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INTRODUCTION

Overview

There 1is currently a national trend toward a more
personal method of managing services for individuals with
serious mental illness or developmental disabilities. This
trend is based on the philosophy that in order to promote
independence in daily living and to achieve greater economic
self-sufficiency, services must address the individual and
unique needs of each disabled person. Furthermore, the
services must be provided in an integrated community setting.

This new approach to service delivery was formally put
into operation in the state of Illinois on August 30, 1988,
when Illinois Governor Thompson signed into law the Community
Integrated Living Arrangements (CILA) Licensure and
Certification Act (PL 86-922). Drafted by the Illinois
Department of Mental Health (DMHDD), this legislation provided
the basis for a series of fundamental changes in Illinois'
system of residential services for persons with mental and
developmental disabilities. The CILA brogram focuses on the
individual residing in his/her home with different services
mixed and blended to meet his/her needs at a given point in
time. Overall, the CILA program is intended to promote

personal choice, independence in daily living, economic self-
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sufficiency, and community integration for persons with severe
mental and developmental disabilities.

The CILA program is representative of the changes that
have occurred over the past 20 years in residential service
delivery. In the past, supportive services had been tied to
a system where people move through a series of group
residences which range from the most to least restrictive. It
was assumed that people who needed more intensive services
needed a more restrictive 1living environment (Illinois
Department of Mental Health, 1991). However, the philosophy
underlying more recent programs, including the CILA program,
is derived from the fundamental belief that community-based
supports are more effective than are larger isolated
facilities in creating humane and "normal" educational and
living environments (George & Baumeister, 1981).

The provision of services intended to promote personal
choice, independence in daily 1living, economic self-
sufficiency, and community integration for persons with mental
and developmental disabilities is a labor intensive process
requiring competent workers dedicated to improving the quality
of life of disabled people (Bordiefi & Peterson, 1988).
Consequently, the satisfaction of service providers is an
important factor for agencies to consider in their efforts to
maintain a relatively stable and productive staff.
Dissatisfaction among staff members is likely to influence

attitudes toward work, which in turn may affect treatment



outcomes (Oberlander, 1990).

Based on a comprehensive review of the job satisfaction
literature, Locke (1976) concluded that among the most
important values or conditions conducive to job satisfaction
are : (1) mentally challenging work with which the individual
can cope successfully; (2) personal interest in the work
itself; (3) work that is not too physically tiring; (4)
rewards for performance that are just, informative, and in
line with the individual's personal aspirations; (5) working
conditions that are compatible with the individual's physical
needs and that facilitate accomplishment of his or her work
goals; (6) high self-esteem on the part of the employee; (7)
agents in the work place who help the employee to attain job
values such as interesting work, pay, and promotions, whose
basic values are similar to his or her own, and who minimize
role conflict and ambiguity.

The phenomenon of job satisfaction has been so heavily
researched in part because happiness with ones work is a basic
goal in itself. In addition, job satisfaction can have
effects on an individual's other attitudes, physical health,
mental health, absences, and turno&er. Under certain
conditions, it may also affect other types of job behavior,
although, it has never been directly linked to productivity
(Locke, 1976; Douglas, & Locke, 1985).

Although job satisfaction has been extensively studied in

industrial settings, comparably few studies have attempted to
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identify the components and correlates of job satisfaction for
human service workers, including those employed in community
health agencies. Much of the research concerning the
satisfaction of community mental health workers was conducted
during the 1970s and early 1980s, after the community mental
health and integration movement had sufficiently mobilized.
" Some of the factors related to job satisfactioﬁ that have been
identified include: participation in decision making (Sarata,
1974; Cherniss & Egnatios( 1978b); physical environment
(Folkins, O'Réilly, Roberts, & Miller, 1977), working with
clients (Vinokur-Kaplan, 1991), and personal competence and
autonomy (Cherniss & Egnatios, 1978a). Frequently cited
sources of dissatisfaction are: elements of organizational
quality such as poor communication, lack of organization,
ambiguity of role expectations, inefficiency (Cherniss &
Egnatios, 1978a), and poor pay and opportunities for promotion
(Webb, Gold, Brady, Chapman, Ferree, & Delange, 1980; Vinokur-
Kaplan, 1991).

The present study will examine the meaning of job
satisfaction and its correlates for employees of the CILA
program, which is representative of thé most recent trends in
residential care for disabled individuals.

Meaning of Job Satigfaction

Herzberg (1959) developed a theory of job satisfaction
that has been debated since its introduction. Herzberg's two-

factor theory distinguishes between two sets of factors that
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are involved in job satisfaction. The first set, motivators,
are related to the content of the job and include such factors
as achievement, recognition, work itself, advancement, and
responsibility. The second set, hygienes, are related to the
context of the job and include company policy and
administration, supervision, working conditions, interpersonal
relations, status, and salary. Herzberg (1966) argues that
the causes of job satisfaction and of job dissatisfaction are
separate and distinct. Herzberg's research suggests that
motivator factors influence job satisfaction, while hygiene
factors are associated more with job dissatisfaction. That
is, although hygiene factors are a necessary condition for job
satisfaction, they do not themselves produce job satisfaction.
Rather, it is the presence of motivators that leads to high
levels of job satisfaction.

.Herzberg's model has been tested extensively in business
and industrial settings. The results have not proven
conclusive enough to warrant complete acceptance or rejection
of the theory. There is, however, fairly wide acceptance of
the importance of motivators rather than hygiene factors in
the enhancement of job satisfaction (Locke, 1976; Gruneberg,
1979).

More recently, research has been conducted wusing
Herzberg's model of job satisfaction in human service
occupations. For example, a study conducted by Emener and

Stephens (1982) examined factors affecting ‘the job
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satisfaction of state vocational rehabilitation personnel.
This study revealed that both hygiene and motivator factors
were rated as work incentives and were positively related to
job satisfaction. Predominantly hygiene factors, however,
were sSeen as work disincentives, and were negatively
associated with job satisfaction.

In a related study, Bordieri and Peterson (1988) also
used Herzberg's model to examine job satisfaction among direct
care workers in community residential facilities. They
similarly found that both hygiene and motivator factors were
rated as job incentives, while primarily hygiene factors were
rated as job disincentives. BAmong the work incentives cited
were interpersonal relationships with coworkers, nature of the
work itself, and quality of the supervision. Facility
policies and administration, salary, and opportunity for
advancement were rated as disincentives to job satisfaction.

In the present study, Herzberg's model of job
satisfaction was used as a conceptual framework in examining
the meaning of job satisfaction for CILA staff members. In
addition, the degree of importance »which CILA personnel
associate with both hygiene and motivator factors was
investigated. According to Herzberg, employees should find
the motivator components of their jobs to be more important
than the hygiene components.

Since the veracity of Herzberg's model is debatable, the

meaning of job satisfaction for CILA staff members will also



be examined from an empirical basis.
Correlates of Job Satisfaction

The level of job satisfaction experienced by an
individual may be mediated by a number of different factors.
Several such factors will be examined in this study. These
are discussed below.

Type of Clientele

Another unique aspect of the CILA program is that it
serves three types of clients: mentally ill, developmentally
disabled, and dually diagnosed. The third classification
refers to clients who have both a developmental disability and
a mental illness. The studies in the literature that address
work satisfaction among empldyees of community-related health
programs focus primarily on one of the three groups of
clientele mentioned_above. The structure of the CILA program,
however, offers the opportunity to see how type of clientele
affects job satisfaction.

The relationship between type of clientele and job
satisfaction will most likely be mediated by the client's
level 6f functioning. Previous research has suggested that
greater functional impairment ambng méntally ill (Faulkner,
Ferwilliger, & Cutler, 1984) and mentally retarded (George &
Baumeister, 1981; Sarata, 1974; Zaharia & Baumeister, 1978)
persons may be correlated with increased staff
dissatisfaction. Consequently, it is hypothesized here that

staff members working with lower functioning clients will tend
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to have a lower level of perceived satisfaction than those
working with higher functioning clients. Also, since the
dually diagnosed population is one of the most difficult
client populations to treat, it is predicted that the
personnel who usually work with dually diagnosed clients,
independent of level of functioning, will tend to have a lower
level of perceived job satisfaction than either those working
with mentally ill or developmentally disabled individuals.

Amount of Client Contact

The relationship between perceived level of satisfaction
and client's functional level may be further mediated by the
amount of direct contact employees have with their clients.
Research indicates that the 1level of an employee's
satisfaction may be reduced by the frustration associated with
working directly with low functioning clients (Sarata, 1974).
This gives rise to the hypothesis that the perceived level of
satisfaction will be low for persons whose jobs require daily
direct contact with clients, especially lower functioning
clients.

Philosophical Underpinnings

The community integration movement in general, and

the CILA program in particular, have a philosophy underlying
their approach to treatment. As mentioned earlier, the CILA
program is a community based system of service delivery
intended to promote personal choice, independence in daily

living, economic self sufficiency, and community integration
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for persons with a mental illness, developmental disability,
or both. Although it has never been investigated, it would
seem that an employee's level of job satisfaction would depend
on the extent to which an agency actually follows this
underlying philosophy. That is, with the initiation of the
CILA program within an agency is supposed to come the shift to
a client-driven, integrative approach toward service delivery.
However, if an agency does not alter its method of service
delivery to £fit the CILA model, employees may ‘become
frustrated by this discrepancy between word and deed. Thus,
if an agency is not following the basic tenants of the CILA
philosophy, it is predicted that their employees will be less
satisfied than the employees of agencies abiding by the
philosophy.

