respondents' second most important work satisfaction

priority (Table XLV, supra). In "most recent" jobs, this consideration

is allocated WCAS's ranging from 90.48 (psychiatric social work) to

75.00 (the Department of Social Welfare and Pensions), and WCAS ranks

ranging from 1 (psychiatric social work, soci.al work with prisoners,

and social work with the physically disabled) to 6 (the Department of

Social Welfare and Pensions).

-,
Both extremes merit comment.

The high '~CAS given to the value of the service in the psychiatric

field is consistent with the high WCAS's given in this field to

"communication and co-operation between staff" and to the ''willingness

of the agency policy-making authority to appreciate the points of

view of professional social work staff": when there is good co-operation

and sound team work, social workers ha.ve the opportunity to influence

agency goals and s t andards of service. In consequence, they will feel

that the service is of increased value to the community.
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The opp~site of the foregoing r emarks may apply to t he Department

of Social Wel fare and Pensions . In t he Department, a (comparatively)

low WCAS is gi ven to both "connnunication and co-operation between s taf f"

and to "the willingness of t he ag ency policy-making authority t o

appreciate the points of view of professional social. lo7ork staff".

Workers may t hus f eel t hat they canno t i nfl uence ag enc y policy an d

procedures. In consequence, they may have res ervations about the

actual value of t he social work service rendered to the connnuni t y .

(iv) Aspects of work that promote an ef f ective social work service

For the purposes of the pres ent analysis, three aspects of work

are considered to promote an e f fective social work service. They ar e

connnunication and co-operation between staf f, and between staff and

volunteers; the willingness of the agency policy-making authority to

appreciate t he points of view of professional social work staff; and

reasonable work loads.

Communication and co-opera tion between sta ff, and between staf f

and volunteers is ranked 5th i n work satis faction importance by all

respondents (Table XLV, supra). This cons ideration is allocated

WCAS's ranging from 85.71 (psychiatric social work) to 58.33 (the

Department of Social Wel f ar e and Pensions), and WCAS ranks from 3

(psychiatric social work) to 7 (the Depart ment of Social Welfare and

Pensions). Both extremes merit connnent.

The compa.ratively low WCAS and WCAS rank allocated to this

consideration in t he Department i s pe r haps i ndicative of t he s truc t ure

of a large State en t er pr i s e , where it can be sugges t ed t hat an
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hierarchy of authority exists, based upon rank and position. In the

field of psychiatric social work, on the other hand, the opposite can

be suggested: social workers operate as professional persons in their

own right, afid often as members of an interdisciplinary team. It can

be suggested that the more authoritarian, bureaucratic structure of

the former field will inhibit free communication and co-operation, while

the more democratic structure of the latter field will encourage it.

The willingness of the agency policy-making authority to

appreciate the points of view of professional social work staff is

ranked 6th in work satisfaction importance by all respondents

(Tabl e XLV, supra). In "most recent" jobs, this consideration is

allocated WCAS's ranging from 80.95 (psychiatric social work) to

55.55 (social work with the physically disabled), and WCAS ranks

ranging from 3 (social "lork l-lith prisoners) to 9 (medical social work).

The high WCAS given to this consideration in the field of psychiatric

social work is consistent with the suggestion that psychiatric social

workers are often members of inter-disciplinary teams, and may thus

participate in policy formulation.

Also of note are the low WCAS's allocated to this consideration in

the fields of the Department of Social Welfare, and medical social

work (58.33 and 61.90, respectively). This finding is consistent

with the suggestion that, in both of these settings, social workers

may be part of an authoritarian structure (a Government Department,

and a hospital, respectively).
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No clear explanation is available for the low WCAS score (55.55)

allocated to this consideration in the field of social work with the

physically disabled. However, it can be observed that comparatively

lower WCAS's are given to most considerations assessed in this field.

A reasonable work load is ranked 4th in work satLs f ac t Lon

importance by respondents (Table XLV, supra). This consideration is

allocated WCAS's ranging from 66.67 (psychiatric social work) to

44.44 (social work with the physically disabled), and WCAS ranks

ranging from 7 (social work with prisoners) to 10 (the Department of

Social "lelfare and Pensions and medical social work). The comparatively

low WCAS ranks given to this work consideration indicate that

unreasonably heavy caseloads are common to all major fields of

respondents' "most recent" employment.

Overall, on a basis of respondents' assessment of their "most

recent" jobs in major fields of social work, the fiel~ of psychiatric

social work best meets the three work considerations associated

with the provision of an effective social work service.

Finally, one other approach can be used to compare conditions of

employment and practice in the six major fields of social work

employment: the mean WCAS allocated to respondents' "most recent" posts

in each field.

The mean WCAS.gives a general guide to the adequacy with which the

ren .selected work considerations are met in each field. However, the

mean WCAS has limited use, as in computing this measurement, equal

weighting is given to each individual "lCAS. In reality, it is known
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that respondents ascribe widely different work satisfaction importance

to different work considerations.

Bearing this reservation in mind, it can be noted that the highest

mean WCAS (78.57) is given to the field of psychiatric social work, the

second highest (75.83) to the Department of Social Welfare and Pensions,

and the" third highest (71.66) to medical social work. This would

indicate that, overall, these three fields most fully meet the ten

work considerations assessed in respondents' "most recent" jobs.

The three lowest mean WCAS's are allocated to the fields of child

and family welfare (69.58), social work with prisoners (66.66), and

social work with the physically disabled (62.16).

Six trends can be established from the foregoing discussion about

conditions of employment and practice in respondents' "most recent"

jobs in major fields of social work employment:-

Firstly, the ten work considerations assessed are better met in

some fields than in others. Overall, psychiatric social work is the

field that best meets the ten work considerations, and social work with

the physically disabled is the field which least adequately meets them.

Secondly, the two work considerations that are generally best met

in the fields are "interesting work", and the "value of the social work

service provided by the agency to the community". However, there are

exceptions. For -example, in the field of physical disability,

"interesting work" is allocated a lvCAS of only 66.66, and a WCAS rank

of 4. In the field of the Department of Social Welfare and Pensions,
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the "value of the social work service provided by the agency to the

community" has a WCAS of 75.00, and a WCAS rank of 6.

Thirdly, the three work considerations associated with long-ter~m

~areer goals are most fully met in the Department of Social Welfare

and .Pensi ons , a public social welfare agency. However, one career­

oriented work consideration (the supervision and guidance of less

experienced workers) is met less adequately in the Department than

in four other fields.

Fourthly, the three work considerations associated with the

provision of an effective social work service are most fully met in

the field of psychiatric social work.

Fifthly, work considerations associated with reward to the worker

for her services are most fully met in the Department of Social Welfare

and Pensions, where in their "most recent" jobs, respondents assess

"interesting work", "salary" and "working conditions" to be better

fulfilled than in any other major field of social work employment.

Finally, the ethical consideration of the agency's service being

of value to the community is best met in the field of psychiatric social

work.
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4. Summary

Most of respondents' "most recent" jobs in social work (67.09%)

were terminated in the five year period preceding the date of this

study 00.6.70).

Respondents were "asked to assess the adequacy with which their

"most recent" jobs met ten selected work cOllsiderations.

Only two work considerations (interesting work, and the value of

the social work service provided by the agency to the community)

were assessed as "good" in their "most recent" posts by the majority

of respondents.

On the other hand, more than one-quarter of respondents assessed

their "most recent" jobs as "poor" in terms of reasonable work loads,

supervision and guidance of less experienced workers, salary, working

conditions, and willingness of the agency policy-making authority to

appreciate the points of view of professional social work staff.

The foregoing findings indicate that conditions of emplo)~ent

and practice in respondents' "most recent" jobs fell somewhat short of

the ideal.

Respondents' two top work satisfaction priorities (interesting

work, and the value of the service provided by the agency to the

connnunity) are met relatively adequately in their "most recent" posts.

However, two other work considerations with high work satisfaction

importance (salary, and reasonable work loads) are met relatively poorly.
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When "most recent" posts are analysed by major f i e l ds of soci al

work employment, different patterns can be established fo r each

field.

The field of psychiatric social work best meets aspec ts of wor k

associated with the provision of an e f fective and valuable social

work service. The field of the Depar t ment of Soci al Welf ar e and

Pensions best meets aspects of work associ ated wi th rewar d to t he

worker, and most aspects of work associated with long- term car ee r

goals.

Overall, ps ychiatric so cial wo r k is the fiel d which bes t meets

all ten work considerations, and soc i al work with the physi call y

disabled is t he f iel d which least ad equate l y meets t hem.
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Chapter 12

FINDINGS, CONCLUSIONS AND RECO~1ENDATIONS

1. Presentation of findings

Two of the three major aims of this study are to establish and

accurately convey data on the work patterns and work satisfactions of

white female social workers.

(i) Respondents as a whole

a. The sample

Over the 11-year period 1955 to 1965, 117 European females

graduated as social workers from the Universities of Natal and the

Witwatersrand. Of these 117 graduates, 86 (or 73.50%) responded to

a research questionnaire.

Most respondents qualified as social workers during their 20th,

21st and 22nd years of age, and most of them possessed a 4-year .

under-graduate degree in social work. At the time of this study

(30th June, 1970) the median age of respondents was 30 years. Only

24.40% of respondents were in paid social work employment. Of the

remaining 75.60%, most were not employed in social work as a result of

pregnancy and· child-rearing, or full-time employment outside the

profession.
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b. Employment in social work

Respondents realise only 32.99% of their potential working lives

in social work (2890.5 months out of a possible 8760 months).

The average length of their 198 jobs is 14.59 months. Employment

is reported in 15 fields of social work, but most jobs ar~ in the six

fields of child and family welfare, the Department of Social Welfare

and Pensions, medical social work, social work with prisoners, psychiatric

social work, and social work with the physically disabled.

Part-time work is reported in 12 of the 15 fields of employment.

However, part-time work forms only a minor part of all work (6.9%).

Age is closely related to emplo)~ent. From the age of 22 years,

when 70.50% of respondents are in paid social work employment, there is

a decrease in the proportion of respondents employed each year until

the age of 34 years, when only 7.15% are employed. After 34 years,

the employment pattern becomes irregular. Respondents give the major

part of their contribution to social work in their younger, less­

experienced years.

