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 ABSTRACT
.Protection‘of’children who are being’neglécted or
abused demands“skilled assegsmént and intervention. There

are many implications in delivering effective services in

a child welfare syétem:that is,over represented with

ethnic‘m%nority‘clients and their children.

] , :
Multi—cu}tural awareness, and cultural sensitivity

providedthrgﬁghbexperiencevaﬁd training afe eSsential

. toWardé %quippingvthe froﬁt;line sécial‘worker with the
o . e ‘ ‘

.skills to intervene effectivély}

Thi$ study’addfesses the lack:of’effeétive training

and awareness of Ethnic-Sensitive Practice in the social

o | . ‘
work profession that contributes tremendously to job
. | . . . L
performahce limitations among children’s social workers

working For the Los Angeles County Department of Children
| ' |

and Family Services} Children’s social workers completed
selffadministered questionnaires to measure cultural

competen%e and the effectiveness of training providéd.
Theidbjective of this/study was. to improve treaﬁment
‘provided‘ﬁo multi—Culﬁural‘faﬁiliés in the_welfaré system
by_imprbvihg training and awareness»in regérdé to.

cultural sensitivity. Pearson’s r correlations were used

to evaluate association in the Cross-Cultural Awareness

iii




Scale, tﬂe Occupational Barriers to Training Scale, the

_Organizaﬁional Barriers to Training Scale and the

Self—EvaIuatioh Scale. T-tests and one-way analyses of

0 : '
variancei(Anova) were used to evaluate the importance of
. v|' .

demograpﬁics and descriptive variables upoh the responses
He ! .

‘:to the s@alés included in the self-admihistered

. |,
questionnailre.

Results from this study showed that older

: | :
participants, and those who had worked for a longer

length'of time at DCFS, reported more organizational

barriersfto training than did younger partidipants and
those whb had worked less time at DCFS. Similarly,

participénts who reported having undergraduate degrees

reported more organizational barriers than did those with

" Masters ievel-degrees; Master’s level participants also
|

had high%r self—evaluation scores than did the
. i ' : »
undergra@uate_level participants. Additionally, ethnic
| o
|
differeqces were found in cross-cultural awareness and

|
erceived occupational barriers, with Asians reportin
| . P g

o _
more barriers than African Americans and European

|
. ! :
Americans, and greater cross-cultural awareness than

Latinos.

iv
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CHAPTER ONE

1 INTRODUCTION

i Problem Statement

As ﬁore social service agenéies confinue to assume
global sérategies and operate in international arenas,
the need  for effective multi-cultural training
developm%nt and multi-cultural éwareness among childrén’s
social wérkers continues to be stressed. Ayonrinde and
Oyedeji é1999f state that the‘challenges and limitations
of thoseéworking with minority ethnic populations have
received%wide coverage. Most current research discusses
the challénges posed by ethnic and cultural differences
or simil%rities and the need for awareness of
ethnic—sénsitive practice.

The challenges of providing effective and culturally
sensitivekservices to families in the child welfare

system is a critical obstacle that keeps children’s

: social'workérs from meeting the needs of a culturally

diverse population. The child welfare system in the
United S#ates has many ethnic minority clients and the -
number o? minority children in the system is expected to

increaseé(Hogan & Siu, 1989); With"thiskincrease in
i » . ' , ‘

|
1



minority clients, the need for effective training and
| e ; :
|l

awarenés% of ethnic-sensitive practice among social work
professionals likewise increases. The overall objective

of providing effective training is to improve services to

ethnic—m%nority clients by pdsitively influencing“the
- cross-cultural Sénsitivity,-at;itudes,'and communiCation

skillS‘of children’s social workers.

The%issue that this study seeks to address is the
lack of éffective'ttaining and awarehess of

ethnic-sensitive practice in the social work profession
S ~ _ ' - o '
that conFributes tremendously'to job performance

limitations among children’s social workers working for

the Department of Children and Family Services (DCFS) .
Since social work practice within the DCFS in Los Angeles
, | : , o , _

County iﬁvolves working with children and families with
expansivé cultural diversities, it is essential that-

'Ufamily dynamics, intergenerational struggieS, and

‘culturaliroles bé well_understood_byithe averagé

children’s social worker. -
'Jobfperformancevlimitations in the"social.wbrk

setting negatively impact‘staff‘in supervisbry positions,

the working environment of co-workers, . and the success of

the populations served. Job performance limitations are

B
1
i



|
o i . _ » -
evident in the inability of the children’s social worker

to‘provide adequaté, sénsitive services to ethnically

diverse élient’s'(Hogan.& Siu},1989);~These limitations -

may leadéto unmanageable case loads and chaos in the

workihg énvironment of co-workers. Job performance
limitations include the inability to communicate

veffectivély, the inability to recdgnize-the differences
in cultuﬁes that require different approachesuto
resolving problems, and the inability to view a situation

in’more ﬁhan one way (Chandlér,‘l992); Addifionally,:in‘a,
.highly‘cﬁangiﬁg society; multi¥éultural‘awa;ehess is‘a
icrucialvéoﬁceptﬂﬁhat mﬁst'be ufilized.by chilaren’s |
social wgrkérs on a daily basis>to counteracﬁ‘the
negativeéeffects of the environment on_thosé'familiesf
vSefved b§ the'DCFS. The implémentation éf
'ethnié~s%nsitivé'pré¢£i¢e.in the'Social‘Wérk proféssién
is eSSen%ial’ih ﬁnderstanding:the concerhs‘bf Other ‘

culturesgand empowering them with'the knowledge and
résourceé.to meet their own needs. To provide Children’s:

Social Wérkers with the skills that promote the'prinéiple
of respeét for human diverSity, effective training

programsfmust be developed and implemehted on a regular


http:chaos.in

: i
basis thryoughout the curriculum of the Social Work

professién.