Moreover, this discrepancy in satisfaction level should
be the greatest for the motivational or intrinsic components
of one's job. In a study of health care workers, Alpander
(1990) found that employees who knew the goals and values of
their organization, and felt that their organization was
committed to executing them, had a higher level of intrinsic
job satisfaction. Thus, CILA.employeeé‘are expected to derive
greater intrinsic satisfaction from their jobs when they
perceive that their agencies are committed to the philosophy
which guides their actions on the job.

Organizational philosophy is often formulated at the top

of the organizational hierarchy and disseminated downward.
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When the CILA program is adopted by an agency, employees are
supposed to be informed of the specific values and principles
they are to follow on the job. The top agency management is
usually responsible for educating their staff. Although they
promote the CILA philosophy within their agency, often times
the management of an agency is the most removed from the
process of directly implementing that philosophy with the
clients. The more time that a worker spends directly serving
the «clients, the more 1likely they are to encounter
difficulties when trying to put the CILA philosophy into
effect. Accordingly, the more direct contact an employee has
with clients, the less he or she should perceive the CILA
philosophy is being followed as mandated.
Attitudes Towards Clients
Since community oriented service delivery programs,
such as CILA, are based on attitudes that reflect more recent
thinking about services and living arrangements for persons
with severe disabilities, individuals who endorse such
progressive attitudes should have a higher level of perceived
job satisfaction than those who do not endorse such attitudes
(Sarata, 1974; Alpander, 1990). However, this relationship
may be tempered by the level at which an employee's clients
function. That is, employees who work with low functioning
clients will probably have more negative attitudes concerning
their clients' ability to perform as members of the community,

than employees who work with higher functioning clients.
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Demographic Characteristics

(A) Length of time spent working in the area of
mental health and rehabilitation - It would seem that opting
to work in the field of mental health and rehabilitation for
a long time would be a sign of a commitment, which would be
expected to enhance an individual's work satisfaction.

(B) Education - Méni studies have found a positive
relationship between job satisfaction and level of education
(Locke, 1976). This relationship, however, is not as simple
as it appears on the surface. A large number of studies have
shown that there is increased job satisfaction with increasing
occupation level, and clearly, the higher the education, the
likelier it is that one will be at a higher occupational level
(Gruneberg, 1979).

Previous research suggests, however, that workers who
have more schooling than their job requires, will be less
satisfied with their jobs (Quinn, & Mandibuitch, 1975;
Biscenti, & Lewis, 1977; Tsang, Rumberger, & Levin, 1991). In
the present study, we are capable of testing this hypothesis
for direct care workers. Based on the job descriptions that
were collected from CILA agencies, the educational
requirements for a direct care worker are a high school
diploma or the equivalent. Thus, direct care workers who have
attained a degree beyond high school have more schooling than
their job requires. Accordingly, those direct care workers

who have received a college degree should be less satisfied
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with their jobs than the direct care workers who just have a
high school degree or the equivalent.

(C) Income - A direct positive correlation is
anticipated between annual salary and work satisfaction
(Jerrell, 1983). This is consistent with the notion that for
some wages may function as a source of satisfaction in the
workplace (Locke, 1976).

Thus, the overall purpose of the present study is two-
fold. First, the basic meaning of job satisfaction will be
explored, followed by an identification of the Jjob and
individual characteristics that are closely associated with
job satisfaction in community agencies delivery services under

the CILA mandate.



METHOD
Subjects

Subjects were employees of agencies participating in
Illinois' Community Integrated Living Arrangements program.
Twenty agencies throughout Illinois that Qere delivering
services under the CILA legislation at the time of the study
were chosen as preliminary interview sites. These 20 agencies
were selected based on geographical location, type of
clientele served, and quality of care provided, such that a
representative sample of agencies from across the state was
obtained. Interviews were conducted with approximately 80
CILA staff members from a wide range of positions, in order to
ensure adequate representation of the different roles and
responsibilities present among CILA personnel.

Based on the information collected during the site
interviews, a survey package was developed and mailed to a
sample of CILA employees. At the time of the study, 154
agencies with a combined total of approximately 2485

employees, were delivering services under the CILA mandate.'

1 . . » N
The numbers of agencies and employees delivering services

under the CILA mandate were determined during pilot research
conducted in June, 1991. Each agency that the Illinois
Department of Mental Health listed as participating in the
CILA program was contacted by telephone in order to confirm
their participation in the program, and to determine the total
number of CILA employees working at the agency.

13
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Due to budgetary restrictions, it was impossible to provide
one survey package for every CILA employee in the state.
Consequently, the number of surveys mailed to each agency was
limited to eight, for a total of 1067 employees surveyed. The
agencies that had more than eight CILA employees were
instructed to distribute the survey packages to one upper
level supervisor (i.e., ©program director or program
coordinator), one middle 1level supervisor (i.e., house
manager, case manager, or team leader), and six direct care
staff members. There was also a stipulation that direct care
employees from all shifts be represented. This pattern of
survey distribution was decided upon because it reflected the
approximate proportion of CILA employees in each of the three
position categories.
Materials

The measures discussed below represent the components of
the survey package that are relevant to the present study.
The additional measures contained in the survey package are
located in the appendices.

Job Activities Evaluation

The job activities evaluation is a job analysis measure
designed to assess the different activities and
responsibilities that accompany the jobs of CILA staff
members. The measure consists of a list of 121 individual
tasks that may be performed by CILA personnel. The tasks that

were used in the measure were generated from the information
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collected during the site interviews and from agency provided
job descriptions. Respondents were asked to indicate on two
separate five-point Likert-type scales the importance of each
task listed, and whether training for that task would be
helpful. The ratings on the two scales ranged from "a little
important" to "very important" and from training would "not
help" to training would "help greatly", respéctively.

Job Incentiveg Evaluation

In many studies of job satisfaction reported in the
literature, investigators have used the Job Descriptive Index
(Smith, Kendall, & Hulin, 1969) to measure job satisfaction.
Although valuable because of its careful development and wide
use, the JDI may have limited applicability with respect to
human service organizations (Sluyter & Mukkeryee, 1986).
These limitations include published norms that in most cases
have been derived from business or industrial organizations,
as well as the use of language that may be unfamiliar or
inapplicable to human service workers (e.g., "satisfactory
profit sharing plans"). Because of these limitatioms, a
modified job satisfaction instrument was developed for use in
this study, based on a careful reading of the literature and
the nature of the CILA program. All items are anchored by two
five-point Likert-type scales that address the importance of
and satisfaction with various job components. The ratings on
the two scales range from "not important" to "very important"

and from "not satisfied" to "very satisfied", respectively.
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Of the questionnaire's 29 items, 19 measure Herzberg's hygiene
factors, including policy and administration, interpersonal
relationships, salary, status, security, working conditions,
and training. The remaining 10 items measure motivator
factors such as recognition, work itself, advancement,
achievement, and responsibility.
CILA Philosophy Measure
Since knowledge of and adherence to the philosophy
of the CILA program is key to the program's success, a
questionnaire that assesses the degree to which employees
recognize, and their agency follows, the principles
representative of the CILA philosophy was developed. A review
of the Licensure and Certification Act that created the CILAs
(P1 86-922), progress reports, and other relevant documents
concerning the CILA program was conducted with the purpose of
generating a comprehensive list of the philosophical and
operating principles of the CILA program. This preliminary
review yielded a total of 35 items which were then reviewed by
five experts in rehabilitation and the community integration
of people with disabilities. The review by these experts
yielded a final list of 27 items that wére used in the survey.
CILA Staff Attitudes Measure
Since previous research suggests that the attitudes
employees have regarding individuals with mental or
developmental disabilities may affect their attitudes toward

their jobs (Sarata, 1974; Alpander, 1990), a questionnaire to
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measure attitudes toward disabled people was developed. The
attitude scale used in this investigation was developed by
David Henry and Christopher Keys of the University of Illinois
at Chicago (Balcazar, & Keys, 1991). It began as a shorter
scale used to assess the attitudes of workers at a camp for
persons with cerebral palsy. Noting the comparative lack of
attitude measures toward people withi developmental
disabilities in the literature, this scale was expanded to
include items thought to tap attitudes relevant to more recent
thinking about community services and living arrangements for
persons with severe disabilities. Some items were adapted
from the Community Attitudes toward Mental Illness (CAMI)
scale (Taylor & Dear, 1981). Other items, particularly those
concerned with integration and advocacy, were developed in
consultation with self-advocates and professionals working
with persons with developmental disabilities. The final pool
of items totaled 67.

During development, the scale was administered to
approximately 80 university students and 150 other
individuals. Thirteen items were dropped because the data
indicated that they elicited socially;desirable responses.

Principal components factor analysis of responses to the

remaining items produced six orthogonal factors. The six
resulting scales are: normalization (6 items); benevolent
segregation (6 items); malevolent segregation (5 items) ;

beliefs about ability (5 items); advocacy (5 items); and
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decision locus (6 items).

Demographic Information

Participants were asked to provide information on their
gender, age, marital status, race/ethnicity, education,
salary, job title, number of hours worked weekly, number of
clients responsible for, number of employees responsible for,
length of time in current position, length of time in the
organization, and number of years of experience in the field
of mental health and developmental disabilities.

Procedure

The directors of the 20 agencies selected for site
interviews were contacted by telephone and by letter with a
request for permission to conduct the study at their agency.
At this time, copies of the job descriptions for all of the
positions within the CILA program at their agencies were
requested. These descriptions were used to aid in the
development of interview Qquestionnaires and to provide
information about the nature of the jobs within the CILA
program.