Age is also related to field of employment. In their younger

years, respondents tend to work in the broad field of child and family

welfare (i.e. in community welfare organisations concerned with child

and family welfare, and in the Department of Social Welfare and

Pensions). As they grow older, they tend to favour emp~oyment in more

"specialised" fields of social work.
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In addition, age is related to part-time employment. Firstly,

the bulk of part-time employment takes place during the age range 22

to 31 years, thus overlapping the period during which occupational

wastage for .pr egnancy and child-rearing is greatest. Secondly, the

proportion of part-time employment to all employment increases with

age from 22 to 31 years.

Overall, respondents average 33.61 months employment in social

work.

c. Occupational wastage

Almost two-thirds of respondents' potential work contribution in

social work is lost to the profession (67.007.; or 5869.5 months out of

8760 months). Respondents report 256 periods of wastage, each lasting

an average length of 22.49 months.

The predominant cause of occupational wastage is pregnancy and

child-rearing, which accounts for 56.15% of all wastage. Marriage

per se is a minor reason for wastage, responsible for only 3.47% of

all absence from the profession. The second most prevalent cause of

occupational wastage is employment outside social work. Full-time

employment outside the profession accounts for 24.03% of all wastage,

while part-time employment accounts for only 4.74%.

Besides the four reasons for occupational wastage named above, no

other category of wastage accounts for more than 4% of all absence from

the profession. Of particular note, however, is the small part of

all wastage (1.76%) that is attributable to "awaiting social work
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This suggests that social work posts are gener a l l y readily

Age and occupational wastage are closely related. From t he age

of 22 years (when 29 .50% of r espondent s are not employed in so cial wor k )

t here is an increase in t he proportion of respondents ou t of the fiel d

each year until the age of 34 years, when 92.85% are outside the

profession.

irregular .

After 34 years, occupational wastage pa t te rns become

Age is also related to the causes of occupational wastage.

Wastage due to pregnancy and child-rearing takes place ex tensively fL~n

20 to 36 years of age , steadily i ncreasing its propor tion of all

wastage from the ages of 23 to 32 years; was tage due t o full- and

part-time employment outside t he profes s ion mai n l y takes place dur i ng

the same age range; and wastage due to further study i s gr eatest in t he

~arly and middle twenties.

age- related.

Other types of wastage are less clear ly

In addition to providing reasons for t heir own occupational

wastage, respondents record 49 reasons whi.ch they consider t o cause

occupat ional wastage amongs t f emal e social wor ker s generally. The

majority of these reasons (89.80%) are relat ed to di f ficul t ies which

female social workers encounter when t hey attempt t o combine home an d

work roles. The mai n difficul t ies are a l ack of adequate subs ti t ut e

care for pre-school children; a lack of social work pos ts wher e workers

are employed on a par t-time or sessional bas is; and a l ack of social

work pos ts where work i ng hour s coincide wi t h school hours.
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d. Occupational mobility

Respondents record a total of 198 jobs in social work: 177 of whi ch

had been terminated by the time of this study . . The average number

of jobs per r espondent. is 2.06.

No direct relationship can be es tablished between exper ience (as

measured by year of graduation) and occupational mobili ty (as measured

by average number of jobs).

Respondents report 267 reasons for choosing their 198 jobs. The

five major reasons for job choice, and the percentage of job acceptanc es

in which they are active, .ar e interest in a field of social wor k (56. 06%) ,

good salary (19.19%), a job being the "only job available" (18 .18%),

suitable hours (13.13%), and t he availabil ity of l ocum tenens pos t s

(11.11%) • No other reason for · job choice is act ive i n mor e than 7%o f

all jobs accepted.

Respondents give 204 reasons for resigning f r om 177 jobs . The

largest proportion of reasons (43.63%) are family-oriented, and consis t

of pregnancy, transfer of husband/family, marriage and "other f ami ly

reasons". A further 27.94% of all reasons concern specific j ob

dissatisfactions. Ni ne types of job dissatisfac tion are i dent i f i ed ,

but besides dissatisfaction with inadequate salary and becoming "mo r e

interested in another field ", no i ndividual dissatisfac tion i s ac ti ve in

more than 5% of all res i gna tions. Fi nal l y , the remaini ng 28.43% of

reasons are unrelated to either family respons ibilities or to job

dissatis fac tion. Of note , however , is tha t 12.99% of a l l r esigna t i ons

involve locum tenens positions coming to an en d , and t ha t a fu rther 11 .86%
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of all resignations are occasioned by respondents embarking upon ext ended

holidays and travel, usu ally overseas.

A relationship can be suspected between so me reasons for job choice,

average length of job, and reasons for resignation. Specifically, it

can be suspected that when jobs are chosen because of "interest in a

field of social work", average length of job is longer, and job

dissatisfactions play a 1ess~r part in resignat ion. The converse can

be suspected when jobs are chosen because they are "the onl y jobs

available" . Great caution should be excercised in viewing t his t enuous

finding: many variables are uncontrolled, and the indications observed

may be a resul t of chance.

Occupational mobility (as measured by job resignation) is rel a ted

to age. It is greatest in the 20 to 24 year age range (when 38.05% of

respondents leave their jobs each year), steadily decreasing unt i l t he

30 to 34 year age 'r ange (when 7.14% of respondents leave t heir jobs

each year). Thus, occupational mobility is leas t at those ages where

occupational wastage is greatest, and vice versa.

The principal causes of occupational mobility are also related to

age. Job termination for family-oriented reasons steadily i nc reas es

from the age range 20 to 24 years , to the age range 30 to 34 years, wh ere

it is at its ' peak. Job termination brought about by job dissatis f ac t i on

is greatest in the age range 20 to 24 years. Most job termination caused

by extended holidays/travel is in the age range 20 to 24 year s , while

most job termination for further study is in the age ran ge 25 to 29 yelJ.rs.



Page 416

e. Other types of mobi li t y

Geographical mobility is active in 31.07% of all jobs terminated.

Most geographical mobi l ity i s brought about by the transfer of husband/

family. To a lesser extent, geographical mobility is caused by

extended holidays and travel.

Vertical upward mobility is reported on 15 occasions. The most

frequent change in occupational rank is from "social worke r" t o

"senior social worke r "; Of note is the fact that only 4 of the 15

promotions occur when re spondents remain with the same employer, while

11 of the 15 promotions are achieved by moving from one employer to

another.

f. Work satis faction

Two methods were used to establish respondents' work satisfaction

priorities. Firstly, respondents were asked to assess the work

satisfaction i mportance t hat they would attach to ten selected aspects

of work, by assessing each aspect individually. Secondly, they were

as~ed to rank the same ten aspects in work satisfaction importance to

themselves . I t can be su ggested .t ha t t he former met hod resul ts in a

more "idealised" assessment, ~hi1e t he latter leads to a more "realistic"

ordering.

On the basis of individual assessments of each item, respondents

give t op work s atisfac tion priority to "the service provided by the

agency being of real value to the connnunity", "interesting work", and
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"reasonable work loads", in that order.

~l the basis of a compar ative r anking , respondents gi ve highes t

work satisfaction priority to "interesting work", fo l l owed by "t~e

service provided by t he agency being of real value to the community",

and "adequate salary".

A principal similarity between the two orderings i n work satisfaction

importance is that lowest work satis faction i mportance i s gi ven t o two

aspects of work which can be associated with long-term career goals

(se~vice conditions, and opportunities for professional i mprovement).

Two principal di fferences exi st between the orderings. Firstly,

three aspects of work that can be associated with reward to the worker

(interesting work, ad equate salary, and working condi tionn) are given a

higher work satisfaction priority on the realist i.c, comparative order i ng ,

than they are on the idealistic, non-comparative order ing . Secondly,

the reverse is true f or "the supervision and guidance of less experi~nced

workers", which is given compar atively high work satis f ac t ion i mportance

ideally, and comparatively low importance realistically.

These findings suggest t hat respondents have different work

satisfaction values i n the ideal and realis tic s ituations.

g. Social work jobs and work satisfaction

The majority (67.09%) of respondents' "most recent" jobs wer e

terminated in t he five- year period preceding t he date of t his s t udy.

Respondents were asked to assess the adequacy wi. t h which t heir "mos t
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recent Il. jobs met the same ten aspects of work that they earlier assessed

in work satisfaction importance.

Only two of the ten work considerations (interesting work, and the

value of the social work service to the community) were assessed as "good"

in their ''most recent" posts by a majority of respondents.

On the other hand, more than 25% of respondents assessed their

"most recent" posts as "poor" in terms of res.sonab1e work loads 07.97%),

supervision and guidance of less experienced workers (34.18%), working

conditions (30.38%), salary (30.38%), and willingness of the agency

policy-making authority to appreciate the points of view of professional

social work staff (26.58%).

There is a considerable difference in the adequacy with which ''most

recent" posts meet respondents I four top "lork satisfaction priorities.

"Interesting work" and "the value of the social work service to the

community" are met relatively adequately.

work loads" are met relatively poorly.

(ii) First jobs in social work

"Salary" and "reasonable

Of the 86 respondents, 79 report first jobs in social work. The

average length of first jobs is longer than the average length of all

jobs (17.5 months, as compared to 14.5 months).

The major fields of first employment are identical to the major

fields of all employment . However, most first jobs (55.70%) are in

the broad field of child and family welfare (either in community
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child and family welfare agencies, or in the Department of Social Welfare

and Pensions), whereas most later jobs (66.38%) are in other "specialised"

fields of social work.

When reasons for the choice of first jobs are compared with reasons

for the choice of later jobs, five main differences can be identified.

First job choice is more influenced by "interest in a field of social

work'! (67.09% of first jobs, as compared to 48.74% of later jobs), and

by jobs being the only available vacancies (22.78% of first jobs, as

compared to 15.12% of later jobs). On the other hand, first job choice

is less influenced by "good salary" (13.92% of first jobs, as compared

to 22.69% of later jobs), suitable working hours (8.86% of first jobs,

as compared to 15.96% of later jobs), and the availability of locum

tenens posts (5.06% of first jobs, as compared to 15.12% of later jobs).