Accérding to Rouillier and Goldstein (1991), over
the lastfseveral years, organizational analysis has been
reconcepéualized from providing infofmation about where
and whenitraining was needed, to an examination of_'
systemwi@e components that determine whether a‘training
program éan yield behavior‘change on the job.‘Tiainihg
courses éhould support the ethicél diféctioﬁ of‘the
agency, %nd traiﬁing objectives_éhouid agree with
departmeétal goals (Carnevale, 1990). Further, Black and
Mendenhall (1990) conclude that the empirical research on
cross—cuitural training can be effective in developing

skills, facilitating cross-cultural adjustment, and

enhanciné job performance.

i Problem Focus

Thr?ughout the Los Angeles County Department of

Children‘and Family Services, social workers are
: |

concernea about the lack of“multi—cultural awareness that

is increésingly demonstrated among fellow co-workers when
|
dealing with diversity in the families being serviced.

i
The lack of training for such awareness has become



i
|
] .
increasingly evident as co-workers have attempted to
i ' _ ‘
deliver éervices to people of various cultural

backgrounds for which they have little knowledge.

Barriers to effectively serving the needs of culturally

diverse éopulations, are wdrldviews, values, attitudes,
behavior% and cultural biases (Coll, 1998). These
barriersjpose limitations on job performance and produce
cultural;destructiveness (Chandler, l992). Effective

training|to assure multi-cultural awareness in the

workplacé is essential in helping Social Workers adapt to

changing?environments and to serving families in the
community with respect, understanding, and appreciation

of persobal cultural preferences. Aside from professional

developmént, supportive supervision and job autonomy are

|

effective contributors towards high levels of success,
i

and cultpral competence on the job (Winefield & Barlow,

1995) . |
|

Presently within the Department of Children and
1

Family Services, research specifically related to
|

|

multi-cultural training and its effects on job
! :

perform%nde is almost non-existent. A related study is
\

presently being conducted by the Inter-University

Consortium (IUC), in collaboration with the Department of

'



!
i

Children?and Family Services (DCFS), on providing a,
Culturalﬂy Competent Casework training p:ogram.IThe I0cC,

has cond@cted yearly surveys for children’s social

workers in LA County to express their training needs, in

hopes of%eliminating barriers that prevent staff from -
| . ‘

. attendih? training seminars‘(Donhelly, 2000) .

Recéntly, in acknowledging problems with cﬁltural

competence, the LA County Department of Children and

Family Services has sponsored a Cultural Competende

Program.fThis LA County Cultural Competence Program'

providésfeducational training via a Multi-Cultural

Steerinngommittee, and is undergoing developments to

i ‘ :
organize;a Conflict Resolution Team in 2001. In

collaboration with the Office of Affirmative Action and
California State Polytechnic University, the Department

~of Child%en and Family services (DCFS) has‘provided
~annual t;aining titled Diversityvand'Unlearning Prejudice
TrainingL'ahd Strategic Communication Training. The
Multi—éﬁ&tural’steering Committee is made up of

i
represen%atives of the eight regional offices in LA

| ! . . .

County wbo assist in the annual Multicultural Conference
that deahs specifically with diversity and cultural

competemce. Lastly, a Conflict Resolution Team is being
|

i o 6



“deﬁelope@ to assist‘éach region'tovoffset major

'challengQS‘and resolve conflict at a preventative stage,

rather tﬁan ih a re;active stage as attempted>in the

Departmeﬁt’s past. Thus, by exploring this agency'problem
N , ,

and establishing the viability of increasing employee

'awarenes$ of ethnic—sensitive»practice, future training
programs;developed to enhance multi-cultural awareness

- may alsojserve to emphasize principles that support the
‘departmeﬁt’s goals without uﬁethical contrédictiohé.

‘Bas%d on the above areas specified, it was expecte&ﬁ
that.ﬁhi% research projéct would‘begin_tQ provide
relevantsinformation to develop effective ﬁraining that
would prgvide: 1) approaches to multicultural iséues‘that
reséect the contents of all cultures, 2) the ability tof  
understapd the needs and views of people from differeht
culturaljbackgrounds, and 3) the convictibn.to eliminate'
personal cultural biases and prejﬁdice in the workplace
and withlthe communities served}

_Thig study’s primary’reséarch question thus was as
follows:EWhat are the perceptions of limitations in job
pérformahce and effective ﬁrainihg and awareness of
ethnic—s?nsitive‘practice among Childﬁen’s Sgcial‘Woikers

. ) ,
working for the Department of Children and Family



Servicesé Job Perforﬁance iimitatioﬁs;éxist in the
worker’sfinability to effectively provide:éarly
intervéngion services in a culturally competent manner
due to tﬁe agencies that fail to value cultural
diversit&y'and thus undermine the‘worker’s'éfforfs

(Green’s} 1982).



CHAPTER TWO

REVIEW OF THE LITERATURE

Meeting the needs of a culturally diverse population
is a criticai demand in the social work profession. The
need forjethnic—sensititeléérvices and éwareness is
increasiﬁgly pertinént due to the growtk of ethnic
minoritygpopulations in;the Uﬁited Stat
1989). According to Green (1982), the la
croSs-cﬁltural knowledge amohg practicing social workers
and the persistence of institutional forms of
discrimipation and iﬁsensiti&ity amplify the importance
of the stcial‘work'professicn to acqui%e cross—culturai

knbwledgé_and capabilities.