Individual personal interviews were then conducted with
at least one representative of each CILA related position
within each of the 20 agencies. Each interview took
approximately 45 minutes to complete. The protocol followed
can be found in appendix A. As mentioned earlier, the
information collected from these personal interviews was used

to develop a series of questionnaires that were assembled into
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a package and mailed to CILA employees throughout Illinois.
The directors of the 154 agencies delivering services under
the CILA mandate were contacted by telephone and informed of
the project. CILA program directors were asked to provide the
number of CILA employees working in their agencies, and to
verify their agencies' mailing addresses. At that time, the
CILA program directors were verbally assured that the
participation of their employees was voluntary and that all
responses would remain totally anonymous and confidential.
CILA program directors were responsible for distributing the
survey packages to the appropriate staff in their respective
agencies.

A cover letter was 1included in each individual survey
package introducing the study, requesting the voluntary
participation of each subject, and assuring confidentiality of
the responses. In addition, each respondent was provided with
a pre-addressed postage-paid envelop and instructions to mail
the completed survey package directly to the research team.
Approximately one week after the survey packages had been
mailed to the agencies, the director of each agency was

telephoned to ensure that the surveys had been received.



RESULTS

The results section has been divided into six parts. The
first section examines the response rate for the surveys. The
second section presents an overview of the construction of
scales from the different measures used in the survey. The
third section summarizes the demographic characteristics of
the respondents. The fourth section explains how respondents
were grouped into job categories via cluster analysis. The
fifth section addresses the meaning of job satisfaction. And
the final section reports the results of hypothesis testing.

Response Rate

Of the 1067 surveys distributed, a total of 559 (52.4%)
were returned. Some respondents did not complete specific
items. Therefore, the exact N varied across variables, and
those discrepant values have been reported where appropriate.
Surveys were returned by 130 of the 154 (84.4%) agencies
delivering services under the CILA mandate at the time of the
study. CILA staff from Chicago and\the suburbs comprised
approximately 39% of the final sample, with the remaining 61%
coming from northwestern (19%), central (17%), and southern
(25%) Illinois. Approximately 39% of the agencies identified

themselves as serving developmentally disabled clients, 44% as

20



21
serving mentally ill clients, and 17% as serving both.

Scale Construction

Item responses from the job incentives evaluation, CILA
philosophy, and CILA staff attitudes measures were submitted
to principal components factor analyses with varimax rotation,
in order to create reliable composite indices of the
constructs underlying each measure. = For .those measures
producing more than one significant factor, scales were
constructed which met the following criteria: (a) they were
based on factors with an eigen value > 1.0; (b) each
individual item showed a loading of at least .40 on the factor
concerned; (c) each item had loadings < .40 on other factors;
and (d) each item had a commonality > .50.

Table 1 lists the resulting empirically-based scales,
factor loadings, reliabilities (i.e., coefficient alphas), and
items for each measure. The average of the ratings on the
items comprising each scale was used as a dependent measure in
subsequent analyses.

Job Incentives Evaluation. Two sets of scales were
empirically derived from the job incentives evaluation. The
first set of scales addresses the saﬁisfaction component of
the measure. The factor analysis yielded four reliable scales
which accounted for 52.3% of the variance (see Table 1). The
first scale addresses facets of a job such as recognition,
constructive feedback, and the importance placed upon one's

suggestions, which help to determine how valued a person feels
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as a worker. The second scale addresses benefitg which are
normally associated with a job, including health care and
child care. The third scale addresses agency policies that
affect workers on a daily basis, such as attendance,
tardiness, and scheduling policies. The fourth scale is
comprised of items that address the external or extrinsic
rewards that are often associated with a job, including
salary, prestige of the job, and promotion opportunities.

The second set of scales were derived from the importance
component of the job incentives measure. The factor analysis
yielded four reliable scales which collectively accounted for
48.3% of the variance (see Table 1). The first scale is

comprised of items that reflect compensation and security

issues, such as salary, health care, and job security. The
second scale addresses agency policies that affect employees
on a daily basis, such as work breaks, attendance, and
scheduling policies. The third scale is concerned with the
nature of the work being preformed by the employees. The
fourth scale is comprised of items which address the amount of
recognition and feedback workers receive.

CILA Philosophy Measure. Three écales were empirically
derived based on the extent to which respondents perceived
their agency to be following the CILA philosophy. The three
scales collectively accounted for 48.8% of the variance (see
Table 1). Two of the scales are made up of positively worded

items, and the third one is comprised of negatively worded
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items. gince the reliabilities for each individual scale
exceed that of the all the items together and since the scales
were not highly correlated with one another, it was determined
that the three-factor structure was not the result of response
bias. Rather the positive-negative split indicates that the
absence of something negative is not necessarily the same as
the presence of something positive.

The two scales composed of positively worded items each
address different client-related issues. Issues related to
providing clients the opportunity to engage in the activities
of daily life comprise the first scale. The second scale is
made Up of items which concern the amount of control clients
have over the services they receive. The items included in
the negative scale reflect principles that run counter to the
CILA philosophy.

CILa sStaff Attitudes Measure. Factor analysis of
employee responses to the CILA staff attitudes measure yielded
one global factor that accounted for 20.4% of the variance
(see Table 1). This global scale is comprised of items which
tap attitudes relevant to more recent thinking about services
and living arrangements for persons with severe disabilities.

In addition to the above empirically-derived scales,
conceptually-based scales were also constructed from the job
incentives and CILA staff attitudes measures. The conceptual
scales Created with items from the job incentives measure were

based on Herzberg's two-factor theory. Accordingly, the items
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that represent Herzberg's hygiene factors (i.e., company
policy and administration, supervision, working conditions,
interpersonal relations, status, salary) were grouped into one
conceptual scale, and the items that represent Herzberg's
motivator factors (achievement, recognition, work itself,
advancement, responsibility) into another.  Hygiene and
motivator factor scales were constructed from both the
satisfaction and importance ratings associated with each job
component listed on the 3job incentives measure. The
reliability of each of these scales wés assessed using
Cronbach's alpha.

There are six conceptually-based scales for the CILA
staff attitudes measure. These six scales were derived from
a principal components factor analysis of responses given by
80 university students and 150 other people. Although the
same six scales did not emerge from the factor analysis
conducted on the responses of the CILA employees, the scales
are being used in the present study because they tease out
information relevant to more recent thinking about services
and living arrangements for persons with severe disabilities
which would be lost if the empiricallygderived single factor
solution were to be used exclusively.

The six scales and their meanings are as follows:

(1) Normalization - higher scores on this scale indicate
greater endorsement of the normalization philosophy; (2)

Malevolent Segregation - higher scores on this scale indicate



25

Table 1

Factor Analysis of Job Incentives, CILA Philosophy and CILA
Staff Attitudes Measures

Job Incentives Measure

Scales for

Satisfaction Factor Cronbach's
Component Loading Alpha
Value as a Worker . .8713

- constructive feedback. .696

- your relationship with your supervisor .796
- the importance placed upon your

suggestions and input .663
- opportunities for personal growth .563
- being recognized for a job well done .734
- the experience you are getting from
your job .468
- on the job training .579
Benefits .8361
- vacation time .880
- sick leave .885
- health care .805
- child care .587
- retirement benefits .619
Policies .8209
- the physical environment at your
place of employment .518
- attendance policies .837
- tardiness policies 4 .798
- scheduling policies .769
- your work schedule/hours of work .406
Status/Rewards ) L7717
- the amount of money you make .733
- your opportunities for promotion .730
- overtime pay .508
- the status/prestige of your job .623
- job security .537

- opportunities for continuing education .413
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Table 1 (continued)

Job Incentives Measure

Scales for

Importance Factor Cronbach's
Component Loading Alpha
Compensation/Security .8483
- the amount of money you make .608
- your opportunities for promotion .546
- vacation time .833
- sick leave .760
- health care .739
- retirement pay .686
- overtime pay : .603
- job security .467
Policies .8501
- attendance policies .820
- tardiness policies .854
- scheduling policies .821
- work/lunch breaks .697
Work Itself .7428
- your relationship with CILA recipients .781
- seeing progress in CILA recipients .741
- the experience you are getting from
this job .486
- on the job training 472
- opportunities for continuing education .598
Recognition . .7218
- constructive feedback .502
- the importance placed upon your .
suggestions .744
- opportunities for personal growth .592

- being recognized for a job well done .728
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Table 1 (continued)

CILA Philosophy Measure

Scales for the Extent to

which Employees Perceive

Their Agency is Following Factor Cronbach's
the CILA Philosophy Loading Alpha

Opportunity to Engage in :
Daily Activities .8566

- Clients should have the same access
to educational services as other

people in the community. .674
- Clients should have access to full

employment opportunities. .740
- Clients should have access to

religious services. .415
- Clients should be involved in managing

their own finances. .691

- Clients should have the same access to
vocational training as other people in

the community. ~ .812
- Clients should interact frequently

with non-disabled persons. .590
- Clients should be encouraged to become

economically self-sufficient. .723
Staff Controlling and Limiting Clients .8572
- Clients only need limited access to

recreational and social activities .741
- CILA staff members should decide how

clients spend their leisure. time. .738
- All clients need and should receive

the same services. .779

- Direct care staff should make

decisions regarding matters of health

care for their clients. .725
- The more severely disabled clients are,

the more restrictive their living

environment needs to be. .729
- Clients should be recognized first and

foremost as people with disabilities. .709
- CILA program directors should select

the care givers for clients. .519

- Clients are rarely seen by other
community members at regular social
activities. .677
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CILA Philosophy Measure