When resignation from first jobs is compared to resignation from

later jobs, two main trends can be observed. Firstly, job dissatisfaction

is more prevalent in resignation from first jobs than from later jobs

(40.21% of all reasons for resignation, as compared t; 16.82%).

The most common dissatisfactions in first job resignation are with

inadequate salary, and "becoming more interested in another field of

social work". Secondly, family-oriented reasons are less common in

resignation from first jobs than in resignation from later jobs (37.11%

of all reasons for resignation, as compared to 49.53% of all reasons).

In resignation from first jobs, the most frequent individual family­

oriented reasons are pregnancy and marriage.
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Most respondents (73.42%) have second jobs in social work. Of

the respondents who do ha ve second jobs, the large majority (67.24%)

cha~ge their field of emplo}~ent when they move from first to second jobs.

(iii) High and low emplo yment quotien t gr oups

The high EQ group consists of the 29 respondents with the highest

EQ's (median EQ: 60.25), while the low EQ group consists of the 29

respondents with the low~st EQ's (median EQ: 4.61).

a. Employment in social work

The low EQ group realise only 199.5 months of actual service in

social work out of a potential 3342 months. The high EQ group realise

1814 months out of a potential 2526 nlon t hs . Members of the low EQ

group average 6.88 months social work employment, while member.s of the

high EQ group average 62.55 months.

The high EQ group have more jobs than the low EQ group (96, as

compared to 29), and they spend a longer mean period in each job

(18.80 months, as compared to 6.88 months). The high EQ group give

proportiona~ly mor e service to the broad field of child and family

welfare (i.e. community welfare organisations concerned with child and

family welfare, and the Department of Social lvelfare and Pensions).

b. Occupational wastage

The mean occupational wastage for members of the high EQ group is

24.55 months, while for t he low EQ gr oup it is 108 .36 months.
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Of particular note is that the average length of each wastage

period is more than three times longer for the low EQ group than for

the high EQ group (37.86 months, as compared to 10.30 months).

Two major reasons are apparent for the low EQ group's greater

occupational wastage. Firstly, the low EQ group attribute 1659 months

(or 52.79%) of their wastage to pregnancy and child-rearing (high EQ

group: 248 months, or 34.83% of all their wastage). Secondly, the low

EQ group have considerably more wastage due to full- and part-time

employment outside social work. They attribute 1220 months (or 38.83%)

of all their wastage to these reasons (high EQ group: 118 months, or

16.57% of all their wastage).

The different occupational wastage patterns of the high and low EQ

groups canno~ be solely attributed to the low EQ group being a relatively

older group.

c. Occupational mobility

When the high and low EQ groups' reasons for job choice are compared,

it is of note that both groups give the same five principal reasons.

However, two main differences in emphasis are apparent. Firstly,

"interest in a field of social work" is proportionally more influential

in the low EQ group's job choice (active in 68.97% of jobs accepted, as

compared to 54.17% of jobs accepted by the high EQ group). Secondly,

"good salary" plays a greater part in the high EQ group's job choice

(active in 21.88% of jobs accepted, as compared to 17.24% of jobs

accepted by the low EQ group).



Page 422

It is likely t hat both of the above differences are a r esul t of

proportionally more low EQ group jobs than high EQ group johs being fi r st

posts in social work.

When the high and low EQ groups' reasons for resignation are compared,

three main di fferences are apparent.

Firstly, family-oriented reasons are propor t ionally more prevalent

in the resignations of the low EQ group (41.18% of all reasons, as

compared to 34.04% in the high EQ group). This finding is a result of

the low EQ group leaving proportionally mor e jobs on account of mar riage

per se. Secondly, job dissatisfactions are slightly more prevalent in

the resignations of t he low EQ group (35.29% of all reasons, as compared

to 32.98% in the hi gh EQ group). Finally, the high EQ group resign f r om

proportional ly more jobs on account of reasons that are nei ther fami1y-

oriented nor job dissatisfactions. Thi s is largely due to a propensi t y

in high EQ group respondents to embark on extended holidays and travel.

Indeed, 15% of high EQ group jobs are t ermi na t ed for this reason, as

compared to 3.5% of low EQ group jobs.

d. Work satisfac tion

The work sat is fact ion priorities of t he high and low EQ groups were

established in two ways. Firstly, respondents were asked to assess

each of 10 selected work considerations in work satisfaction i mportance .

This non-comparative assessment represents work satis faction priority in

an "ideal" situation. Secondly, they \o1ere asked to comparatively rank

the same ten considerat ions in work sat isfact ion i mportance t o themselves .

This represents a more "realis tic" ordering.
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When they assess the work satisfaction importance of t en

considerations individually, the high EQ group make greater work

satisfaction demands than the low EQ group: they place a greater work

satisfaction premi.um on 8 of the 10 considerations, and in "t he case of

the remaining two considerations, the same work sat is fac tion pr emi um

as the low EQ group. However , the two groups are similar i n that both

give top work satisfaction priority to "the service provided by the agency

being of real value to the community", and both groups give 10\01 wor k

satisfaction i mportance to "service conditions" an d "oppor t uni.t ies f or

professional improvement".

On the basis of a direct, comparative ranking in wor k satisfaction

importance, the high EQ group give top priority to "interes ting work",

"adequate salary", and "the service provided by t he agency being of real

value to the community", in that order. The low EQ group give top

priority to "interesting work", "the service provided by the ag ency being

of real value to the community", and "reasonable work loads", in that

order. Both groups place relatively low work satisfaction i mportance

on "opportunities for professional improvement", ''worki ng co ndi t ions ",

"service conditions", and the "supervision and guidance of less experi enc ed

workers" .

When "ideal" and "realistic" rankings in work s atLs f actLon

importance are compared, the high EQ group show a greater disparity

between the two orderings t han the low EQ group: t he high EQ group have a

total difference of 24 units between the two rank orders, wher eas t he

low EQ group have a difference of only 16 units.



Page 424

Three specific reasons can be identified for the high EQ group's

greater disparity. On the one hand, two aspects of work related to

worker re1-?ard ("interesting work" and "adequate salary") each increase

5 rank units in work satisfaction importance from the "ideal" to the

"realistic" ranking. On the other hand, the "supervision and guidance

of less experienced workerfi" drops in importance by 5 rank units from

the "ideal" to the "realistic" ranking.

These findings suggest that those respondents with the most

experience in social work have the greatest disparity between their

ideal and realistic work satisfaction priorities.

(iv) Fields of social work employment

Respondents in this study report employment in 15 fields of social

work. The six fields in which most jobs are recorded are the fields of

child and family welfare, the Department of Social Welfare and Pensions,

Medical social work, psychiatric social work, social work with prisoners,

and social work with the physically "disabled.

When reasons for job choice are compared by major fields of

employment, "interest in a field of social work" is the major reason for

job choice in all fields. In three fields (the Department of Social

Welfare and Pensions, medical social work and psychiatric social work)

"good salary" is the second most important reason for job choice. In

the other three fields, the second most important reason for job choice is

that jobs were "the only jobs available". No other single reason

influences the choice of more than 15% of jobs in any major field.
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When reasons for resignation are exami ned by ma j or f i e l ds of

employment, family-ori ented reasons form the largest group of re~sons for

resignation i n fo ur of the six fields. The exceptions are the fields

of child and f ami l y wel fare, and phys i cal dis abi lity . I n the f ormer

field, job dissatisfac t ions are t he major gr oup of reasons for resignation,

while in t he lat ter f i eld, ther e are an equal propor tion of f amily-

oriented and job dissa t is f action reasons. However, from 17.24% to

38 .46% of al l reasons for r esignation in each maj9r field of employment

concern one or other sp eci fic job dissatis faction.

Finally, when respondents assess t he 'adequacy with whi ch t heir

"most recent" jobs in maj or fields of employment meet 10 selected

work considerat ions, two t rends can be establ i shed . Firstly, psychiatric

social work' is t he fi eld which best meets all 10 work considerations.

In addition, the psychiatric field most adequately fulfils specific

aspects of work as sociated with t he provision of an effective and

valuable social work service. Secondly, the D~partment of Social Welfare

and Pensions bes t meets aspects of work associa ted with reward t o the

worker for her services, and most aspects of work associa t ed with a

worker's long-term career goals .

2. Testing of tenta t i ve hypothes es .

The third aim of t his research study is to use data obtained on

, respondents ' work pa tterns and work satisfactions to test two tentative

hypotheses.
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(i) First hypothesis

The first hypothesis identified for testing can be stated as

follows: -

H 1. The demands of the role of wife-mother may at
times be so pressing that female social workers
will be prevented from work participation.

The findings of this study show that respondents realise only 33.91%

of their potential service in social work (or 2890.5 months out of a

possible 8760 months).

Of the 5869.5 months of occupational wastage, 3296 months (or

56.15%) is due to pregnancy and child-rearing, and a further 204 months

(or 3.47%) is due to marriage per se. Together, these two categories

form 59.62% of all occupational wastage.

This finding supports the hypothesis stated.

It is of note that wife-mother duties are the greatest cause of

occupational wastage, and that more service is lost to the profession

for this reason than for all other reasons combined. However, it is

interesting to observe that while respondents often find it impossible

to combine a "mother" role with work, they do not experience quite the

same difficulty in combining the roles of social lo1Orker and ''wife'':

there is more than fifteen times as much occupational wastage for

"pregnancy and child-rearing" as there is for "marriage" per se.
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(ii) Second hypothesis

The second hypothesis identified for testing can be stated as

follows: -

H 2. The need to accommodate conflicting home and
work demands will have two consequences for
female social workers:-

Firstly, they will give high work satisfaction
importance .to aspects of work which reduce, or
compensate for, work-home role conflict;

Secondly, they will give low work satisfaction
importance to aspects of work associated with
long-term career goals.

To test the foregoing hypothesis against the data of this study,

an interpretation is required of which aspects of work "reduce \oyork-

home role conflict", and which aspects of work are "associated with

long-term 'career goals".