Currently, it is presumed that the Department of

ChildrensandvFamily Serviceé has done ﬂittle research on
thevsignﬁficance‘between job perfotmance limitations and
the lacﬁ of effective trainihg on.éthﬁic—sensitive

practic% when Qorking-ﬁith mﬁlti—cultural populations.
AlthougA the Départment of Children anq ?amily Services
has not‘specifitally focused on this partiCular:training

need, the Inter-University Consortium, | has touched on

this particular training topic (Donnelly, 2000). The




Inter—University Consortium (iUC), comprised of the four
graduate;programs in social work at California State
Universiﬁy Long Beach (CSULB), California State
Universiéy Los Ahgeles (CSULA), University of California
Los Angeies (UCLA), aﬁd the University of Southern
California (USC), offers the majority of training
programsiwithin the DCFS. Additionally, the IUC has
conducteé yearly surveys for children’s social workers to
express iheir trainingbneeds and to provide feedback as
to what Earriers prevent staff from %ttending training
seminarsé At this time the IUC is planning the next
three—ye%r cycle of training programs. In last year’s
survey cbnducted by IUC, ethnic-sensitive practice as a
trainingftopic was referred to as Culturally Competent
Caseworkl

Mosf recent educational training topics provided to
DCFS empioyees, are titled, Diversity and Unlearning
Prejudicg; and Strategic Communication Training,
develope% by‘the LA Coﬁnty Cultﬁral Competence Program.
Also org;nized by thé Cultural Competence Program is the
Multi—cuitural Steering Committee made up of

representatives from the eight regional offices in LA

County. Another team that is presently being developed ié

10



the Confiict Resolution‘Teem, with a goal to assist with

| : ‘ » ‘
major ch%llenges regarding personnel issues.
’Strategioally,_LA county Department of Children and
Family Services is looking at the next five years and
working %ith a consultant‘to formulate a mission
rstatement and propoSal,regarding strategic planning and
diversity issueg (Donnelly, 20005;

Research regerdihg;employee-oompeteoee aﬁd.job
performaﬁce;have studied the population-of'ohild
protective service workers in -the county‘of San
Bernardiho, and emong intake social eervice practitioners
in child;protection services in. a southern California

county (Parras,.l998){

The;stddies meaeuring the effectiveneSSvof,culturel
' awarenese training, cross-cultural competence, and
empioyee?perceptions of their owh cross—-cultural
oompetenoe, have‘studied the populatioos of social
eervice egency employees io.Orange county, child
protectite serViceS,workers in a central Californie‘
county agd school sociai‘workers’.in northern/centrai
Californ;a; LA, Orange and San Diego counties (Wintering,
1990).,Present research being conducted by the

Inter—University Consortium, includes a survey collected

11
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frem'chi}dren’s‘social'workers,in the»eounty of Lose
Angeles for-the purpose ef measuripg the effeétiveneSS:ofv
training;and the bafriers preventing:etaff frem.afﬁeﬁding"
_sﬁchbprograﬁs (Donnelly,'ZOOO;. | ‘. |
éesearch amongichild protective services workers‘in~
San Bernerdino County identified personal and
organiéa#ionel influences as major contributors affecting
worker performance,and client outcomes. Organizational
factors include inadequate tfaining-and unfealisﬁicv
expectations among employeee, leading ﬁo defensiveness,
helpiesshess; and loss of self-esteem (Winefieldd &
Earlew, ;995). Personal and professional self—growth,is;
an essen%ial component in the field of eocial work.. In
erder fo? the social worker to grow and learn more about
their prefeesion and the erk they pefform,‘they-ﬁeed to
regulariy attend'classes and training in their field
(Parras; 1998). Whep adeqﬁate training is netvreedily.
availabfe, worker performance and‘client outeomes‘Will‘be
gravely;affected (Parras, 1998; Winteriﬁg,'1990);
'Préviousbresearch sths_fhat the need‘fof effeetive
‘multi—cdltural training and multi—culturai‘awareness in

the social work profession is,essentialv(Parras, 1998;

Wintering, 1990). In.additionvto.backgrouhd and'cultUre,

12



i
professiénal training“influences the individuals
understa%ding Qf human behavior and expectations
regardiné social interactions (Rounds, Weil, & Bishop,
1994) . Thus, practice methods that do not value certain
behaviors in clients from some culturaibgroups, may be an
ineffective training focus. Priﬁciplesvof cultural
self—assessment, that is,vrecognizing and understanding
the dyna;ics of differeﬁce, acquiring Cultﬁral knOwledge,
and adapiing to diversity (Cross , Bazron, Dennis, &
Isaacs, a989), guide the development of preservice and

inservice training.

Ayoﬁrinde sﬁd Oyediji (1999) describe the challenges
posed by%ethnic and cultural differences and similarities
in the t%erapeutic process in the form of vignettes.
Accordiné to Ayonrinde and Oyedeji (1999), the
differenges can be deseribed as the specific needs of the
_clients ihat require culturally sensitive services te‘be

provided} Examples of the specific needs include early

intervedtion services, maternal prenatal care, prenatal

!

nutrition, and adequate health care. Several authors have

recommended services such as cross-cultural training, the

hiring Jf more bilingual staff, information facilities

13



and acéeésible resources to meet the diverse gamut of
needs (Bﬁui'& Bﬁagga 1995;'Litt1ewood & Lipsedge, 1997).
Accéfding to‘researéh measuring employée competence,
trainingéin the workplace‘is important to help |
organiza£ions maintain producﬁive working envirbnments
and to a@apt'tb éhanging environments'(fannenbaum &‘Yuki}
1992). Spcial workers need knowledgé of fémily’s
struggles for survival in a cluster of governmental,
educatiohal, ecohomic, and religious institutions that
profess ko serve the interesﬁs of the family but in
actualit& often transact with the family in ways that
weaken iE emotionaily, financially, and structurally
(Munson,il980). The goal of training is td faciiitate the
learniné of the organizatiéﬁ and employeeé SO that both
may conpinue_to perform in a competitive and changing
work enfironment (Wintering, 1999). In recognizing the
goal,,agencies must additionally assess how cultural
beliefs are reflected‘in their staffing patterns and
hiring §ractices, relationships with the communities that
they seﬁve, and in agency policies and procedures
(RoundsA Weil, & Bishop, 1994).

Bagriers that impede on the children’s social

workersjability to effectively service the needs of

14



culturaliy diverse populations, are worldviews, values,
attitudes, behaviors and cultural biases (Coll, 1998).
Davis‘ana Proctor (1989) describe how‘differences in.race
and cultﬁre between clients and practitioners influence
interactions.