Scales for the Extent to
which Employees Perceive

28

Their Agency is Following - Factor Cronbach's
the CILA Philosophy Loading Alpha
Clients' Service Rights .8295

- Clients should be able to choose

their own living arrangements. .620
- Clients should participate in the

selection of the services and supports

they need. .578
- Clients should be able to experience

the risk of failure as well as

success. .669
- Services provided to clients should

change as their specific needs and

desires change. .681
- Clients should be able to receive

services near their permanent

residence. .673
- The services offered to clients should

contribute to their capacity for

independence and productivity. .489

CILA Staff Attitude Measure

Factor Cronach's
Loading Alpha
Staff Attitude
One-Factor Solution .8291
- Clients should be encouraged to
assume the responsibilities of normal
life. .418
- Clients make good parents. .547
- Agencies that serve clients should
have clients on their boards. .435
- Clients should not be allowed to
marry and have children. -.452
- A person would be foolish to marry
someone like one of this agency's
clients. -.634
- Clients should be guaranteed the same
rights in society as other persons. .485

- Clients do not want to work. -.441
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Table 1 (continued)

CILA Staff Attitudes Measure

Factor Cronbach's
Loading Alpha

Staff Attitude

One-Factor Solution .8291
- Clients need someone to plan their
activities for them. -.500
- Clients should not hold public :
offices. -.468
- Clients should not be given any
responsibilities. -.541
- Clients can organize and speak for
themselves. .427
- Clients do not care about advance-
ment in their jobs. -.553

- Clients do not need to make
choices about the things they will

do each day. -.470
- Clients have the kinds of problems

that require a lot of supervision. -.442
- Clients should not be allowed to

drive. .553
- Clients can be productive members

of society. .493
- Clients have goals for their lives

like other people. .602

- I would trust one of this agency's
clients to be a baby sitter for my

children. .545
- Clients cannot exercise control
over their lives like other people. -.489

- Clients can have close personal
relationships just like everyone else. .521
- Clients should live in sheltered
facilities because of the dangers of

life in the community. - -.504
- Clients should be encouraged to lobby
legislators on their own. .551

- Clients are the best people to give

advice and counsel others who wish

to move into community living. .528
- A client's opinion should carry more

weight than the opinions of family

members and professionals in decisions

effecting the client. .573
- Clients can plan meetings and

conferences without assistance from

others. .550
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Table 1 (continued)

CILA Staff Attitudes Measure

Factor Cronbach's
Loading Alpha

Staff Attitude
One-Factor Solution .8291

- The protectiveness of family members
and professionals is often a barrier

to full life for clients. .456
- Clients can be trusted to handle
money responsibly. .475

- Residents have nothing to fear from
clients living and working in their
neighborhoods. .418 -
- The attitudes of society are more of
a barrier to full life for clients

than are their conditions. .462
- The best care for clients is to be
part of normal life in the community. .463

- Without some control and supervision

clients could get into real trouble

out in the community. -.480
- It would be foolish of the state to

make support payments directly to

clients. -.444
- The rights of clients are more

important than professional concerns

about their problems. .439
- Homes and services for clients

downgrade the neighborhoods they

are in. -.471
- Clients are a burden on society. -.571
- Homes and services for clients should

be kept out of residential :

neighborhoods. ~ -.,600

increased affectively negative attitudes towards persons with
disabilities and services for them; (3) Benevolent Segregation
- higher scores on this scale indicate greater endorsement of

segregated settings and services, but with a more positive
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affective tone than found in the malevolent segregation scale;
(4) Beliefs About Abilities - higher scores on this scale
indicate greater belief in the abilities of persons with
disabilities; (5) Advocacy Scale - higher scores on this scale
indicate greater endorsement of persons with disabilities
advocating on their behalf; (6) Decision Locus Scale -higher
scores on this scale indicate greater belief in persons with
disabilities making decisions for themselves, rather than
having other people make decisions for them. The specific
items comprising each scale and their individual reliabilities
are listed in Table 2.

As with the empirically-based scales, the average of the
ratings on the items comprising each conceptually-based scale

was used as a dependent variable in subsequent analyses.

Demographic Characteristics

Twelve demographic characteristics were assessed in this
study: gender, age, marital status, race or ethnicity,
education, income, number of hours worked weekly, number of
clients responsible for, numbér of employees responsible for,
length of time in current position, length of time in
organization, and number of years experience in the field of
mental health and developmental disabilities.

Most (78%) of the respondents to the survey were women,
which is representative of this labor force. The age range in
the sample was wide, 19 to 70 years, with a median age of 32

years. Approximately half (48.8%) of those surveyed were
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Table 2

Conceptually-based Scales for the Job Incentives and CILA
Staff Attitude Measures

Job Incentives Measure

Scales for

Satisfaction & Importance Cronbach's
Component Alpha
Hygienes/Satisfaction .8738
Hygienes/Importance .8698

- the amount of money you make

- vacation time

- sick leave

- health care

- child care

- retirement benefits

- overtime pay

- the status/prestige of your job

- job security

- your relationship with your co-workers
- your relationship with your supervisor
- your relationship with CILA residents
- the physical environment at your place of work
- attendance policies

- tardiness policies

- scheduling policies

- work/lunch breaks

- on the job training

- your work schedule/hours of work

Motivators/Satisfaction ' .8500
Motivators/Importance .7527

- your opportunities for promotion

- the amount of responsibility you have in your job

- constructive feedback

- the importance placed on your suggestions and input
- opportunities for personal growth

- being recognized for a job well done

- seeing progress in CILA recipients

- working with severely disabled individuals

- the experience you are getting from this job

- opportunities for continuing education
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Table 2 (continued)

CILA Staff Attitudes Measure

Cronbach's
Alpha

Normalization _ .7871

- Clients can make good parents. = ,

- Clients should not be allowed to marry and have
children

- A person would be foolish to marry someone like one of
this agency's clients.

- Clients should not hold public office

- Clients should not be allowed to drive

- I would trust one of this agency's clients to be a baby
sitter for one of my children.

Malevolent Segregation .6955

- Clients are usually too limited to be sensitive to
the needs and feelings of others.

- The best way to handle clients is to keep them in
institutions.

- Increased spending on programs for clients is a waste
of tax dollars.

- Homes and services for clients downgrade the
neighborhoods they are in.

- Clients are a burden on society.

- Homes and services for clients should be kept out of
residential neighborhoods.

Benevolent Segregation .7562

- Clients are happier when they live and work with others
like themselves.

- Clients have the kinds of problems that require a lot
of supervision.

- Clients usually should be in group homes or other
facilities where they can have the help and support of
staff.

- Sheltered workshops for clients are essential

- Most clients prefer to work in a sheltered setting that
is more sensitive to their needs.
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Table 2 (continued)

CILA Staff Attitudes Measure

Cronbach's
Alpha

Beliefs About Abilities .5714

- Clients can be productive members of society.

- Clients have goals for their lives like other people.

- Clients cannot exercise control over their lives like
other people.

- Clients are capable of a lot more than most family
members and professionals assume.

- The protectiveness of family members and professionals
is often a barrier to full life for clients.

Advocacy Scale .6693

- Agencies that serve clients should have clients on
their boards.

- Clients can organize and speak for themselves.

- Clients should have their own advocacy organization.

- Clients are the best people to give advice and counsel
to others who wish to move into community living.

- Clients should be encouraged to lobby legislators on
their own.

Decision Locus Scale .5307

- Professionals should not make dec181ons for clients
unless absolutely necessary.

- Clients need someone to plan their activities for them.

- A client's opinion should carry more weight than
the opinions of family members and professionals in
decisions affecting the client.

- The solutions to the problems in living faced by
clients must come from others like them.

- Clients need the same kind of control and discipline as
young children.

- It would be foolish for the state to make support
payments directly to clients.
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married; the next largest group were singles (34%); and 15.4%
were divorced or separated. Of the 67.6% of the respondents
reporting that they had attended college, 9.5% earned an
Associate's degree, 19.5% earned a Bachelor's degree, and
13.1% earned a Master's degree. Slightly more than three
quarters (76.6%) of the respondents reported annual incomes of
$20,000 or less. The large majority (80%) of the respondents
worked full-time (defined as 37.5 hours or more a week).

Concerning clients that respondents typically served,
approximately 43% of the respondents reported working with
persons whose primary disability was mental illness, 33.2%
reported their clients as being primarily developmentally
disabled, and 16.3% reported working primarily with dually
diagnosed individuals. The average respondent was responsible
for five clients and three staff members.

The length of time respondents reported being in their
current position ranged from one month to 20 years, with a
median of 12 months. The length of time respondents reported
working in their current agency ranged from one month to 25
years, with a median of 15 months. ‘ The length of time
respondents reported working in the mental health and
rehabilitation field ranged from one month to 27 years, with
a median of 36 months.

A preliminary set of analyses were conducted to determine
if any of the demographic variables were signifiéantly related

to any of the dependent measures. Potential significant
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relationships between each demographic characteristic and each
dependent measuré were evaluated by either analysis of
variance (ANOVA) or Pearson's product-moment correlations,
depending on whether the demographic variable was categorical
or continuous, respectively.

There were no significant relationships with gender, age,
marital status, number of clients responsiblé for, number of
employees responsible for, length of time in current position,
length of time in organization, or number of years experience
in the field of mental health and rehabilitation. Significant
relationships were, however, found for four characteristics:
education, income, race and number of hours worked. In
addition, the interaction between education and income was
found to have a significant relationship with dependent
measures.