Ten work considerations were presented to respondents for assessment

in work satisfaction importance. It can be suggested that three of these

considerations will either reduce, or compensate for, work-home role

conflict. They are "interesting work" (a compen~ation in personal

satisfaction); "adequate salary" (a financial compensation); and

"working conditions" (a compensation in personal and professional

convenience, which may also serve to reduce conflict, for example

by providing suitable working hours).

Using the above interpretation, the findings of this study show that

when respondents rank ten selected aspects of work in work satisfaction

importance, "interesting work" and "adequate salary" are ranked 1st and
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3rd, respectively. ''Working conditions" is ranked only 7th. Thus

"interesting work" and "adequate salary" are given high work satisfaction

importance, whereas ''working conditions" is not.

This tendency is also apparent when respondents' actual work

patterns are examined. "Interest in a field of social work" and

"good salary" are the two most common reasons for job choice.

Dissatisfaction with inadequate salary and "becoming more interested

in another field of social work" are the two most common job

dissatisfactions in resignation. ''Working conditions" is of only

minor importance in job choice and resignation.

The second part of the hypothesis refers to aspects of work

associated with long-term career goals. It can be suggested that

three of the ten work considerations presented to respondents are ·

associated with a worker's long-term career goals. These are

"opportunities for professional improvement" (which enable the worker

to develop her professional knowledge and skills); the "supervision and

guidance of less experienced workers by more experienced colleagues"

(which enables the beginning worker to develop her skills); and

"service conditions" (leave, sick leave, medical aid, pension, written

contract of service etc.; which provide the worker with long-term job

security) .

Using the above interpretation, the findings of this study show

that when respondents rank 10 selected aspects of work in work satisfaction

priority, "adequate opportunities for professional improvement", the

"supervision and guidance of less experienced workers", and "service

conditions" are ranked 10th, 8th and 9th respectively. In other
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words, these considerations are of lowest work satisfaction importance.

The foregoing tendency is also apparent when respondents' actual

work patterns are examined. When they choose social work jobs, "scope

for a high standard of service" (whf.ch includes opportunity for

professional improvement) is active in only 6.06% of job choice.

"Better non-physical working conditionz" (which includes the provision

of supervision) is active in only 3.03% of job choice. "Satisfactory

service conditions" is not reported as an influence upon job choice.

In resignation, an "inability to practice social work of a high

standard" and "poor non-physical working conditions" are each active

in only 4.52% of all resignations. No resignation is caused by

dissatisfaction with service conditions.

The above findings indicate that respondents give high work

satisfaction importance to "interesting work" and "adequate salary"

(both of which are interpreted to be potential compensations for work­

home role conflict). On the other hand, they give low work satisfaction

importance to "opportunities for professional improvement", the

"supervision and guidance of less experienced workers", and "service

conditions""(al1 of which are interpreted to be associated with a

worker's long-term career goals).

These findings are in accordance with the hypothesis stated.

However, do these findings occur as a result of female social workers

having to accommodate conflicting ho~e and work demands?
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Indeed,

spinster social workers, or for that matter male social workers, might

well place a high work satisfaction premium on "interesting work ll and

"adequate salaryll. Social workers as a profession might place

(comparatively) low work satisfaction importance on llopportunities for

professional improvement 11 , the llsupervision and guidance of less

experienced workers ll and llservice conditions".

The findings of this study do not lend full support to the second

hypothesis. What the findings do indicate, however, is that the

social workers studied in this research project place a high work

satisfaction premium on interesting work and good salary. Conversely,

they place low work satisfaction importance on some aspects of work

associated with long-term career goals.

This mayor may not be a result of some female social workers

needing to accommodate work-home role conflict. Nevertheless, the

findings of this study serve to support a suspicion that there may

be a relationship between the home responsibilities of some female

social workers, and their realistic work satisfaction priorities.

The tenuous indication that emerges from this study merits further

investigation.

3. Discussion of major findings

The nineteen major findings of this study are identified and

discussed in the following section. Where appropriate, findings arc

compared to the findings of other investigators.
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(i) Respondents spend more of their professional lives outsi.de the

profession, than within it

The overall proportion of occupational wastage of respondents in

this study 167.00%) is greater than in any other study known to the

investigator.

White female social workers in McKendrick's Durban study had

a mean occupational wastage rate of 33%1; Timms' English female

psychiatric social workers had mean occupational wastage rates of 10%

to 32%, depending on their marital status2; and in the United States of

America, Lewin's female social workers had an occupational wastage

rate of 47.1%3, while those of Tropman had a rate of 56.1%4.

It is possible that the high occupational wastage rate of

respondents in this ' s t udy is related to their age. Respondents have

a median and modal age of 30 years, and are thus younger than the female

subjects in McKendrick's study5 or in Lewin's study6 (the age of

Timms' and Tropman's subjects is not provided). Itis knOt~l that

occupational wastage is greatest in the late twenties and early thirties.

Thus, it is possible that respondents in the present study are passing

through the age range where occupational wastage is most prevalent.

(ii) Most social work service is given by respondents when they are

young and inexperienced.

The employment and occupational wastage of respondents is closely

related to their age. The greatest part of respondents' effiploj~ent

takes place in their younger, less-experienced years (the early and
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As they grow older, they tend to be absent from the

profession, usually for pregnancy and child-rearing.

MOst early employment is in the broad field of child and family

welfare, while most later employment is in more "specialised" fields

of social work. Thus, the field of child and family welfare provides

the main training ground for respondents. When respondents 'become

more experienced, they favour emplo}~ent in other fields. This

finding is not unique to respondents in this study, and has been

substantiated by other investigations.
7

The implication of these findings is that South Africa's basic

field of social work - the welfare of children and their families -

is not attractive to many experienced workers.

(iii) Part-time employment is not common

Part-time and sessional employment forms a minor part of all

employment (6.9%). This is a surprising finding, in view of the

fact that the greatest part of respondents' occupational wastage is

brought about by their wife-mother duties: part-time employment would

seem the obvious way to "reach out" to these married respondents, and

enable them to give some service to the profession.

This finding may indicate that there is a shortage of part-time

and sessional posts in social work. Indeed, when respondents identify

reasons for occupational wastage amongst social workers, 30.61% of all

their comments concern a lack of sessional posts, and 12.25% concern a

lack of posts where working hours coincide with school hours.
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It would seem that many social work agencies are not offering

sessional and part-time positions that would appeal to the married

social worker. In the six major fields of employment, part-time work

does ·not form mor e than 16.8% of all service in any field. The field

of child and family welfare, which has the largest share of part-time

work (33.5 months), has a ratio of part-time to full-time work of

only 3.8 : 96.2.

Social work agencies appear to be neglecting the potential

contribution of married women workers by not offering sufficient part-

time and sessional positions.

(iv) The major cause of occupational wastage is the home responsibilities

of some respondents.

The findings of this study show that pregnancy and child-rearing

accounts for 56.l5% .of all occupational wastage, while marriage per se

accounts for a further 3.47%.

respondents' home duties.

Thus, 59.62% of wastage is due to

Other studies support the finding that family-oriented reasons

predominate in the occupational wastage of female social workers.

McKendrick found that white female social workers in Durban attributed

71% of all their wastage to marital and family causes,8 while in other

t • T' 9 T 10 d 11coun r~es, ~mms, ropman an Lewin all agree that home duties are

the major reason for female workers' wastage.

The findings of this study show that occupational wastage for

family reasons is least in the early twenties, and then forms an ~.
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increasingly larger proportion of all wastage each year unti l 32 years

,.
i

of age. Thus, family-oriented r easons lie behind t he bul ge i n

occupational wastage t ha t occurs i n the late twenties and ear l y

thirties.

It is of interest to note that when the high and low EQ groups of

respondents are compared, t he principal cause of t he low EQ group's

lesser service in social work is their family duties. The low EQ

group have 1659 mont hs of wastage due t o pregnancy, child-rear i ng and

marriage, while the high EQ group hav e only 248 months of was tage f or

these reasons.

Far-reaching i mplications for social work manpower emerge f r om

these findi ngs. It would seem that r espondents give most ser vice

in their early twenties, and then become increasingly prone to

occupational wastage f~r f ami l y reasons. Thus, the prof ession will be

characterised by a (rel~tive) abundance of young, inexper ienced worker s,

and a (relative) shortage of workers at the "middle range" senior

social worker or supervisor level.

(v) Empl oyment outside social work accounts f or mor e t han one-quarter

of all oc cupa tional was tage.

t he second major cause of occupational was tage is employment out s i de

social work (28.77 % of all wastage). A popular explanation for t he

employment of female social workers outside the professi.on is t hat

they can obtain part- time work with congenial working hours . However,

the f indings of tJ:1i s study do not support t he for egoi ng explanation:

there is more t han f i ve t ime s as much fu l l - time emplo ymen t outside
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soci a l work as there is part-time employment.

Nevertheless , it is possible that work outside t he profession may

of f e r more congenial working conditions to the married woman worker .

Thi s suggestion receives support from an additional finding of this.
study, namely that employment outside the profession is greates t at

the ages when occupational was tage for preenancy and child-rearing is

most prevalent.

Whatever the motivation for t he large amount of was tage due to

empl oyment outside social work, the phenomenon is in itself disturbing .

Further investigation is indicated, particularly in vie~ of the fact

that the findings of thi s study are suppor ted by t he findings of ot her

i nves t i ga tions: in the 1966 s t udy of Durban social workers , for

exampl e , McKendrick found that white female social workers attributed

22% of their wastage to empl oyment outsid~ the profession.
12

(vi) Respondents experience little difficulty in finding social work

vacancies, when they wish t o do so.

Employment out s i de socia l work is not due to a shortage of ful l -

time social work posts. Indeed, a very small amount of all occupa t i ona l

wastage (1. 76%) i~ caused by "awaf t Ing social work vacancies".

On most of the occasions when respondents attribute wastage to an

absence of social work positions, they are resident in small rural

areas or in foreign countries .

This finding suggests that there may be 3 shortage of social

workers in South Africa to fill fu l l - t i me posts i n urban centres.
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(vii) Factors outside the profession contribute to respondents'

occupational wastage

Earlier findings of this study have shown that the major cause

of respondents' occupational wastage is pregnancy and child-rearing .