Accbrding to Lewis aﬁd Hayes (1991) through the
study ofidifferent cultures, one comes to recognize both
the commbn and unique conditions and experiences, which
»all peopie share. Earlier research conducted by Green
(1982) émphasizes that the best way to develop ethnic
competeﬂcy-is to familiarize oneself with the.litefature
on cultdral differences and then to move beyond the
agency énd learn throﬁgh direct observation and
paftiéigation in daily routines.

Research on barriers ﬁhat‘pre?ent individuals from.
growingjin cultural competence és chialnwork
professionals emphasizes thé cultural destructiveneés of
attitudes; policies/procedures and practice (Chandler,
1992) . The cross-cultural social work model has many
implicaéions for social workvpracticé and education by
emphasi;ing cultural variation in client needs as well as
the neea for modification of traditional'interveﬁtion

techniques and strategies (Chau, 1990). The underlying

15



.theorie% that have guided this étudy are those élements
reléted?to supportive supervision, job autonomy, and
professional development.‘Thus, the literature suggests
that inEOrder to providevserﬁices in a culturally
competeﬁt manner, change must occur at the affective,

' cogniti&e, and skill levels (Winefield & Barlow, 1995;

‘Parras,§l998).

16



CHAPTER THREE

- METHODOLOGY

Study Design

Theépurnose of this studquas te explore the lack of
effective training and awareness of ethnic—sensitive‘
practice.in‘the_social work profession than contributes
to perce;ved job pefformance limitatiens among chiidren’s
social ﬁorkers working for the LA County Department of
Children and Family Services.

The type ef research design that best addressed the
probleméWas a positivist approach, via the use of the
self—adﬁinistered quesfionnaire. This particular paradigm
‘allowedgthe fesearcher to.collect the data, using a
non-interactive/objective approach, which in turn
increas%d validity (Guba,v1990). In obtaining the data

1 :
from thé children’s social worker’s using a survey
approacn,'the researcher was able to determine £he
findinge without being influenced by preconceived values
" or biases. Limitations of the study would be the
feliabiﬁity of the data based on‘tne'subject’s

willingness to be open and truthful in their responses.

17






" Thus the main research question posed by the present
study wa%: What are the perceptions of limitations in job
performahce and awareness of ethnic-sensitive practice

among chﬁldren’s social workers working for the

Department‘of Children'and Family Services?:
Sampling

This study surveyed DCFS workers from two regional
offices;in.thetcounty of Los Angeles. The regional
offices that were surveyed.aie located in Pomona and
Covina.;The data were collected in the form of survey
questioénaires distributed in‘the two regional offices.
The researcher distributed approximately 175 survey
questioenaires. A total of 77 surveys went to the Pomona
office,;and 98 went to the Covina office. The researcher
received a total of 99 quesﬁionnaires, resulting in a 57%
.response rate.

The sample from which data were obtained was

selecte@ based on employment as a children’s social
worker for DCFS with a bachelor or master’s level of
college: education. Other employees working for the

Department of Children and Family services with the
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positioﬁs of clerical, technical assistant or eligibility
worker Were,excluded from the sampie group.

Thé total number in the sample of children’s social
worker’s involved in this study amounted to only about

20% of sll childrsn’s social workers in Los Angeles

County.iThe small size of the sample was chosen due to

the time constraints of the graduate research project,
| |
and the! convenience in gathering the data at a location

accessible to the researcher.
|

Niﬁety—nine men and women (24 men and 75 women) from

Variousicultural backgrounds, recruited from two Los
Angelesiregionsl offices of DCFS, completed a
|

qusstio%naire packet consisting of questions relating to
Cross—Cﬁltural Awareness, Occupational Barriers to
traininé, Organizationai Barriers to training and
Self—Ev%luation.

In%luded in tﬁis sample were 24 African Americans

(24.2%)}6 Asian/Pacific Islanders (6.1%), 24 European
| S
‘ Americaﬁs (2452%), 39 Latin Americans (39.45%), 3 who

‘classified themselves as a combination of the above
ethnic @roups, choosing Mixed Ethnicity (3.0%), and 3 who
i .

classified themselves as Other (3.0%) and specified their

ethnicity with a derivative of the above ethnic groups.
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No Nati?e‘AmeriCans were reported and therefore did not
generate on the frequency scale. Ages for the
: .

particiéants ranged from 24 to 65 (Mean = 39.7813, SD =

11.1669) .

:‘ With réépect to highést academic degree, 8
particiéaﬁts had gréduatéd Withva bachelor’s degree in
'social %ork (8jié), 31 participants had graduated with a
BA (31.?%), 5 partiéipantsdhad graduated with a BS
(5;1%),53 participahts had a license in Marriage and
:Family iherépyb(MFT) (3.0%), 33 participants héd‘a
mastersédegree in social work (33.3%), 14 participants
had mas?ers degrees in an indicated discipliﬁe‘(14.l%);
and 5 pérticipants indicated‘their highest academic |
bdegree %s (other) indicating oné of the aforementioned
degreesgwith the inclusion of one participant with a
judiciai degree and another with an MPA (5.1%). Finally,
number éf years employed by DCFS asva children’s social
worker #anged from 1 year to 37 years éf employment (Mean
= 7.736é, SD = 6.2317) . |

! Data Collection and
Instruments

The data that were collected for this study was
taken from survey questionnaires distributed to the

Covina and_Pomona DCFS offices. Participants completed a
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o
demographic questionnaire, a cultural awareness scale, a
i ' ' : -
measure of perceived occupational barriers, a measure of

perceived organizational barriers, and an employee

self—evéluatioh.

Exémples of demographic variablésvthat were included -

in the $tudy were gender,‘age, ethnicity, highest level
of educ%tion’and number of years employed by DCEFS. Other

demograéhic variables inquifed about present licensure as
_d LCSW,?MFT or Clinical Péychologist) and‘if the |
participants had any fﬁture ihtentidns‘of‘obtainingvav
clinical’license.