Hierarchical multiple regression analyses were used to
partial out the effects of the four significant demographic
characteristics and the education x income interaction from
the dependent measures. Prior to performing the multiple
regression analyses, the education and race variables were
both "dummy coded" so that they could be entered appropriately
into a regression equation. This dichotomized coding was
based on significant differences observed between the original
response categories. Education was split into a two-level
variable reflecting employees with a college degree and those

without. Race was split into a two-level variable reflecting
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persons who identifiéd themselves as Caucasian and persons
who identified themselves as African American. Once the
effects of demographic characteristics were partialled out of
the dependent measures, the remaining residualized wvariance
was saved, and these residualized dependent measures were then
used in subsequent hypothesis testing.2 This procedure was
used to control for the effects of demographic differences on
responses to the dependent measures.

Cluster Analysis of Job Titles
Based on the job titles feported by respondents, 21
positions were identified. Direct care worker (46.9%) was the

position most frequently held by respondents. The next most

frequently held positions were: case manager (10.8%),

residential manager (9.9%), CILA program director (9.2%),

assistant CILA program director (4.6%), and service-team

:
EE\

leader (4.4%).

A cluster analysis was performed to determine whether the
different job positions fell into characteristic patterns.
The input to the cluster analysis was the importance ratings
assigned by respondents to the 121 job activities listed on

the job analysis questionnaire. The clustering algorithm

2 The only instance in which the effects of the demographic
Characterlstlcs were not partialled out of the dependent measures
Was when hypotheses regarding demographic characteristics were
tested. Thus, when the hypotheses regrading education were tested,
the effects of income, race, and number of hours worked were
Partlalled out, but not the effects of education; and when the
hypotheses regardlng income were tested, the effects of education,
race, and number of hours worked were partialled out, but not the
effects of income.
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(PKM) is a nonhierarchical method that establishes a fixed
number of homogeneous groups of cases wusing Euclidean
distances (BMDP, 1981). Thus, respondents are categorized
into homogeneous groups based on the job-related activities
they felt were most important to their respective positions.

The cluster analysis yielded three reliable groups of
respondents which are summarized in Table 3. Of the 559
respondents who completed the job activities questionnaire,
518 (92.7%) of them were included in one of the three groups
resulting from the cluster analysis procedure. The 48
respondents that did not fall into one of the three groups
held positions that were few in number and unique relative to
the total sample (e.g., bookkeeper, driver, interpreter).
These 48 respondents are not included in any subsequent
analyses that involve grouping by job position.

Respondents in the direct care group reported activities
which involved meeting clients' needs, promoting safety and
health, and administration to be the most important for
successful completion of their jobs. Surprisingly,
respondents in the gupervisor group also identified activities
involved in meeting clients' needs ta be a central part of
their job. Apparently, the proximity of supervisory employees
to clients results in their giving considerable attention to
clients' needs. Supervisors also consider the evaluation of
their clients' treatment and administration to be important

activities of their jobs. Respondents in the manager group
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identified administration duties, staff supervision,

Table 3

Cluster Analysis of Job Positions

Total
Cluster Grouping Employees Included
Fregquency
Direct Care Staff - Direct Care Personnel 256
- CILA Staff Trainer 12
Supervisors - Residential Manager 54
- Team Leader 24
- Case Manager 59
- Qutreach Worker 8
Managers - CILA Program Director 50
- Assistant Program Director 25
- Qualified Mental Health
Professional 18
- Qualified Mental
Retardation Professional 12

evaluation of client progress, meeting clients' needs, and
staff training as the primary functions of their jobs.
Although respondents in management positions help meet some of
the clients' needs directly, they do so with less frequency
than either direct care or supervisory staff.

Meaning of Job Satisfaction .

Based on the results of factor analysis, it appears that
respondents view their jobs as having multiple dimensions both
in terms of satisfaction and importance. Table 4 contains the
mean satisfaction and importance ratings assigned by
respondents to each of the empirically derived dimensions as

well as the conceptual Herzbergian dimensions. Separate
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factor analyses by job grouping produced dimensions similar to
those described in Table 4. Furthermore, the mean
satisfaction and importance ratings for the different
dimensions were found not to differ significantly by job
position. Taken together, these findings suggest that the
components which respondents in different positions find
important and satisfying in their Jjobs appear to be

structurally and evaluatively the same.

Table 4

Overall Means and Standard Deviations for the Components of
the Job Satisfaction _and Job Importance Dimensions

Satigfaction Importance

Dimensions Means SD Dimensions Means SD
Value as a Worker 3.74 .86 Compensation/ 4.22 .77

Security

Policies 3.42 1.09 Policies 4.06 .93
Benefits 3.99 .79 Work Itself 4.65 .46
External Rewards 3.09 .88 Recognition 4.56 .49
Hygienes 3.67 .66 Hygienes 4.19 .55
Motivators 3.57 .76 Motivators 4.44 .44

~

The nature of the empirical job dimensions lends some
credence to Herzberg's distinction between hygiene and
motivator factors in that each empirically derived dimension
is composed of items representative of either hygiene or

motivator factors, with no substantial overlap between the
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two. In addition, respondents found motivator items to be
significantly more important than hygiene items, t(431)= -
11.42, p <.0002 (one-tailed). This finding is consistent with
Herzberg's belief that the intrinsic components of a job are
more valued and important to workers than are the extrinsic
components. This idea is further supported by the fact that
respondents judged their work to be significantly more
important than (a) either compensation and security, £(482)=
11.72, p <.0002, one-tailed or (b) agency policies, t(511)=
16.47, p <.0002, one-tailed. 1In addition, respondents also
judged the recognition of their work to be significantly more
important than either compensation and security, £ (489)= 9.70,
p < .0002, one-tailed, or agency policies, £(518)= 13.37, p
<.0002, one-tailed. Incidentally, respondents working with
low functioning clients rated the motivator components of a
job as being more important than did respondents working with
higher functioning clients, F(1,313)= 4.96, p <.02.
Apparently, those respondents working with difficult
populations place more emphasis on the intrinsic and
motivational qualities of a job than do those working with
less difficult populations.

As indicated in Table 4, the mean scores (range = 1-5)
for each of the satisfaction dimensions suggest that this
sample of CILA employees experiences moderate job satisfaction
(X range = 3.09 - 3.99). On average, respondents are

significantly more satisfied with hygiene items than with
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motivator items, t(311l)= 3.02, p <.006, one-tailed. In terms
of the empirical dimensions, respondents were most satisfied
with agency benefits, followed by their wvalue as a worker,
agency polices, and the external rewards that are associated
with their jobs. A series of one-tailed_t-tesps revealed that
the differences in the relative ratings among all of these
dimensions were significant at the p <.0002 ievel.

There is, however, a discrepancy between what respondents
find important in a job and how satisfied they are in their
current job. This discrepancy is best summarized by comparing
importance and satisfaction ratings for the hygiene and
motivator dimensions. This comparison reveals that there is
a significant discrepancy between ratings of importance and
ratings of satisfaction for both the hygiene, £(326)=11.32, p
<.0002, one-tailed, and the motivator, £(477)=22.09, p <.0002,
one-tailed, components of a job. This suggests that there is
definitely room for improvement to try and make respondents

more satisfied with the job components they value.

Hypothesis Testing

Correlates of Job Satisfaction
Type of Clientele
It was predicted that employees working with low
functioning clients would have a lower level of job
satisfaction than employees working with higher functioning

clients. Although results of a multivariate analysis of
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variance (MANOVA) showed that the overall mean differences
between these two groups did not reach conventional levels of
statistical significance on any of the satisfaction scales,
the univariate analyses of variance (ANOVAs) revealed a few
definite trends that are consistent with the hypothesis.
Specifically, employees working with high functioning clients
were marginally more satisfied with agency policies
F(1,236)=3.32, p <.07, external rewards, F(1,282)=2.83, p
<.09, and hygiene factors, F(1,211)=3.39, p <.06, than
employees working with low functioning clients. These trends
suggest that people working with low functioning clients tend
to feel they should be better compensated for their efforts.

Given the many needs of dually diagnosed individuals, it
was hypothesized that employees working with dually diagnosed
clients would have a lower level of job satisfaction than
employees working with developmentally disabled or mentally
i1l clients. A MANOVA performed on respondents' satisfaction
ratings revealed an overall effect of diagnosis, multivariate
F(6,168)= 4.38, p <.0001. The results of univariate ANOVAs
further 1revealed that respondents' satisfaction levels
differed for agency policies, E(2,23&)=5.97, P <.003, and
hygiene factors, F(2,211)=3.94, p <.02. Follow-up planned
orthogonal contrasts revealed that respondents who were
working with either developmentally disabled or dually
diagnosed clients were less satisfied with agency policies and

hygiene factors than respondents who were working with
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mentally ill clients, all p's <.0l1. Apparently, working with
developmentally disabled clients can be as demanding as
working with dually diagnosed clients. Accordingly, employees
working with these more demanding groups of clients feel that
they are not being adequately compensated for their work.

Amount of Client Contact

It was hypothesized that the more contact an employee has
with clients on a daily basis, the lower would be the
employee's job satisfaction. Amount of client contact was
operationalized in terms of job grouping. That is, based dn
the job activities survey, it appears that client contact
decreases as one moves up the organizational hierarchy.
Accordingly, direct care staff were expected to have the
greatest amount of client contact, followed by supervisory
personnel, and then managerial personnel. Although mean
differences among these three job groups did not reach
statistical significance on any of the satisfaction scales,
they were all in the expected direction. That is, the less
contact respondents had with clients the more satisfied they
were, with managerial personnel always reporting the highest
degree of satisfaction. However, “the relatively small
differences in satisfaction between the three job groups
suggests that the amount of time respondents spend with
clients does not have a large impact on the degree to which
they are satisfied with their jobs.