. Although respondents suggest that a pauc~ty of part-time and sessional

jobs prevents married women returning to social work, other inhibiting

factors are also operative.

Respondents indicate that in their opinion, a major extra-work

cause of occupational wastage is the lack of adequate pre-schoo1

care for young children. This factor forms 46.94% of all additional

reasons for occupational wastage that they identify. There is little

doubt that in South Africa as a whole, substitute care services for

pre-school children are under-developed. Coupled to this is the fact

that respondents seem particularly conscious of the adequacy of pre­

school care for their children: they seek more than custodial care,

and emphasise their desire for full nursery school facilities.

To a lesser extent, respondents report dissatisfaction with

excessive income tax for married women workers (6.12% of all additional

reasons for occupational wastage).

Whereas taxation of the married woman's income has become more

equitable in the 1970'S, there has not been the same dramatic

improvement in the provision of adequate substitute care for pre-school

children. The lack of nursery school facilities remains a barrier

to the mother who would like to return to work.
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Respondents do not remain in social work jobs for long periods

of time

The average length of all jobs reported by respondents is 14.59

months. However, average length of job is considerably longer in some

fields of social work than in others. In the field of the Department

of Social Welfare and Pensions, for example, average length of job

is 27 months.

The mean length of job found in this study is shorter than the

mean length of job reported by other investigators. The 1966 study

of Durban social workers found that white females averaged 3 to 4 years

in each job (although their modal length of job was only one year).l3

In England, Tirnrns has reported that female psychiatric social worl~rs

have an average length of job of from 2 years to 5.2 years, depending

on their marital status.
14

It seems possible that the shorter mean job length of respondents

in this study may be attributable to their relative youth: occupational

mobility is greatest in the lower age range of 20 to 24 years, and

decreases with increasing age.

Despite this explanation, the lower mean length of job found in

this study provides grounds for concern. An average stay of less than

l~ years in each job means that social work agencies may experience

rapid staff turnover, with consequent implications for the standard of

service.
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(ix) The major reason for iob choice is interest in a field of social

work, while other reasons are of lesser influence.

IIInteresting work" .is the predominant motivation in job choice

(active in 56.06% of jobs accepted). Thus, in the practical situation,

respondents are primarily attracted to jobs which will provide them

with personal satisfaction.

Four other reasons influence the acceptance of from 10% to 20% of

all jobs: good salary, jobs being "the only jobs available ll
, suitable

working hours, and the availability of locum tenens posts. The two

latter reasons are potentially related to the wife-mother role carried

by some respondents.

A striking feature of respondents' reasons for job choice is the

small part played by some long-term career motivations. Indeed, moving

to a IImor e senior post" is active in only 2.02% of jobs accepted, and

"service conditions" is not mentioned.

It is tempting to attribute this particular pattern of job choice

to respondents' femininity and to their mother-wife roles.

until the findings of this study can be compared with data

However,

on male social workers, no definite conclusions can be drawn.

Despite the above limitation, it can be noted that the two most

potent forces in job choice are anticipated personal satisfaction

(through "interesting ll work), and anticipated financial reward (through

"good salary").

for her services.

Both of these factors involve reward to the worker
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(x) Family-oriented reasons are the major cause of resignation

Family-oriented reasons play a prominent part in resignation, and

compri~e 43.63% of all reasons for job termination. Pregnancy is the

main reason given, while marriage per se plays a lesser part. A

finding of particular note is that the transfer of husband/family is

second only to pregnancy as a cause of resignation.

Family-oriented reasons for job termination are least in the lower

age range of 20 to 24 years (34.78% of all reasons for resignation),

and are at their peak in the age range of 30 to 34 years (63.63% of all

reasons for resignation).

It is kno~~ from earlier findings that family-oriented reasons are

the major cause of respondents' occupational wastage. The present

finding indicates that they are also the main cause of occupational

mobility (as measured by job termination) . The .f amily roles of

respondents are there for the predominant influence not only i~ their

movement out of the profession, but also in their movement away from

specific social work jobs.

(xi) Job dissatisfaction is prevalent in resignation

More than one-quarter of all reasons for resignation concern one

or other dissatisfaction with the job terminated . . The two most

prevalent dissatisfactions are with inadequate salary, and becoming

"more interested" in another field. Other prominent dissatisfactions

are with working hours and overtime, with an inability to practice hi gh­

standard social work, and with non-physical working conditions. No
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other individual dissatisfactions are active in more than 3% of

resignations.

It is of interest that job dissatisfactions are most influential

in resignation during the lower age ranges of 20 to 24 years, and become

steadily less influential with increasing age. The implication is that

younger workers are more prone to leave social work posts on account

of job dissatisfaction.

In terms of these f Lndf.nga ,' a number of social work posts fail to

provide respondents with work satisfaction. However, it must be noted

that, if anything, the present findings underplay the full extent of job

dissatisfaction. Many respondents resign primarily for family reasons,

and thus do not record job dissatisfaction as a cause of resignation.

(xii) Resignation is influenced by factors that are not directly
•

associated with family responsibilities or with job dissatisfaction

More than one-quarter of all reasons for resignation are not directly

connected to family roles or to job dissatisfaction.

reasons for resignation merit note.

'flo10 prominent

Over 11% of all jobs are terminated by respondents who embark on

extended holidays and travel, usually whilst they are aged from 20 to

24 years. Young respondents thus show a propensity to temporar.ily

leave social work for extended periods. Normally, they go on an

overseas journey lasting, on the average, 6.1 months. The tendency of

young social workers to go on a "grand tour" may not necessarily be

peculiar to social workers, and may be characteristic of middle-class

South Africans as a whole.
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Nearly 13% of all jobs are terminated because they are locum

tenens posts which have come to an end. Although such resignations

cannot be directly attributed to family responsibilities, it would

seem likely that locum tenens posts would appeal to married female

social workers. This suggestion is supported by the finding that

locum tenens posts are generally tm~en by respondents in the middle

and upper age ranges.

(xiii) Respondents' job moves are not normally accompanied by vertical

upward mobility.

Of respondents 198 movements to social work jobs, only .ll

involve an upward movement in occupational rank; and in only 4 instances

do respondents note promotion as a specific reason for job choice.

On the surface, these findings indicate that respondents' occupational

mobility is not primarily motivated by a desire for upward movement in the

career structure. Indeed, .t hey move primarily to get "interesting work",

and "good salaries".

However, these findings could also indicate that there is a shortage

of senior social work posts that are attractive to respondents. This

latt~r suggestion receives support from the finding that of the 86

respondents studied, only four have ever received a vertical upward

move in rank while remaining with the same employer.

(xiv) Respondents ascribe low work satisfaction importance to some

aspects of work that are related to long-term career goals.

In both their "ideal" and "realistic" rankings of work satisfaction

priority, respondents attach low work satisfaction importance to
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"service conditions" and "opportunities for professional improvement".

This finding may be a conse.quencc of respondents' gender. Female

social workers may not view their work role as their major source of

life satisfaction, and as a result, they may not seek long-term job

security or opportunities to develop their professional knowledge and

skills.

The foregoing suggestion receives support when respondents' work

satisfaction priorities are analysed by high and low EQ groups. The

high EQ group, with an average of nine times as much social work service

as the low EQ group, nevertheless give lowest work satisfaction

importance in the realistic situation to "service conditions" and

"opportunities for professional improvement".

(xv) Respondents place high work satisfaction importance on a social

work service being of real value to the community

The "real value" of a social work service to the community is ranked

1st in work satisfaction importance in the ideal" situation, and 2nd in

the realistic situation.

Thus, both ideally and realistically, respondents can get great

work s~tisfaction from a knowledge that the service in which they are

involved is of value to the community. This finding is appropriate to

a profession such as social work: in social work, a major ethical value

is that the interests of the client should be an overriding service

consideration
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(xvi) In the realistic situation, respondents attach high work

satisfaction importance to "interesting work" and "adequate

salary".

Respondents give a higher work satisfaction priority to "interesting

work" and "adequate salary" in a realistic (Le. comparative) ordering

of work satisfaction importance, than in an idealised (i.e. nOn-

comparative) assessment.

Realistically, respondents rank "interesting work" 1st in work

satisfaction importance, and "adequate salary" 3rd.

A number of possible explanations exist ·for a disparity between

ideal and realistic work satisfaction priorities. For example, most

people may have a difference between their idealised work satisfaction

priorities, and their actual values in practice. On the other hand, it

is possible that female social workers place a high premium on

interesting work and adequate salary in the realistic situation for a

specific reason. For example, they could both represent almost

innnediate "compensations" for conflict that might be experienced in

accommodating home and work roles.

No definite conclusions can be drawn. Whateve~ the reasons for

the above findings, the findings themselves are important for an

understanding of respondents' work behaviour.
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(xvii) Respondents wi t h t he most exper ience in social work have the

greates t dispari t v beh7cen t hei r ideal and r ealis tic wor k

satisfaction priorities.

The high EQ group have nine times as much experience i n social wor k

as the low EQ group. Despite this greater exposure to social work

practice, t he high EQgr oup have the widest dispari ty be tween their

idealistic and realistic work satisfaction priorities.

The reasons for this findi ng are two-fold. Fi r s t l y , t he high

EQ group give considerably more work satisfaction importance to

"interes ting work" and "adequa te salary" in the realistic situa tion,

than in the ideal situation. Secondly, the reverse is true i n t he

case of the high EQ group's assessment of t he "supervision and gui dance

of less-experienced workers".

A number of varying explanations can be sugges ted for the abo ve

findings. It is possible, for example, that the low EQ group have

not had sufficient exposure to social work practice for them to develop

"realistic" work sat is fac tion priori ties t hat differ from their "ideal"

priorities. On the other hand, it i s possible that the high EQ group

may contain mor e "career women" or social workers who have worked at

the s ame t ime as t hey have had a Wife-mo ther role. In each of t hese

cases, the work rewards of "interest" and "salary" may have assumed

added importance in t he realis tic situation.