' Cuitural awareness was assessed using ‘a scale

adoptedjfrom‘a Master’s thesis, conducted by Evelyn

Miller k1992).'The present scale consisted of 16

questioﬁs that measured perceived cultural competence. An

averagejquestion from this scale was as follows: The

social Worker can use the same techniques with all

clientsftp counteract their distress. All questions were

measure@ using a Likert-type scale ranging from 1 to 5,
with oné representing strong disagreement and five
I , ‘ s :

representing strong agreement (seé'Appendix E).
A $calé measuring perceived occupational barriers

| ' : :
~was adapted from the Inter-University Consortium training
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program‘(Dohnely, 2000). This scale coneisted of 1o
questions measuring staff perceptions efbon the job
bafriere.that prevent them from atfending Culturai
competence training. A typical question on this scaie is
as follews; Supervisors de not always support training
(see Apbehdix A and B). All items were measured usingva
Likert—fype scale ranging from 1 to 5, with one
.represehting completely false, and fi?e representing
completely true.

A scaie measuring organizationai barriers to
traininé was completed by ail participants. This measure
v consisted of five questions (see Appendix E); An example
ef one ef these items ie as follows: Tﬁe agency provides
‘staff-members with adequate training to advocate for
programs,’poiicies, and services that directly or
indireetly impact thefcultural groups it serves. All

items were measured on a Likert-Type scale ranging from 1

\
r

" to 5, wﬁth one representing strong disagreement and five.
i T :

represe?ting strong agreement.
“Lastly, an employee self-evaluation (Liederman,
1893) ihstrument was also completed by all participants.

This scale consisted of eight questions measuring

particibahts’ perceptions of their on-the-job performance
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,(seé Apééndix C),.An eéample of a question on this séale
"is as féllows:‘How closely does éase management and
-ServicegdeliVery Coﬁsider the cultural factors of
lahguagé, race, ethﬁicity, customs,‘family structure, and
commUniéfdenamics?.All items were measured using a
Likert—%ype scale ranging‘fpém_l to 5, Witﬁ one
‘repreéé%tingtunsatisféctory perforﬁancenand.five‘
réprese%ting.outsténding performande.
Procedure
Thé data for thié research project were gathered

using aéself*administeréd questibnnairé (see Appendixes
A, B,:Cé b and E). Collection of this data took
'approxi%ately one mohfh. The researcher distributed thé
'survéyséto thebsubjects dﬁring their monthly‘unit |
meetingé at tﬁe Pdmona, and Covina offiées‘of Los Angeles
'County éepartmenttof Children and Family Services. The
reséafc%er briéfly:discuésed the ﬁurpose bf the study and
gavevéaéh~chiid£en}s'social worker a consent form énd

, | , 7
questio%nairé.bThe data were then collected after
completion, dﬁring the‘time‘of the unit meeting. For
thése s%aff members whbvwere unable to completé the 15-20
minuté‘éuestionnaire during the time of the meeting, a
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.self—adéressed, stamped envelope was provided. A separate
self—ad?ressed, stamped envelope was provided to the
particigants to return the signed consent form, both
within ; 2-week period. The convenience in collecting the
data wa; made possible due to the researchers access as
‘both an:employée and MSW intern at the two locations. A
reminde# letter was sent to participants specifying the
importagce of completing the‘surveys during the monthly
unit meéting; this was done to insure success in daté
collection. The'reéearcher additionally made a follow up
visit to eéch office. Agency permission to distribute and

collect the surveys was granted, and a letter of approval

is attaéhed to this proposal (Appendix H).

Protection of Human Subjects

Thé protection of the welfare and the rights of all
_participants in regards to confidentiality and anonymity
via theiself—administered questionnaires were respected.

All parﬁicipants remained anonymous, as identifying data

was not%requested and discussion of the nature of this

.study wés not permitted. Any activity contrary to those

vpreviouély specified resulted in immediate removal from
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|
the stuéy. All participants’ answers were held in strict
confide%cef

Th%‘Department of Children and Family Services
(DCF'S) ;as presented with a’proposalvdiscuésing the
vpchedu%éSathat-would be used in collecting and measuring
vthe dat% to be studied before‘the‘research bégan. The
study feceived official approval by‘the Régional
Administratorvof the Pomona and Covina’DCFSvoffices and
was rev%ewed by the Institutiénal Review Board (IRB) in
the Fall of 2000, before initiation of the data

collectidng'

iData Analysis
Th% responses to the Cross—Cultural Awareness Scale,
“the Occﬁpationai Barriers to Training Scale, the
Organizétioﬁal_Ba:riers to‘Training Scale‘and the
Sélf-EvaluatiQn>Scale Were analyzed using Pearson’s r
correlations'to»évalﬁatevdegreevof assoéiatibn. T-tests
were us;d té assess for demographic differences on the
Cross—C&ltural Awareness Scale, the Bairiers to Training
Scale, %he Organizational Bartiers to Tréining Scale;vand

the Self-Evaluation Scale. A one-way analysis of variance
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(Anova) was also utilized to compare multiple groups on

the aforementioned scales.
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CHAPTER FOUR

RESULTS

'Daté Screéning
Toéverify that no erfors had been made in data
‘ehtry; %ll demographic énd‘reSearch variables were
'examiﬁe& using frequency'analYSes. Resulté from these
iﬁitial;anaiyses showed four inpu£ errors ih regards to
ethnicity;.gender and ége of partiéipants. Following -
coirection of these errors,‘thé daté'were again éxamined

. using frequency analyses and found to be acceptable.

Cdrrélational Analyses
Biyariéte cdrrelétions were conducted to assess the
bvrelatioﬁship between years employed by DCFS and scores. on
the Oécépational’Bérriers,ﬁb'fraining; Self-Evaluation,
}Cross—qutural Awareness, and Ofgénizatiénal Barriers
Sqales.iResults showed‘thét years of‘émployment‘waé

signifiéantly related to perceived occupational barriers
b , o - ,

to.traiﬁing (r = ;368,,p‘<:.001),'indicéting that

: pafticiﬂants who‘repofted longer length of emploYment
alsQ reﬁbrted'highe; perCéived occupational barrier to
traininé scores. No othervsignificant relationships were

found.
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Tb?assess the relationship between pérticipants ageé
and scores on. the four previously mentibhed scales, a
'second Seriés of bivariate correlatioﬁs were run. A
signifiéént relationship berwéen age and perceived
_orgahizgtional barriers was founa (r = .32, E < ..001),
irshéwrng?that oldér.participants reported more perceived
-barrier% at‘fhe Organizaﬁional level. No other

‘rfrelationshipsywere found.