It was also postulated that employees whose jobs require
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daily direct contact with low functioning clients would have
a lower level of job satisfaction than employees who have
minimal contact with low functioning clients. However, this
supposed negative experience associated with spending more
time with low functioning clients did not show up in this
sample. Rather the data seem to parallel what was stated
earlier. That is, working with low functioniﬁg clients makes
respondents slightly less satisfied than working with high
functioning clients. Furthermore, this trend seems to hold
irrespective of the amount of time spent with either group.

Philosophical Underpinnings

As mentioned earlier, with the initiation of the CILA
program in an agency is supposed to come the shift to a
client-driven, integrative approach toward service delivery.
However, if an agency does not alter its method of service
delivery to fit the CILA model, employees may become
frustrated by this discrepancy between word and deed.
Accordingly, it was hypothesized that respondents who perceive
that their agency is following the basic tenants of the CILA
philosophy will be more satisfied than respondents who
perceive that their agency is not; Moféover, the increase in
satisfaction expected when respondents perceive the philosophy
is being followed should be the greatest for the motivational
or intrinsic components of job satisfaction.

First, it should be noted that all respondents appeared

to have a good understanding of the values and principles
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underlying the CILA program, based on their ability to
correctly identify which of a series of statements were
consistent with the CILA philosophy. Hierarchical multiple
regression analyses were used to evaluate the contribution of
respondents' perceptions of the extent to which the CILA
philosophy was being followed by their agencies in explaining
job satisfaction. The independent measures.used were the
three philosophy subscales. Discussed below are the two
philosophy subscales that achieved statistical significance:
daily activity opportunity and service rights. vSignificance
of the results was determined with the hierarchical F-test.

As shown in Table 5, all of the satisfaction scales
showed statistically significant relationships (p's <.001)
with both of the philosophy subscales. The beta values from
these multiple regressions indicate that the influence of
respondents' perceptions regarding the CILA philosophy on job
satisfaction was in the hypothesized direction. That is, the
greater the extent to which respondents perceived the CILA
philosophy was being followed by their agencies, the more
satisfied they were.

It was further hypothesized thét this increase in
satisfaction would be the greatest for the motivational or
intrinsic components of the job. In order to test this
hypothesis directly, Ming, Rosenthal, and Rubin's (1992) tests
for correlated correlation coefficients were utilized. Two

specific sets of hypotheses were tested. The first set
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involved the empirically derived satisfaction scales, and the
second set involved the conceptually-based Herzbergian

satisfaction scales.

Table 5
R-Sgquared and Beta Values for the CILA Philosophy Scales

Philosophy Scales
(Independent Variable)

Activity Service

Opportunities Rights
Satisfaction ) )
Scales Partial R° Beta Partial R® Beta
(Dependent Variable)
Value as a Worker .18% .41 .23% .47
Policies .04%* .20 .06%* .24
Benefits - .10 .31 L11* .33
External Rewards .08%* .28 L13%* .35
Hygienes .14%* .36 .20% .44
Motivators .18* .42 .24% .48

* p <.001
their agencies, the more satisfied the& were.

It was further hypothesized that this increase in
satisfaction would be the greatest for the motivational or
intrinsic components of the job. In order to test this
hypothesis directly, Ming, Rosenthal, and Rubin's (1992) tests

for correlated correlation coefficients were utilized. TwO
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specific sets of hypotheses were tested. The first set
involved the empirically derived satisfaction scales, and the
second set involved the conceptually-based Herzbergian
satisfaction scales.

With regard to the empirically derived satisfaction
scales, it was predicted that the wvalue as a worker scale
would correlate more strongly with both of the philosophy
subscales (i.e., activity opportunities, service rights) than
would the polices, benefits, or external reward scales. For
the conceptually-based scales, it was predicted that the
motivator scale would correlate more strongly with the two
philosophy subscales than would the hygiene scale.

The first set of hypotheses involving the empirically
derived satisfaction scales was tested using Ming et al.'s
(1992) test for contrasting correlated correlation
coefficients. The resulting Z-statistic indicated that the
obtained pattern of results was in the predicted direction for
both the activity opportunity, Z(391)= 2.61, p, <.005 (one-
tailed), and the service rights, Z(391)= 3.21, p <.001 (one-
tailed), philosophy subscales. Thus, the intrinsic value as
a worker scale correlated more strongiy with both philosophy
subscales than did the other three extrinsically oriented
satisfaction scales.

The second set of hypotheses involving the conceptually-
based Herzbergian satisfaction scales was tested using Ming et

al.'s (1992) test for comparing two correlated correlation
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coefficients. Contrary to prediction, however, the motivator
scale Aid not correlate more strongly than the hygiene scale
with either the activity opportunity, Z(391)= .57, n.s., or
the service rights, Z(391)= .90, n.s., philosophy subscales.

Overall, these results provide mixed support for the
hypothesis that perceived agency compliancelwith the CILA
philosophy increases intrinsic job satisfaction to a greater
extent than it increases extrinsic job satisfaction. The
empirically derived satisfaction scales show this predicted
relationship, whereas the conceptually based Herzbergian
scales do not.

With regards to the CILA philosophy, it was also
predicted that the more direct contact an employee has with
the clients, the less he or she will perceive the philosophy
is being followed. Here again, amount of client contact was
operationalized in terms of job groupings. An ANOVA performed
on the philosophy ratings showed a main effect for job
grouping on the negative items scale, F(2,412)=4.23, p <.01,
and on the service rights scale F(2,422)=3.24, p <.04.
Follow-up planned orthogonal contrasts revealed that the more
contact respondents had with clients, the less they perceived
the philosophy was being followed (p's <.05). Evidently, one
shifts toward the perception of greater agency commitment to
the CILA philosophy as one move up the agency hierarchy.

Attitudes Toward Clients

Due to a printing error, only 255 of the returned surveys
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had the correct scale anchors in the instructions to the CILA
staff attitudes questionnaire. There were significant
differences on four of the attitude scales between the group
of CILA staff who returned correctly printed questionnaires
and those who returned misprinted ones, multivariate
F(6,419)=12.76, p <.001. Therefore, only the group that
returned corrected questionnaires (N=255) was ﬁsed in further
analyses.

It was hypothesized that respondents who work primarily
with low functioning clients would endorse attitudes
representative of a progressive approach to treating disabled
individuals less than would respondents who work primarily
with high functioning clients. An ANOVA performed on
respondents' attitude ratings ~showed a main effect for
clients' level of functioning for the normalization scale,
F(1,208)=10.50, p <.001. This suggests that the idea of
normal community participation is tempered by the client's
level of functioning. Although main effects for clients'
level of functioning were not found for any of the other
attitude scales, the mean differences in all cases were in the
expected direction. That is, respondéhts working primarily
with low functioning clients tended to endorse attitudes
reflective of the CILA mandate less than did those working
with higher functioning clients.

It was also thought that respondents who endorse

attitudes representative of a progressive approach to treating
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disabled individuals would have a higher 1level of 3job
satisfaction than those who do not endorse more progress
attitudes. Hierarchical multiple regression analyses were
used to evaluate the contribution of respondents' attitudes in
explaining job satisfaction. Here again, significance of the
results was determined with the hierarchical F-test. However,
the adjusted R-squareds did not reach statistical significance
for any of the attitude scales. Thus, it appears that job
satisfaction for these respondents is not strongly linked to
having attitudes which coincide with.the more recent trends in
the treatment of disabled individuals.

Demographic Information

Length of Service

It was hypothesized that the longer respondents had
worked in the field of mental health and rehabilitation, the
more satisfied they would be with their job. However, no
significant correlations were found between the length of time
respondents reported working in the field and their
satisfaction ratings. This finding may have resulted from the
relatively short time the average respondent reported working
in the field of mental health and rehabilitation.

Education

It was hypothesized that individuals with more education
than their job required would have a lower level of job
satisfaction than individuals who did not exceed the

educational requirements of their job. In the present study,
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this hypothesis could be tested most accurately with the
direct cére workers. The specific educational requirements
for a direct care worker are a high school diploma or the
equivalent. Hence, those direct care workers who have
attained a college degree would have more schooling than their
job requires; therefore, they should be less satisfied than
those direct care workers who hold only a high'school degree.

A MANOVA performed on direct care workers' satisfaction
ratings revealed an overall effect for education, multivariate
F(6,125)=2.08, p <.05. Follow-up univariate ANOVAs showed a
main effect for education for one's feeling of wvalue as a
worker F(1,225)=8.24, p <.004, agency benefits, F(1,232)=5.18,
R <.02, and hygiene factors, F(1,157)=4.07, p <.05. Since the
education variable was a dichotomy, the mean satisfaction
ratings of direct care workers with and without a college
degree could be visually compared, to interpret the main
effect. This direct inspection of the means revealed that
direct care workers with only a high school diploma or the
equivalent were more satisfied than direct care workers who
earned a degree beyond high school. Trends in the expected
direction for the agency policies, F(1,179)=3.01, p <.08,
external rewards, F(1,207)=2.85, p <.09, and motivator,
F(1,206)=3.17, p <.07, scales provide further support for this
hypothesis.