(xviii) Conditions of employment and practice in social work pos ts

fall far short of the ideal

When respondents assess their "most recent" jobs in social work,

more than oue-quarter of respondents rate them "poor" in regard to

reasonable work "loads, supervision and guidance of less experienced

workers, salary, working conditions, and willingness of agency

policy-making authorities to appreciate the points of view of

professional social work staff.

On the other hand, a majority of respondents rate their "most

recent" jobs as "good" in regard to interesting work, and the value

of the service provided by the agency to the community.

Of respondents' four top work satisfaction priorities, two are met

comparatively well in their "most recent" posts (interesting work, and

the value of the service provided to the community), and two are met

comparatively poorly (adequate salary, and reasonable work loads).

Many different factors may combine together to produce less

adequate conditions of employment and practice in social work posts.

For example, social work developed out of voluntary, unpaid social

welfare activities. It is primarily a women's profession, and women

may not be as concerned with working conditions as men. The femininity

of social workers may have other possible repurcussions, all of which

militate against high standards of employment and practice: high staff

turnoverj a less powerful professional association; and a less aggressive

approach to the improvement of conditions, to name but Some of them.
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It is of more than passing interest that in respondents' "most

recent" jobs, some fields of social 'tJork meet conditions of employment

and service better than others.

The field of psychiatric social work best meets aspects of work

associated with the provision of a valuable and effective social work

service. The implication is that this field (which is often

characterised by inter-disciplinary work with members of high status

professions) has better communication and co-operation between personnel,

policy making authorities more '\-Tilling to understand the social worker's

point of view, and (relatively) reasonable work loads.

On the other hand, the Department of Social Welfare and Pensions

best meets aspects of work associated with reward to the worker, and

most aspects of work associated with long-term career goals. The

implication, therefor, is that a State welfare agency, completely

supported by public funds, is able to provide interesting work; better

salaries, better working and service conditions, and more adequate

opportunities for professional improvement.

The tentative indications identified above provide food for

thought, and suggest a possible relationship between some conditions

of work, and the setting in which the social worker practices.

Overall, however, the findings of this study indicate considerable

room for improvement in social workers' conditions of employment and

practice. There would seem to be a need for South African social

workers to develop minimum standards of personnel policy and

administration, which could be applied to all social work posts in all

fields.
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(xix) Job dissatisfaction is most prevalent in first jobs

The findings of this study show that respondents are particularly

prone to resign from their first jobs because of job dissatisfaction.

Indeed, 40.21% of all reasons for first job resignation concern job

dissatisfaction, as compared to 16.82% of all reasons for resignation

from later jobs.

This finding indicates that respondents are more likely to

experience dissatisfaction' and discontent in their first social work

posts. On the other hand, however, the finding may be a partial

result of fewer first jobs than later jobs being terminated for

family-oriented reasons.

Nevertheless, the prevalence of job dissatisfaction in first job

termination may be connected to the fact that more than one-quarter

of respondents do not have second jobs in social work.

The influence of job dissatisfaction on first job resignation is

of particular concern to social workers. The worker who has an

unhappy first work experience may not only leave her job: she may also

leave the profession.
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4 . Conclus i ons and r ecommendat Lons .

The conc l usions of thi s s t udy are r es t ricted to the 86 respondent s

studied, and cannot be generalised to al l soci.a1 ",ork graduat es of

t he Uni ver sities of Natal and the \Htwatersrand, or t o social wor ke rs

as a \-lhole. The r ecommendatLons that fo l l ow the conclus ions must

also be vi ewed wi t h caution , as they are bas ed wholly on the limited

s ample of femal e so cia l wor ker s inv~stigated in thi s r es ear ch proj ec t.

(i) Conclus ions

Respondents show a greater rat e of occupa t i ona l was t age and

.
occupational mobil ity than so cial wor kers i n any other study known to

the investigator. They spen d just under two-thir ds of the i r po tent i al

working lives outside the pro f es s i on , a nd when they do wo r k , t heir

average length of job is only 14. 59 months. The large s t part of

their service to soci al wor k i s in t heir younger, less-experienced

years. I t is poss i bl e that t he high r ates of occupat i onal wastage

and mobi l ity f ound in thi s s t udy may be due to the rel ative yout h of

respondents.

Fami ly responsibilities are the princi pal cause of both occupat ional

wastage and occupational mobi lity . Famil y- or i ented r easo ns (mainly

pregnancy an d child-rearing) account f or 59. 62% of all respondents'

occupational was tage, and fami ly-oriented r.ea sons (mai nl y pregnancy,

and the transfer of husb and/family ) form the largest cat egory of

reasons f or job res i gna tion.



Page 449

Dis-inc ent i ves can be i dent i f ied t hat serve to discourage

respondents from a t t emp ting t o combi ne their home roles (and more

particularly thei r mother roles ) w~th social wor k emp loyment .

Respolldents cons i de r tha t there is a shortage of par t-time and sessional

posts in social work t hat pe rtllit a mot her to work and also ful fil her

mate1~a1 obliga t ions. At t he s ame time, ther e is a lack of connnunity

resources that can be used by the married woman worker. Speci fically,

there is a shortage of adequa t e day-care s ervices for pre-schoo1
.'

children.

In addition t o fami l y re s ponsibilit ies, a sizeable par~ of

occupational was tage and occupational mobility is caused by

dissatis f action wi t h s oci a l work jobs. Directly, more t han one-quarter

of all r easons for r es i gna t i on concern one or other specific job

dissatisfaction. Fi r s t jobs in social work are particularly prone to

termination through job dissatis f action. Indirectly, some

dissatis faction wi t h social work jobs is indicated by the fact that

28.77% of all occupational was tage is due to employment outside social

work. Ther e is more t han five times as much f ul l - t ime work outside

the profession as there is par t-time work.

Conditions of emplo yment and practice in social work jobs f a l l far

short of the ideal. Mor e than lout o f 4 respondents assess t heir

"most recent" so ci a l work posts as "poor " i n regard to reasonable work

loads, supervision an d gui dance of less-experienced workers, salary,

working conditions , and the wil l i ngnes s of t he agency policy-making

authori t y to app r eci a te the points of view of professional social work

staff. On t he ot he r han d , however, t he ma j or i t y of respondents assess

their "most r ecent " pos ts as "good" i n r egard t o in teres ting work, and
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the value of the social work service provided to the community.

Respondents have different work satisfaction priorities in the ideal

and realistic situations. Exposure to social work practice does not

help respondents to reconcile their ideal and realistic values: those

respondents with the most social work service have the greatest disparity

between ideal and realistic work s tatisfaction priorities.

Ideally, respondents place top work satisfaction importance on a

social work service being of real value to the community, interesting

work, and reasonable work loads, in that order. Realistically, they give

prime work satisfaction i mportance to interesting work, followed by the

social work service being of real value to the community, and adequate

salary. Thus, r~alistically, respondents give higher work satisfaction

importance to interesting work and adequate salary. No firm conclusions

can be drawn about the reasons for t he difference between ideal and

and realistic work satisfaction priorities. However, the suggestion can

be advanced that in the realistic situation, interesting work and adequate

salary may assume increased importance to the female worker: they may both

be "compensations for potential conflict between work and home roles.

Respondents place little value on some aspects of work that are

associated with long-term career goals. In both the ideal and the

realistic situations, they give lowest work satisfaction importance to

service conditions, and opportunities for professional improvement. In

their actual work movements, respondents are only minimally influenced

by ' opportunities for promotion.

These findings suggest that respondents are relatively unconcerned

with social work as a long-term career, possibly because of their
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On the other hand, however, social work may not provide a

career structure for female social workers who often carry dual work-

home roles.

Overall, the central theme in the findings of this study is that

the work patterns of female social workers (and possibly also their

work satisfactions) are predominantly influenced by their femininity.

The wife-mother roles of many respondents affect their movement in and

out of the profession, and even their movement away from specific

social work jobs.

(ii) Recommendations.

At present, social work is characterised by a broad base of young,

relatively inexperienced workers, and a paucity of "middle position"

. workers in their late twenties and thirties.

The majority of persons who are trained for social work in South

Africa are white females, and there is little evidence that this trend

will change, at least in the foreseeable future.

One of the most pressing manpower problems currently facing social

work is to find ways of attracting married female social workers back

<-
into the profession, particularly to meet the shortage of "middle-

level" personnel. To achieve this end, it is necessary to create

conditions, within the profession and in the community at lar~e thato ,

will encourage married women to return to work. This can be done by

a number of means:-
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(a) The provision of more part-t ime an d s essional pos ts.

More part-time and s essional posts are required in social work.

Part-time posts for mar r i ed women workers are generally morning

posts; while sessiona l pos ts gen eral ly i nvolve working a limi t ed

number of days each week, or worki ng in phases that correspond wi t h

school terms.

Myrdal and Klein have pointed out tha t many employers hold

the view that part-time employment is auxilliary or incidental to the

main (i.e. full-time) work of an ~rganisation.15 Perhaps it is for

this reason that social wel fare agencies do not make more use of "less

than full-time" workers.

Mos t professions that are predomi nantly feminine contain t he

potential for increased use of part-time personnel. The ef fec tive

use of part-time professional women has been demonstrated in medicine

d i 16 h 1 h' 17 d k 18an nurs ng, sc 00 teac 1ng, an social wor . Indeed, some

writers consider t ha t of all profess ions, social work mos t readily

lends itself to part-time ' employment. 19

Part-time work is contra-indicated i n some areas of social work,

for example, work wi th individuals and f amilies who ar e liable to

crisis situations, where immediate social work intervention is required.

On the other hand, a large part of social work is not concerned with

crises, and is amenable to part-time service: intake work, work in

children's institutions, work wi th old age clubs, short-contac t

casework, supervision, adminis trative act i viti es , and so f or t h .
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Part-time and s es sional work i s no t the panacea for social work's

manpower problems . I t does, however, hold out two main advantages

to the social work pro f ess ion. First l y , it enab l es s ome married

women to make use of their experience and traini ng . Secondly, it

has an advan t age t hat is not oft en r ecognised: it enabl es t he mar r i ed

woman to "keep her hand i n" during thos e years "Then she is primarily

concerned with child-rearing. Thus, when children are older, and the

social wor ker considers a return to full-t i me emplo yment, she does noc

f eel out of touch with social work an d its new developments .

b. Registers of emplo>~ent oppor t unities.