Gender Differences

' Tofassess for génder differencés on the Occupational
rBérrréré to Training} éelf—Eyaluation, Cross-Cultural -
'Awarene%s and Organizational Barriers Scales? a series of
t;téStsjwére coﬁducted using gender as the independent .
\variablé and each of the four total scale scores as
',separaté dependenﬁ_variables. Results for these four
‘.t—tests;weré nor sighifibant showing that there were no
fgéhdér éifferénéeé in perceiVéd occupational and
iorgéﬁiZ%tional‘barriers, cross—-cultural awareness, -and

\self?ev%luation. See Table 1 for results.
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Table 1.
Gender ﬁifferences on Occupational Barriers to Training,
Cross-Cultural Awareness, Self-Evaluation, and

Organizational Barriers to Training Scales

'Variablés “ ‘ df T

»Occupational Barrier : 97 , -.131
Self-Evaluation o 97 ~.131
Cross—Cﬁlturél ' : 97 4.663
Organizétional Barrier v 97 -.466

Ethnic Differences
A éne-way Analysis of Variance (ANOVA)vwas conducted
to asse%s for ethnic differences in thé Occupatidnal
Barrier§ to Training, Self-Evaluation, Cross—Cultural
Awarenegs, and Organizational Barriers Scales using
ethnici£y as the grouping variable, and the fouf
previouély mentioned scales as the dependent variables.

| Resultsfwere significant only for the Cross-Cultural

Awareness Scale (F(5,93) = 3.77, p < .004) and the
i .
- perceived Organizational Barriers Scale (F(5,93) = 2.60,
p < t03), Examination of post-hoc tests showed that Asian
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particiﬁants reported higher cultural awareness scores
than dié either African-Americans and Eurbpean—Americans;
there were no significant differences bétween these two
groups.}For_Perceived Organizational Barriers, post-hoc
tests»sﬁowed that Asién Américan subjects reported higher
pércéivéd Qrgaﬁizational barrier scores than did Latinos;

no othef differences were found. See Table 2 for results.

Table 2.
Ethnic Differences on Occupational Barriers to Training,
Cross—Cgltural Awareness, Self-Evaluation, and

Organizétional Barriers to Training Scales

Variables df - F
Occupational Barrier. 98 0.360
Self-Evaluation = - 98 1.119
Cross—C;ltural | 98 3.779%%
Organizétional Barrier 98 2.608%*

*p < .05, **p < .01

Academic Degree Differences

To, assess for academic degree differences in the
Barriers to Training, Self-Evaluation, Cross-Cultural

Awareness, and Organizational Barriers to Training Scales
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a seriéé of t-tests were conducted. First, participants
were‘caﬁegorized as having~eitﬁer an undéfgraduate degree
or a master'’s degree, This.Vériable was then used as the
independehﬁ_ﬁariable.and the foUr'ﬁreviously mentioned
'vscales as sepératé dependant variables. Results were
.SignifiCanﬁ for the”perceived barriers to traininé scale
‘(t‘(92)f; 2}23, p < .02) and the Self—Evaluation Sgale

(t (92).# 3.88, p < .001), sﬁowing that participénts with
undergraduate dégrees perceivéd‘more Occubational‘
3 Barriérs tovTraining than did those with a master’s.
degrée:and that pérficipants with a.maéter's degrée had
higher Self;Evéiuation Séores thén did those with
vqndergraduate aegrees. See Table 3 for results.

Table 3.
‘AcademiC‘DeQree Differences,in Perceived‘Occupétional

Barriers to Training and Self-Evaluation Scores

Variables | o | 3 T T
Occupat%énal_Barrier ’ 92'\» | 2.236%
‘SeLf—Evéluation o 92 ~3.888%+
CrOss;C;ltﬁral }’  ' : v 92 - —0.551‘
 Organizational Barrier | 92 0.345'

*p < .05, **p < .01
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CHAPTER FIVE

DISCUSSION AND CONCLUSION

Discuésion

The study examined;the perceived limitations in‘job
performénce and awareness of ethnic-sensitive practiée
among children’s social workers working for the
Departmént of Children‘andvFamily Services in Los Angeles
County.vIn particular, the study explored the DCFS social
workers’ perceived crosé—cultural awareness, occupational
and organizatiénal barriers to training, and
seLf—evaluation concerning services provided to different
ethnic,minority groups.

The perceived limitationsvin job performance and
awareness of ethnic sensitive practice in relation to
occupational and organizational barriers to training were
found tb be relatively congruent with past studies éf
DCF'S children’s‘social wprkers. This study found that
yeéré o%vemployment, lével of education, and age were
signifiéantly relafed to perceived occupational and
organizational barriers to training, thus posing
potential-limitatioﬁs on performance and cultural

‘awareness.
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In. this study, participants who were émpldyed With
DCF'S fo£ a iongérilength»of time were found'tb repért
higher ?erceived OCcﬁpational barriers to fraining, which
was élsévsuppofted by_Chandler‘(1992)?-8imilar to the.
resultsifrom‘the pfeseﬁt study, Chandler.(1992) found
that wiéh longer-léhéth'of time empioyed, ofganizationai.
‘ énd occﬁpational barriérs wduld teﬁd,to impact‘the‘
emplqyeés perception‘of the need for‘culturally-sénsitive
bractice and trainihg.

With regérds to education, thé majority of the
participahts with an.undergraduéte degfeé perceived more
occuéational barfiers,to tfaining thah;those participants
with a‘%astef’s'degreé of'eduéationj Similarly, Winefield
vand Bariow (1995) noted that chiidren’s social workers
did idehtify_levelvbfieducation as a major contribﬁtor
affecting Worker performance and clieﬁt outcomes.