A MANOVA performed on the satisfaction ratings for all

workers regardless of their position, also revealed an overall
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main effect for education, multivariate F(6,276)=2.45, p
<.025. Follow-up univariate ANOVAs showed effects for the
external rewards, F(1,416)=7.43, o <.007, hygiene,
F(1,309)=6.33, p <.01, and motivator, F(1,448)=10.78, p <.001
scales. A direct inspection of the means revealed that
respondents without a college degree were more satisfied with
the external rewards they receive, and with the hygiene and
motivator components of their jobs, than respondents with a
college degree.
Income
It was predicted that the higher respondents' annual
income, the more satisfied they would be. A series of one-way
ANOVAs with poiynomial contrasts were performed on the
respondents' satisfaction ratings in order to examine the
linear and curvilinear trend components of the main effect of
income. Contrary to prediction, there was no significant
linear relationship between income and satisfaction. That is,
respondents did not become increasingly more satisfied as
their annual income increased. Rather, the quadratic term of
the main effect of income was éignificant for the value as a
worker, F(4,475)=4.54, jo] <.03, . external rewards
F(4,420)=10.09, p <.002, and motivator, F(4,444)=9.68, p <.002
satisfaction scales, indicating a curvilinear relationship
between income and satisfaction for these three scales. Post-
hoc Duncan tests further revealed that as respondents' income

increased, they were more satisfied on the value as a worker,
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external rewards, and motivator scales, p's <.05. However,
respondents who were earning an annual income which fell in
the middle of the income continuum were significantly less

satisfied on all three of the scales, p <.05 (Duncan).



DISCUSSION

The purpose of this study was to examine job satisfaction
among the employees of Illinois' Community Integrated Living
Arrangements (CILA) program, which is representative of the
- most recent trends in residential care‘ for disabled
individuals.
Meaning of Job Satisfaction

Overall job satisfaction among the CILA employees was
found to be moderately high. The mean results of the
satisfaction scales for the entire sample support findings of
other researchers (Oberlander, 1990; Jerrell, 1983; Perlman,
Hartman, & Bosak, 1984; Webb et al., 1980) that community-
based mental health and rehabilitation service providers
generally are satisfied with their work. These recent
results, however, run counter -to the view of satisfaction
among community-based mental health workers which prevailed in
the 1970s. This earlier research suggested that, on average,
community-based mental health service ©providers were
relatively dissatisfied with theif jobsﬂ The dissatisfaction
was presumed to result from the ambiguity surrounding the
expectations and job functions present in community mental
health centers at that timé (Sarason, 1977). Jerrell (1983)

and Oberlander (1990) have suggested that as community mental

55
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health centers matured and became more consistent in their
approach to service delivery, service providers were able to
develop more refined role expectations which were more
congruous with their actual job functions.

The CILA program, which evolved out of the community
mental health movement, is relatively new and still undergoing
" changes. While the results of this studf suggest that
dissatisfaction is not a pervasive problem among CILA staff
members, their level of work satisfaction only approaches
moderate levels. This moderate level of satisfaction suggests
that it might be useful to try and identify salient factors
that workers find important in a job. Such an analysis of the
extrinsic and intrinsic components of a job will vyield
information useful to agencies interested in manipulating
variables that have the greatest 1likelihood of producing
changes in employee satisfaction.

Herzberg (1966) emphasized that strategies to improve job
satisfaction should be directed at motivator rather than
hygiene factors. The results of the present study are
consistent with Herzberg's position. Overall, CILA employees
rated the motivator factors of a job as more important than
the hygiene factors. Furthermore, CILA staff placed the
greatest importance upon the nature and recognition of their
work. These findings suggest that, if agencies want to
improve their employees' level of satisfaction and reduce

possible costly turnover, they should concentrate on enhancing
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the motivator or intrinsic components of their employees'
jobs.

The components of a job which would enhance an employee's
intrinsic satisfaction can often be introduced into an agency
with little cost. An agency, for example, could implement an
"employee of the month" program, provide employees with more
responsibility and independence in decision making when
appropriate, or develop a system by which positive feedback is
regularly given to employees (Balcazar, & Keys, 1991).

Overall the nature of job satisfaction as defined by CILA
employees lends some credence to Herzberg's two-factor model.
According to Herzberg, two separate and distinct dimensions
may be used to describe job satisfaction: (1) hygiene
(extrinsic) factors and (2) motivator (intrinsic) £factors.
Although factor analysis of employee responses to the job
incentives evaluation did not yield these two sets of factors,
the two did remain separate and distinct. That is, each
dimension which emerged from the factor analysis was composed
of items representative of - either hygiene or motivator
factors, with no substantial overlap between the two.
Furthermore, when the hygiene and motivator items were grouped
into two separate scales the resulting reliabilities were
moderate to high, indicating a good deal of internal
consistency among the respective items. However, since the
motivator and hygiene factors were moderately correlated with

one another, they are not completely independent factors. The
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overall pattern of these data suggest that a weaker version of
Herzberg's theory may be operating. That is, for the most
part, hygiene and motivator factors represent distinct
features of a job, however, there may be some degree of
interrelationship between the two.

These results represent only the first step in the
process of testing Herzberg's theory in é human service
setting. While the present results do prévide some support
for the distinction between the hygiene and motivator
components of a job, they are unable to support or reject
Herzberg's contention that motivators contribute more to job
satisfaction than hygiene factors do. BAn independent measure
of overall job satisfaction is needed to test this postulate
of Herzberg's. On the whole, however, these results suggest
that Herzberg's (1966) model of job satisfaction may prove
useful in examining the incentives and disincentives that
community-based service providers find in their jobs.
Correlates of Job Satisfaction

In addition to attempting to understand the meaning of
job satisfaction for CILA employees, Jjob and individual
characteristics that seem most closely associated with work
satisfaction were also investigated.

Philosophical Underpinnings

The most intriguing set of findings discovered in this

investigation concern the philosophy underlying the CILA

program. The initiation of the CILA program in an agency is
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supposed to be accompanied by a shift to a client-driven,
integrative approach toward service delivery. The present
results suggest that the greater the extent to which CILA
employees perceive the CILA philosophy is being followed by
their agencies, the more satisfied they are. This
relationship between satisfaction and philosophy is probably
due to the greater correspondence employees pérceive between
word and deed when the CILA philosophy is being followed by
their agency. That is, since the philosophy underlying the
CILA program is supposed to provide the framework which
directs employees actions on the job, the more employees feel
that their agencies support their efforts to utilize the
philosophy, the more satisfied they feel.

Moreover, there seems to be at least some evidence which
suggests that CILA employees derive greater intrinsic
satisfaction from their jobs when they perceive that the
agencies they work for are committed to the philosophy which
guides their actions on the 3job. Apparently, agency
commitment to the CILA philosophy serves as a motivating or
energizing force which positively affects work-related
satisfaction. Finding ways to motivate”émployees is a growing
concern of human service organizations (Alpander, 1990).
Employee's motivation to work may be improved through
intrinsic job satisfaction. That is, employees who derive
satisfaction from the basic content of their job may be more

easily motivated to do their job and do it well.
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In a time when extrinsic resources are scarce, employers
may need to rely more heavily on intrinsic factors to attract
and maintain a productive workforce. This is especially true
in community-based human service programs where salary and
benefits are typically low. Thus, the link observed here
between agency commitment to carrying out its underlying
philosophy and improved intrinsic job satisfaction represents
a connection from which agency management may derive benefits
if it is made properly.

With regards to CILA philosophy, it was also found that
the more contact employees had with clients, the less they
perceived the philosophy was being followed by their agency.
Apparently, as one moves up the agency hierarchy, there is a
shift towards the perception of greater agency commitment to
the CILA philosophy. This shift may be the result of either
disillusionment on the part of employees lower-down in the
agency who have encountered difficulties in actually trying to
implement the CILA philosophy, or politically-motivated
misrepresentation by top management of the degree to which the
agency follows the philosophy. The present data can neither
confirm nor reject either possibility:

Regardless of the reason why with increasing client
contact employees perceive the CILA philosophy is being
followed to a lesser degree, the implications are both clear
and disturbing. For the CILA program to become more than a

nice idea on paper, the philosophy it is based upon must be
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translated into concrete actions implemented by staff during
service delivery. Effectively making this translation is
particularly important for the employees who have the most
daily contact with the clients. These employees have more
opportunities to foster within clients a sense of
independence, choice, productivity, and overall empowerment.
The present results, however, suggest that theselopportunities
are perhaps being missed. That is, the workers who have the
most contact with and influence upon the clients' daily life
are the least 1likely to  agree that their agency is
implementing the CILA philosophy sufficiently. Apparently,
the T"paper-to-practice" translation of the values and
principles which constitute the CILA philosophy is not being
made at the crucial point of service exchange between client
and staff. In order to properly address this discrepancy
between word and deed, we need to determine whether the
implementation of the CILA mandate is not feasible with some
client populations or whether agencies need to become more
diligent in their attempts to actually apply the CILA mandate
to their daily interactions with clients. The former issue
may be addressed by conducting a sefies df feasibility studies
which would deal with issues surrounding the limits of service
delivery to and community integration of disabled individuals.
Studies of this type might help to clarify what variety and
level of services are efficacious, yet practical, in agencies

operating under the CILA mandate. The latter issue dealing
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with agency compliance is more difficult to address. Agencies
would most 1likely be unwilling to undergo a compliance
evaluation unless complete confidentiality and protection from
reprisal could be granted. For such a sensitive evaluation to
yield accurate results, it may need to be undertaken without
staff knowledge. This type of uninformed evaluation, however,
inevitably gives rise to a host of ethical dileﬁmas. Whatever
methodological approach is chosen, the origins of the
differing perceptions along the organizational hierarchy
concerning implementation of the CILA philosophy should be
further investigated.