The provision of mor e. part-time and sessional posts will not in

itsel f ensure that such positions are filled . An urgent need exists

for some uni form, effective and central sys tem whereby s ocial worke~s

can readily learn of available full- and part-time vacancies.

There is l ittle doub t that the operation of a social work

"employment exchange" falls within the purview of the professional

social workers' associa t ion. The professional association has an

i n terest in social work manpower, and an obligation to see t ha t such

manpower is used effec tively and f ul l y .

Some local branches of the White Social Workers' Association of South

Africa already have in formal systems of advising members about social

work vacanc ies . The Southern Transvaal branch of the Association, for

example, has adopted a procedure whereby the branch secretary is notif ied

of vacant pos ts . She i s then able t o inform intending applicants

about availab le social work positions in t he community.
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A more f orma l system desigr.ed on the above pa ttern cou ld be

es tablished by a l l br anche s of the White Social Work er ' s Associ a tion.

The branches coul d r eques t socia l work agenci es to inform t he br anch

secretary of all vacanc i es. The secT~tary could then act as the

clearing hous e fo r job- s eekers, and even use the available machiner y of

the Associati on t o bring vacanci es t o t he attention of members. For

example, a lis t of vacanci es could be attached to notices of meetings,

or even anno unc ed at meetings of t he Ass oc i a t i on .

c. The crea t i on of minimum standarus of personnel policy and practice

The find ings of t his s tudy reveal t ha t in respondents' "most recent"

jobs, standards of emplo yment and pract i ce leave much to be desired.

Indeed, a majori ty of respondents could rate their "most recent" jobs

as "good" in r espect of onl y two out of ten considerations. From

26.58% to 37.97% of resp onden ts rated t heir "most recent" jobs as

"poor" in regard to five of the work considerations that they assessed.

Many bod i es and groups have an interest in social workers'

conditions of employment and practice. They include National Councils

of welfare organisations, individual wel fare organisations, t he Depar t ment

of Social Welf ar e and Pensions, the Social Work Commission of the National

Welfare Board, and ul timately, t he social work profession itsel f. A

suggestion adv anced in this dissertation is that it is social workers

themselves who ha ve the primary respo~sibility to formulate minimum

standards of personnel pol icy and prac tice. This comes about for two

reasons: as employees, soc i al workers are directly concerned wi th their

own work ~onditions ; and as social worker s , they are aware t ha t defective

or inadequate cond i tions of empl oyment and practice may lead to a reduced

standard of cli ent service.
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The findings of this study indicate a pressing need for South

African social workers to compile a statement of minimum personnel

policy and practice for employer social welfare organisations. Such

a statement could best be formulated by social workers acting together

through their National professional association, the White Social

Workers Association of South Africa.

If South African social workers were to adopt this course of

action, they would be following a pattern established by social workers

in other countries.

The Canadian Association of Social Workers, for example, provide

a statement on personnel practice that embraces conditions of employment,

conditions of work, channels of communication, and opportunities for

20professional growth. Their statement is a guide to social agencies

which employ social workers, and it is also a code which the Canadian

Association is prepared to uphold as the minimum standards acceptable to

professional members.
2l

The National Association of Social Workers in the United States

of America have produced a similar document. They specify detailed

conditions of employment and work, including standards for the physical

. t d k' h 22env~ronmen an wor ~ng ours. The standards are based on the

Association's belief that staff members can give their best service

when they work under conditions of employment that are; "conducive to

the maintenance of high quality and quantity of production".23

At present, South African social workers are attempting to devise

a code of professional ethics that will be acceptable to all social
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The time may t here for be opportune to extend this examination

to include both a code of ethical behaviour and minimum standards of

personnel policy and practice. The two issu~s are intimately connected,

as the employed ethical and competent social worker gives ~er best service

• •. h . cl b d d'" . 241n organ1sat10ns c aracter1se y goo a m1n1strat1ve pract1ce.

Adequate standards of employment and practice would enhance the

work of all social workers in the Republic. However, in the context

of this dissertation, they are of special importance to two groups:

the beginning worker, and the married female social worker.

The beginning worker who starts her career in an unsatisfactory

work environment may he exposed to working conditions and practice which

quickly nullify the ideals and standards inculcated in her social work

education. In addition, she court~ the risk of becoming disillusioned

and discontented. The married female worker is in a different position.

Often, she does not need to work. Thus, unattractive conditions of

employment and practice may deter her from returning to the profession.

d. The provision of adequate day-care services for pre-school children

The findings of this study indicate that more than half of

respondents' occupational wastage is due to their home role of mother.

The demands of this role (particularly with younger children) are not

normally compatible with work outside the home. Thus, services which

supplement traditional mothering duties, or which partly replace them,

may act as incentives to the married woman's return to work.



Page 457

Nursery schools are a particular ly under - dev eloped s ervice i n

South Africa. Resp ondents in t his s t udy indicate that a shortage

of such services sometimes prevents married soci a l workers from returning

to the profession .

AI~hough Provincial au t hori t i es have recently assumed added

responsibility fo r the nursery school educat ion of white childr en, i t

is unlikely t hat t hese faci lities wil l i ncreas e dramatic a l l y in t he

near future.

Organisations in t he community whi ch employ mar r ied women s t a f f in

large numbers have t here fo r found it necessar y t o provide th~i r own

domestic creche/nursery school f aci liti es for the childr en of s t af f

members. This procedure has become i ncreas ingly common in lar ge

commercial organisations, and lat terly, similar s ys tems have been

adopted by non-commercial undertakings. In Johannesburg, fo r ex ample,

the General Hospital operates a creche for t he pre-school children of

staff members
25,

while married women teacher s are explor ing the

possibility of establishing a nursery schoo l for the i r chi ldren . 26

No instance has come to t he attention of t h e investiga t or where

social workers have at tempted to es tablish ei t her creche or nur sery

school facilities for the children of mar r i ed workers . Howeve r, in

major urban centres, suc h an innovation may become a viable proposi t ion.
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e. The i ntroduc tion of tcxation procedures t hat do not di s criminate

against th e mar ried woman worker

Traditionally, Sout h Afr i ca has followed a taxation procedure where

the incomes of husband and wife have been combined for taxation purposes.

The last decade has seen a number of di fferent t axation fo rmulae for

married couples, but in all instances, the two spouses have ultimately

been seen as a single t axation unit.

Tax payable by married women who work has been considerably

reduced since t he mi ddl e and late 1960's, but despite mor e equitabl e

taxation procedures, one category of married women remain excessively

penalised. This category consists of married pr ofes s i ona l women whose

husbands are members of t he professional and managerial group. Because

the husbands of women in this category have high earnings, the tax

payable by wives on t heir additional income is increased.

women, the financial incentive of work is lessened.

For these

Short of a drastic revision of the taxation system, t hree courses
o

of action can be suggested that may alleviate the punitive taxation status

of the married woman worker:-

Firstly, a larger amount of the mar r i ed woman's salary can be

given "tax- free" status. At present, when the total family income is

R8,OOO or under, the first R500 of the wife's salary is not considered

to be "taxable income".

Secondly, provision can be made f or wives in families whose to tal

income exceeds R8,OOO, to also benefit f r om " tax-free" income concessions.
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This would serve to increas e the financial incentive of work f or social

workers who nre married t o high-earning husbands .

Third~y, taxation a l l owances can be devised t~ compens ate for the

ex tra expenditure which t he mar r i ed woman incurrs t hrough work outside

the home . In particular, t axat i on a llowances could be provided for

the cost of substitute day care for pre-school children, and for t he

employment of ex t ra domestic help.

The foregoi ng recommendations concern some possible procedures

that could be of use in encouraging married women social wor kers to

return to the profession . However, the reco~n~ndations are based on

the study of a l i mited number of social workers, and t he findings of

this research project may be unrepres en tative of female social wor kers

as a whole.

Despite the above limitation, the findings of this study constitute a

cause for concern. No profession can develop and grow when its "grass-

root" personnel consist predominantly of young, relatively i nexperienced

workers.

If social work continues to attract a large number of female

practitione rs - and t he re is every indicat ion that this will be the cas e _

the profession will always be liable t o considerable occupational was t age,

discontinuity of employment, and relatively high occupational mobility:

these phenomena are ha l l -mar ks of a female occupation.

Furthermore, these hall-marks may be particularly pronounc ed i n

social work. By virtue of their pro fessional training, social workers
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may be especially conscious of ad equa t e perfor mance i n thei r wife an d

mother roles, and this may mak e thelil unwi ll i ng to combine home and work

responsibilities.

Never t heless, t here i s no reason t o ' 'wri te of f" f emal e social

workers for the period of t heir l ives when they are enga s ed in chi ld

rearing. Married f emale social workers can be attracted ba ck to the

profession, but on t heir own t erms.

T~ese terms are that social work jobs should be inter es t ing and

well-paid, i n ag~ncie s that provide a s ocial work service of real value

to t he community. Hour r, of work shou ld be flexible, and provision i :;

required for more part-time and sessional emplo yment. In addition,

married workers require ad equate communi t y resources f or t he care of

their pre-school children.

If social work manpower is to be more balanced, and to contain

a greater proport ion of exp erienced workers at mi ddl e echelons , only one

i mmediate solu t ion is availabl e: to attract marr i ed f emal e social workers

back to the profession.

In essence, this i nvo lves t he creation of wor k oppor t unit i es wher ~

the married social worker can accommo dat e the demands of he r \o1Ork an d

home roles, and obtain satisfaction from both.
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APPEl\TJ)I X I QUESTIONNAI RE FORM

NOTE : I ndividual information given in this
ques tionnaire wi l l be regarded as CONFI DENTIAL.
The i nform a t ion \"ill only be us ed in the
compilation of Group Data.

I NSTRUCTI ONS FOR CO}WLETI NG THIS QUESTIONNAIRE

1. This questionnaire is in four parts. Part I, belo~

deals with personal info rmation. Part 11 concerns
your occupational hi s t or y . Part I I I canvasses your
opinions on Social Work occupational conditions.
Part IV invites you to make additional comments,
should you wish to do so.