-_This study also showed that participants with a
master’é degreehad higher>seif—evaiuation‘scores when
‘ workingjwith minorities than those with undergraduate

| :
degreesé This finding suggests that those with a higher
level of edUcation may perceive that they have a better

understanding of ethnic minority issues, and thus feel

more competent about servicing their needs. This finding
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~also waé supported by Winefield and,Barlqw‘(l995) who
found thap increased training opportunities and
advancement iﬁ lével of education were essential
cOmponeﬁts towards self-growth in the field of social
work.

'With'respeét to age, it is interesting to note that
the majority of older participants reported more
organizational barriers to training than did younger
participants. Although such findings are not clarified in
the literature it is possible that older participants
were beﬁter able to identify, and voice their concern
“about, organizational barriers than were younger ones.
Since this idea is offered only as a hypothesis, more
research'would be needed in order to truly understand the
‘age'result found in this study.

Additionally, ethnic differences were found in the
present study concerning perceived cross-cultural
awareness and organizational barriers. Specifically,
‘Asian—Americans were found tQ report higher cultural
awareneés scores than either African-Americans and
Europeén—AmeriCéns, and highér peﬁceived organizational
barrier scores than Latinos. The present findings are

very uﬁclear especially since the total sample size
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o

included;only six Asian-American participants (6.1% of
the totai sample). As with the previousiy mentioned age
finding,ﬂfurther research is needed with a larger sample

P
size to clarify these findings.

Conclusion

Posbiblevlimitationsbto this study include sample
-~ size, géberalizability, and social desirability.
Specific%lly, the small sample size does not allow for

these reéults to be generalized to social workers other
| ,

than tho%e working in the Pomona and Covina offices of

DCFS. Regarding social desirability, participants may

have te@ded to respond favorably because of familiarity
with th% researcher.
Ovérall, results from the present study indicate

that ordanizational and occupational barriers to training
andglevél of academic degree may directly affect the

social worker's perception of him or herself as

.
culturaﬂly competent. In this study, participants who
i :
reported working a longer length of time and those who

identifﬂed themselves as only having an undergraduate
| :

degree perceived more frequeht organizational and agency’

barrieré to training than did other groups. This finding



suggests that a higher level of education provided
through training and continued education can be
instrumental in decreasing the perceived impact of
organizational barriers on overall training, and thus
potentiélly influence the growth of cultural sensitivity,

competence and cross-cultural awareness.
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APPENDIX A

DEMOGRAPHICS
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Demographics
My. gender is: a. Male b. Female
My age is _

My ethnicity is:

African-American

a.

b. Asian American/Pacific Islander
c. European American ’

d. Latino

e. Mixed Ethnicity

f. Native American
~g. Other (specify)

My highest academic degree is:

a. BSwW

b. BA’

c. BS

d. MFT

e. MSw ‘

f. MA  (please specify discipline)
g. Other  (please specify)

licensed as a:

. Licensed Clinical Social Worker (LCSW)

(oo o NN o]

Marriage and Family Therapist (MFET)
Clinical Psychologist
I am not currently licensed
. Other : ‘
I intend to obtain a clinical license in the future:
a. Yes: b. No
T thave worked fbr DCFS)for : -”years‘*;__months

|
[
I
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APPENDIX B

BARRIERS TO TRAINING SCALE
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Barriers to Training Scale

Completely Completely
" False True

Caseload size does not permit
time for training o1

,Supervisors sometimes do not
approve training even when
It is mandated 1

Supervisors do not always
support training 1

Training bulletins are not
clear about the content of
training , 1

I have attended all mandatory
seminars required by my job 1

The training bulletin topics
are not relevant to my _
. responsibilities at DCFS 1

Training often does not address
situations found in front-line
- case work ' , 1

I often. know more than the person
giving the training seminar 1

I can rarely apply what I learn
in training to my Actual job 1
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APPENDIX C

SELF-EVALUATION SCALE
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Self-Evaluation Scale

Evaluation definitions: :
. ' 1 Unsatisfactory

Improvement needed

Meets performance standard

Exceeds performance standard :

Outstanding performance

g W N

Circle'the number that most clearly describes you as an
employee. ’

Quality of work:

How closely does work meet
standards for accuracy,
completeness, reliability,
consistency and care?

Evaluation: 1 2 3 4

Comments:

How closely does case management

and service delivery consider the

cultural factors of language, race,

ethnicity, customs, family structure, .

and community dynamics? :
o Evaluation: 1 2 3 4

Commenﬁs:

How closely does work involve
other community resources in
advocacy in behalf of relevant
cultural client groups?

‘ | Evaluation: 1 2 3 4

Comments :
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Communication:
How effective are you as an
employee in meeting the ’
multi-cultural needs of the client?
‘ ~ Evaluation:

Comments:

How effective are you as an

employee in expressing and

understanding ideas presented

in dealing with families of

particular ethnicity’s? Evaluation:

Comments:

How effective are you as an

employee in protecting the

‘right of children to their

own culture and to the customs,

beliefs, and practices that

comprise that culture? Evaluation:

Comments:

How effective are you as an

employee in respecting the

diversity and rights of the

individual served? Evaluation:

Comments:

How effective are you as an
employee in striving to understand
and value cultural heritages
that differ from your own?
‘ Evaluation:

Comments:
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APPENDIX D

CROSS-CULTURAL AWARENESS

SCALE
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CrosS-Cultural Awareness Scale

Questlonnalre definitions:

1 ,Strongly Dlsagree
2 Disagree

3 Undecided

4 Agree

.5 Strongly Agree

Members of an ethnic group have a sense
of ‘a shared past and similar origins.

Human distress is the same regardless of
the situation in which it is found.

The social worker can use the same
technigues with all clients to counteract
their distress.

Members of an ethnic minority group believe
" themselves to be distinctive from others
. in some significant way.

Fach ethnic minority population has color,
language, and behavioral characteristics
that distinguish it as a unique group in a
multi-racial society.