2. Where a choice of answers is printed after a
question, please i ndica te your par ticul ar answer by
placing a tick (~) in t he appropriate square.

3 . Please answer ALL eight qu es tions.

PART I

1. Your BASIC Quali fication as a Social Worker

a.

b.

In what year was it obtained?

Your age at this time?

19----
years

c. Nature of the qualification?

2. Other Quali fica tions

3 year degree

4 year degree

a. Have you at any time obtained other academic or pro fessional
qualifications (in addition to the qualification listed i n
Question 1 above)?

Yes 0 No. 0
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Description of Academic or
Professional Qualification
(e.g. B.A. Hons . in
Psyc hology, M.A. in Social
l~ork, etc.)

Year obtained

b. If IIYES", please list these other qualifications below:

Name of I
lnstitution or I
Professional
Body from which
obtained. I

1. 19

2. 19

3. 19

4. 19



PART 11

3. SOCIAL WORK OCCUPATIONAL HISTORY

Please outline below, in t i me sequence, your occupations in SOCIAL WORK since your qualification as
a Soc i a l lvor ker

Month and NATURE of post FIELD OF SOCIAL WORK FULL TOlYN INFLUENCING FACTORS. Please attempt
Year held (e.g. (e.g. Aged, Child Welfare, or t o list t he par t i cu l ar fac t or s t hat

Social Wor ker , Dept . of Social Welfare PART- i n fluenced you in TAKING this pos t,
Supervisor, etc.) & Pensions, e tc.) TI ME or i n LEAVING this pos t.

Fac t or s infl uenc i ng Fac t or s inf luencing
TAKI NG pos t LEAVING post

19 19

19 19 . - - ..

19 19

19 19

19 19

19 19

19 19

•
~

0­
(



4. PERIODS SPENT OUTSIDE SOCIAL WORK

If you
below,
( ./).
field,

have spent periods of time outside Social Work since qualification , please list them
in time sequence, checking off the appropriate reason next to each period with a tick

If none of the reasons listed below satisfactorily explain your absence from the
please specify the reason for your absence in the column headed "Other".

'"tl
III

OQ
ID

~
0­
0\

Period spent outside REASON
Social Work (month Pregnancy and Further 111- Full-time Part-time Other - (Please specify)and year) child-rearing study Health Occupation Occupation

From To outside outside
Social lyork Social Work

19 19

19 19

I
19 19

19 19 ;

19 19

19 19

19 19

2

1

3

4

5

6

7
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PART HI

5. YOUR PRESENT POSITION

Pleas e ASSESS how your present position in Social Work measures up t o
each of the t en undermentioned considerations .

(I f you are at present OUTSIDE the field of Social Work, please
compl et e the assessment in regard to your LAST Social Work position).

Pl ace a tick (vi) in the column that most closely represents your
as ses sment of each of the i tems.

. ' . .

ITEM YOUR ASSESSMENT

GOOD FAIR POOR

Salary

Service condi t i ons (leave , pens ion , medical
. ·····a:i d , etc.)

Working conditions (Office space,
availability of secretarial assistance,
sui t abl e transport, hours of work, etc.)

Value of the Social Work service provided
by the Agency to the community

Communication and co-operation (between Staff ,
and between Staff and Volunteers).

Wi l lingness of Board of Management (or ot her
policy-making authority in agency) t o
appreciate points of view of professional
Social Work staff

Interesting work

Oppor t uni t y for professional impr ovement
(opportunities for further study, to do
research, to try out new techniques, to
keep up with the literature, etc. )

Supervision and/or Guidance of less
experienced workers by more experienced
colleagues

Reasonableness of work load (Le. possibility
of worker effectively carrying out all work
assigned t o her).
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.
i

6. The list below contains 10 considerations that could apply to a
social worker's post in any agency .

Drawing upon YOUR OWN OPINIONS AND EXPERIENCE, you are asked to
assess the i mportance that YOU would attach to each consideration
for your work satisfaction, by grading each of the considerations
as either "Essential", or "Desirablc"~ or "Not Necessary".

P1ease ·place a tick (vi) in the appropriate column next to each
consideration.

CONSIDERATION

Adequate sal.ary

Satisfactory service conditions (leave
pension, medical aid, paid sick leave,
written contract of service, etc.)

Satisfactory working conditions
(office space, availability of
secretarial assistance, suitable
transport, hours of work, etc.)

The social work service provided by
the agency being of real value to the
community.

Easy communication and co-operation
between staff members, and between
staff and volunteers.

Willingness of Board of Management (or
other policy-making authority in the
agency) to appreciate the points of
view of professional social work staff.

Interesting work

Adequate opportunities for professional
improvement (opportunities for further
study, to do research, to try out new
techniques, to keep up with the
literature, etc.)

Provision for the superv1sion and/or
guidance of less experienced workers
by more experienced colleagues.

A reasonable work load (i.e. the
possibility of the worker effectively
carrying out all work assigned to her)

YOUR GRADI NG OF THE IMPORTANCE
OF THE CONSIDERATION FOR YOUR

WORK SATISFACTION

NOT
ESSENTIAL DESIRABLE NECESSARY

. I
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7 . The lis t below cont ai ns 10 considerations that could apply to a
soci al worker's post in any agency .

Again drawing upon YOUR OWN OPINIONS ~~ EXPERIENCE, please place
these 10 considerations in the order of importance that YOU would
at tach to them for your work satisfaction .

Place a "1" in the column next to the consideration that you think is
most important, a "2" in the column next to the consideration that
you think is second most important, and so on up to "10", the
"least important" consideration .

CONSI DERATI ON
ORDER OF
UlPORTANCE

Adequate salary

Satisfactory service conditions (leave, pension,
medical aid, paid sick leave, written contract of
service, etc)

Satisfactory working conditions (office space,
availability of secretarial assistance, suitable
transport, hours of work, etc. )

The social work service provided by the agency
being of real value to the community.

Easy communication and co-oper at i on be~veen staff
members, and between staff members and volunteers.

Willingness of the Board of Management (or other
pol i cy-maki ng authority in t he agency ) to
appreciate the points of view of professional
social work staff .

Interesting work

Adequate opportunities for professional improvement
(Opportunities for further study, to do research,
t o t r yout new t echni ques, t o keep up wi th the
literature, etc .)

Provision for supervision and/or guidance of less
exper i enc ed workers by more experienced colleagues.

A reasonabl e work load (Le. possibility of worker
effectively carrying out all work assigned to her)
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PART IV

If, in your opinion, there are other factors (besides the
considerations listed in the last three questions) which
contribute to social workers' work satisfaction, or to their
occupational mobility and occupational '~vastage", please comment
on them below:-

THANK YOU FOR YOUR KIND CO-OPERATION
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SUPPLEMENTARY QUESTIONNAIRE

School of Social Work
University of the Witwatersrand
Johannesburg

Some months ago, you were kind enough to complete a questionnaire
concerning the occupational wastage, occupational mobility and work
satisfaction of social workers.

In the questionnaire, the term interesting work was used. It has
been suggested that this t erm is capable of a number of di f ferent
interpretations, and to cl~rify the meaning t hat you would attach
to the term, I would .be grateful if you could comp lete the one
question hereunder, and return this f orm to me in the enclosed
stamped addressed envelope.

Your continuing co-operation is much appreciated.

Yours sincerely,

Brian McKendrick.

SUPPLEMENTARY · QUESTIONNAIRE

1. When considering the term interesting work, which of the following
phrases would express most clearly your i nterpretation of this
term?

Please place a tick Cv') opposite the phrase of your choice.

Work which gives me personal satisfaction

Work which will lead to my i mproved development
as a professional person.

Work .which paves the way to the development of
my career as a social worker
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ABSTRACT

THE EHPLOYMENT, OCCUPATIONAL \~ASTAG E, OCCUPATIONAL

MOBILITY AND WORK SATISFACTIONS OF SOCIAL WORKERS:

A STUDY OF THE EUROPEAN FEMALE SOCIAL WORK

GRADUATES OF THE UNIVERSITIES OF NATAL AND THE

WITWATERSRAND, 1955 TO 1965.

Brian William McKendrick, December 1971.

Postal questionnaires were sent to the 117 European female

social work graduates of the Universities of Natal and the Witwatersrand,

1955 to 1965. Eighty-six social workers responded to the questionnaire.

Respondents showed a high rate of occupational wastage and

occupational mobility. They spent 7 two-thirds of their

potential working lives outside the profession, and when they did work,

their average length of job was only 14.59 months. Most of their

social work service consis ted of full-time employment in their younger,

less-experienced years.

Family responsibilities were the principal cause of both

occupational wastage and occupational mobility. However, more than

one out of fo ur reasons for resi gnation from social work jobs concerned

job dissatisfaction. Job dissatisfaction was particularly prevalent i n

resignation from first jobs.
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When respondents assessed their "most recent" social work

posts, conditions of employment and practice were found to be

considerably short of the ideal. The most prominent shortcomings

were unreasonable work loads, a lack of supervision and guidance for

less-experienced workers, inadequate salary, poor working conditions,

and an unwillingness of agency policy-making authorities to appreciate

the points of view of professiona~ social work staff.

Respondents had different work satisfaction priorities in the

"ideal" and "realistic" situations. Exposure to social work practice

did not help respondents to reconcile their ideal and realistic

values. Indeed, those respondents with the most social work service

had the greatest disparity between their ideal and realistic work

satisfaction priorities . .

Realistically, respondents gave a higher work satisfaction

priority to "interesting work" and "adequate salary".

In both the ideal and realistic situations, they placed high

work satisfaction importance on a social work service being of "real

value" to the community, and low work satisfaction importance on

"service conditions" and "opportunities for professional improvement".

On the basis of research findings, five courses of action are

recommended, that may serve to draw married female social workers back

to the profession. They include the provision of more part-time and

sessional posts; the establishment of employment opportunity registers;

the formulation of minimum standards of personnel policy and practice;
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the provision of adequate day-care services for pre-school children;

and the introduction of taxation procedures that do not discriminate

against the married woman worker.
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