In etHnic minority cultures, the value of
the famlly is usually emphaSLZed over that
of individual members.
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For Native Ameriéans, grandparents retain
official and symbolic leadership in family
communities.

In Black American families, there is
limited extended family involvement.

In the Latino community, religion and
church have an extensive influence.

In the Latino family:

Fathers have prestige and'authority;

sons have more and earlier
independence than daughters;

sex roles are rigidly defined;
the aged receive'respeCt and reverence.

Religion and the church have an
extensive influence in the Black
community.

Asian Americans tend to value respect
for one’s ancestors.
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In the Asian culture, to share negative
information outside the home. is perceived
as bringing possible disgrace to the family
name.

Ethnicity and social class shape life’s
problems and influence problem resolution.

Parenting classes often fail to benefit
Black parents because their culture
reinforces “whipping” as a disciplinary
method.

Asian Americans require fewer services
because they tend to have fewer problems
than other ethnic minority groups.
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APPENDIX E

ORGANIZATIONAL BARRIERS TO

TRAINING SCALE

49



Organizational Barriers to Training Scale

Evaluation definition:

1 Strongly Disagree
2 Disagree

3 Undecided

4 Agree

5

Strongly Agree

The ageﬁcy provides-all”supervisors and service delivery
staff with annual training in issues relating to cultural
diversity and competency.

1 2 3 4 5
The agency trains its staff in regard to cross-cultural

communication, culturally diverse family customs, and
conflict resolution in different cultural groups.

1 2 3 4 5

The agency’s staff members are continually presented with
opportunities to examine their own cultural beliefs and
attitudes to better understand the dynamics of cultural
difference and interaction.

1 2 3 4 5

The agency’s staff members learn as much as possible
about the cultures of their clients and the
cross-cultural patterns that affect the way in which
individuals communicate, cope with problems, and use
survival strategies.

1 2 3 4 5

The agency provides staff members with adequate training
to advocate for programs, policies, and services that
directly or indirectly impact the cultural groups it
‘serves.
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APPENDIX F

INFORMED CONSENT
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vIﬁformed Consent

The purpose of this study is to explore the lack of
effective training and awareness of ethnic-sensitive
practice in the social work profe551on that contributes
- to job performance limitations among Children’s Social
Workers working for the Los Angeles Department of
Chlldren and Family Services.

The study is being conducted by Terri G. Lopez,
Master of Social Work student, under the supervision of
Astrid M. Reina-Patton, MA under the guidance of
Dr.Rosemary Mc Caslin, CSUSB (909) 880-5800. This prOJect
has been approved by the Department of Social Work 2nd
‘Committee of the Institutional Review Board (IRB) of
California State University, San Bernardino.

In the present study, you will be asked to answer
questions used to measure cultural competence, along with
demographic questions. The survey should take
approximately 15-20 minutes to complete. Please be
assured that any information you provide will be held in
strict confidence, and will be used only for the purpose
of expanding knowledge around multi-cultural awareness.
This survey is designed to maintain your anonymity, and
at no time will you be asked to identify yourself. Also,
please be assured that you may withdraw from this study
at any time. Neither your decision to participate nor
your respenses will in any way affect your employment.

- The university requires that your consent be given
before participating in this research project that will
conclude after June 2001. At this time, you may receive a
report of the results by contacting California State '
University of San Bernardino, Pfau library.

Please place a check mark in the space provided
below, to acknowledge that you have been informed, and
understand the nature of the purpose of the present
study. ' B '

("I am at least 18 years of age, and freely‘censent to
~participate in this study.”) . Date
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APPENDIX G

DEBRIEFING STATEMENT
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Debriefing Statement

The primary goal of this study is to measure how
lack of effective training and awareness of
ethnic-sensitive practice can contribute to job
performance among children’s social workers at two DCFES
offices in LA County.

The researcher will be measuring the proposed
hypothesis by using a descriptive statistical design and
r correlations to evaluate employee responses to
cross-cultural awareness scale, self-assessment scale and
the barriers to training scale, in the form of a
self-administered questionnaire. The researcher
anticipates the findings will help the agency improve the
treatment received by minority families in the child
welfare system by improving training and awareness in
regards to cultural sensitivity.

Please be assured that your answers will be held in
strict confidence and the researcher asks that you do not
discuss the nature of this study with other participants.
This information will only be used for the purpose of
this study.

If you are interested in the results of this study
or have any questions about the research at any time, you
may contact Dr. Rosemary Mc Caslin at the Department of
Social Work at California State University San
Bernardino, at (909) 880-5507.
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APPENDIX H

LETTER OF AGENCY APPROVAL
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County of Los Angeles ,
DEPARTMENT OF CHILDREN AND FAMILY SERVICES

425 Shatto Place, Los Angeles, California 80020
© (213) 351-5602

Board of Supeivisors

GLORIA MOLINA

Firm District

YVONNE BRATHWAITE BURKE
Second District

ZEV YAROSLAVSKY

Third District

June 2, 2000
DON KNABE
Fourth District

MICHAEL B. ANTONOVICH
Dr. Teresa Motris Fifth District
Department of Social Work
Cal-State University, San Bernardino
5500 University Park Way

San Bernardino, CA 92407-2397

This letter serves as notification to the Department of Social Work at
Califdmia State University San Bernardino, that Teresita G. Lopez has obtained
approval from the Department of Children and Family Services, Los Angeles County to
conduct the research project entitted * A measure of awareness of ethnic sensitive
practice and training. among Children’s Social Workers in LA County, Department of
Children and Family Services and how it contributes to job performance limitations.”

This letter also sgrves as notification to the Department of Social Work
that the Department of Children's Services, Los Angeles County is giving approval to
allow staff employed by the Department of Children and Famnly Servnces to participate
in this research project.

If you have any questions regarding this letter of agency approval you
may contact Teresita Lopez at (909) 868-4409.

@/ 'fmﬂ - 6/

Art Lieras, Regignal Administrator , Date *
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