Attitude Toward Clients

Although the degree to which agencies adhere to the CILA
philosophy seems to influence employees' job satisfaction, the
particular attitudes employees' endorse regarding the recent
trends in services and 1living arrangements for disabled
individuals do not appear to have the same degree of influence
on employees' satisfaction levels. The present data do not
support the hypothesis that employees who endorse attitudes
representative of more recent thinking about the treatment of
disabled individuals should havé a higher level of job
satisfaction than those who do not endorse more progressive
treatment attitudes. In contrast, the present data indicate
that job satisfaction among CILA employees is not contingent
upon having attitudes which coincide with the more recent

approaches to the treatment of disabled persons.
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There are at least two explanations for this discrepancy.
The first is methodological. Due to a printing error, only
255 of the 559 returned surveys had the correct scale anchors
in the instructions to the CILA staff attitudes questionnaire.
As a result, it is possible that the findings obtained based
on the responses from the 255 correctly printed questionnaires
did not tell the whole story. That is, had thé findings been
based upon responses from all of the surveys, the hypothesis
may have been supported.

The more probable reason for the present results is that
selection and experience may have neutralized the effect of
attitudes on work-related satisfaction. That is, people who
apply to become CILA staff, to a large extent, may be more
positively inclined towards persons with disabilities.
Furthermore, their experiences on the job may have a positive
influence on their perception of disabled individuals. The
combined effect of both selection and experience probably
account for the support of progressive treatment attitudes
exhibited by most of the respondents.

Thus, it 1is not the attitudes that employees hold
regarding the progressive treatment of.disabled individuals
that influences satisfaction per se. Rather it is the extent
to which their behavior is able to coincide with those
attitudes when performing their jobs. The latter point is
somewhat supported by the finding that the greater the extent

to which employees perceive the CILA philosophy, which
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advocates the progressive treatment approach to serving
disabled individuals, is being followed by their agencies, the
more satisfied they are.

Type of Clientele

While attitudes per se do not appear to mediate job
satisfaction levels, the type of client an employee works with
does seem to mediate both job satisfaction and treatment-
related attitudes. The present data suggest that CILA staff
members working with 1low functioning clients experience
relatively lower levels of satisfaction than staff members who
work with higher functioning clients. In addition, employees
working with developmentally disabled or dually diagnosed
clients experience relatively lower levels of job satisfaction
than employees who work with mentally ill clients. Thus, the
most demanding client populations to work with appear to be
clients who function at a low level regardless of their
specific diagnosis, and clients who are diagnosed as either
developmentally disabled or dually diagnosed. The demanding
nature of the work associated with these particular client
populations may explain why employees working with these
clients tended to endorse attitudes reflective of the CILA
mandate to a lesser degree than did those employees working
with less demanding client populations. Apparently, spending
time serving demanding clients leads employees to hold more
conservative attitudes regarding their clients abilities.

Overall, employees working with these demanding client
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populations seem to feel that they are not being adequately
.compensated for their efforts.

Based on earlier theories of Jjob dissatisfaction
(Sarason, 1977), these results may be due to gaps in training
and the lack of role clarity for employees working with these
demanding groups of clients. That is, staff members working
with such populations may still be developing norms and
resolving paradoxes involved with treating these groups
according to the CILA philosophy (e.g., trying to integrate
the clients into the community; actively involving the clients
in choosing their service plans; allowing the clients to
participate in daily activities, such as keeping a checkbook) .
Furthermore, many agenciés are limited in the time and
training resources they are able to devote to developing
specialized services for difficult client populations.
Consequently, employees working with such demanding groups of
clients are more likely to experience role confusion and to
feel as if they are not being adequately supported in their
efforts on the job.

One possible approach for increasing satisfaction among
this group of employees would be to inciﬁde in staff meetings
a regular discussion of the difficulties and paradoxes
involved in serving demanding client populations and their
influence upon the employees. If resources permit, an agency
could design an inservice training program specifically

targeted at orienting staff members to their role as care
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givers to a demanding client population. Furthermore, social
psychological theory and research suggest that a sense of
competence and mastery is a critical element for successful
coping and adaptation under ambiguous and confusing conditions
(Bandura, 1982; Lazarus, & Folkman, 1984; Rutter, 1987). Thus,
trying to foster a sense of competence and mastery in staff
‘members may help them better adjust to the conflicting demands
of their jobs, and may in the process increase their
satisfaction level.

Amount of Client Contact

Not only was type of clientele hypothesized to influence
job satisfaction, but the amount of contact employees have
with clients was also hypothesized to influence job
satisfaction. The present results, on the contrary, do not
support the hypothesis that higher client contact should be
associated with lower job satisfaction. The present data,
however, indicated that the amount of contact employees have
with clients does not have a large impact on the degree to
which they are satisfied with their jobs. This discrepancy
may be the result of the way in which "client contact" was
determined. That is, CILA staff were‘separated into high,
medium, and low contact groups based on the type of activities
they reported to be most important for the successful
completion of their job. Thus, the determination of the
amount of contact an employee has with clients was completely

dependent upon how the employee prioritized his or her work
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activities. An employee who may have had a good deal of
contact with clients but did not rate the job activities which
involved contact as important may have been classified into
the wrong group. The amount of contact an employee has with
clients may be more accurately measured by either direct
observation of an employee over a period of time, or by an
examination of the activities log which employees in many
agencies were required to complete on a daily basis.
Demographic Characteristics

In addition to the influence of job-related
characteristics on work satisfaction, the influence on
individual characteristics was also examined.

The observed negative relationship between 1level of
education and 1level of job satisfaction for direct care
workers is worthy of further exploration. The adverse effect
of surplus education on job satisfaction may have resulted
from either unfulfilled expectations or from underutilized
skills. The present data can neither confirm nor reject
either possibility. A recent study, however, found that
overeducated workers were more dissatisfied with their jobs
even when the extrinsic and intrinsic rewards of jobs and the
value workers' placed on these rewards were controlled for
(Martin, & Shehan, 1989). This finding suggests that
underutilized skills rather than unfulfilled expectations
adversely affect worker satisfaction. Additional research is

needed to be conducted to further clarify these results.



68

Clarification of this issue is important for several
reasons. First, workers suffer when placed in jobs where
their educational skills are not fully utilized. Secondly,
employers may suffer since dissatisfied workers are more
likely to quit. Turnover is costly because employers lose
their investment in employee training and because they must
channel additional resources into hiring replaéement workers
(Tsang, Rumberger, & Levin, 1991). Finally, high turnover
rates among direct care workers may have a negative impact on
clients. That is, clients may find it difficult to build
relationships with staff members if there is always someone
new helping them.

This issue of turnover is particularly relevant to CILA
direct care staff. Interviews with CILA staff of all levels
revealed that turnover among direct care workers is
problematic in many agencies. The present results suggest
that surplus schooling may be one of the factors which produce
dissatisfaction and subsequent turnover among direct care
staff. Agencies may benefit if they can reform the work place
to better utilize workers' education. Such reforms may
include the redesign of jobs to augment their skill
requirements (Davis, & Taylor, 1982) or the creation of
independent work groups to allow workers more responsibility
(Susman, 1976).

Employees'’ income level was another individual

characteristic that influenced job satisfaction. Contrary to
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prediction, not all employees become increasingly more
satisfied as their annual income increased. Apparently, as
the income of the average employee increased, he or she felt
more valued as a worker, and became more satisfied with the
external rewards provided by the agency as well as the
motivational components of his or her job. This finding is
not surprising considering that previous research has found
that, at least for some, wages may function as a source of
satisfaction in the workplace (Locke, 1976).

However, the negative relationship found between income
and job satisfaction for those employees earning an annual
salary in the middle of the income continuum was surprising.
Evidently, these employees felt less valued as a worker and
were less satisfied with the external rewards and the
motivational components of their jobs, than employees earning
comparably less or more a year. Future research is needed to
determine whether this finding represents a meaningful
systematic pattern in the data or if it is simply the result
of chance.

Finally, the present data failed to support the
hypothesis that the longer a CILA emplayee had worked in the
field of mental health and developmental disabilities, the
more satisfied they would be with their job. Previous
research suggests that opting to remain in a certain area of
work‘for a long period of time could be an indication of

psychological commitment which may enhance an individual's
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level of job satisfaction (Jerrell, 1983). The positively
skewed distribution of the length of time CILA employees
reported working in the field of mental health and
developmental disabilities probably accounts for why this
positive relationship between job satisfaction and tenure in
the field was not found with the present data. The average
CILA employee has been working in the area of mental health
and developmental disabilities for only three years. This
period of time is probably too short to expect workers to have
developed the kind of psychological commitment to the field
which would lead to an increased level of job satisfaction.

In summary, the present research has determined that
employees of Illinois! Community Integrated Living
Arrangements program are moderately satisfied with their jobs.
In accordance with Herzberg's two-factor theory of job
satisfaction, employees rated the motivator factors of a job
to be more important than the hygiene factors. Therefore, if
agencies operating under the CILA mandate want to improve
their employees' level of work satisfaction, they should
concentrate on enhancing the motivational or intrinsic
components of their employees' jobs. Perceptions of agency
compliance with the CILA philosophy, type of clientele served,
and level of education and income were among the job and
individual <characteristics found to correlate with an
employee's level of job satisfaction. Employee attitudes

toward clients, amount of client contact, and length of time
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employed in the field of mental health and developmental
disabilities, however, were not found to be significantly
related to an employee's level of job satisfaction.
Limitations of the Present Research

There are several points to keep in mind when looking at
this research. First, the generality of these findings
concerning job satisfaction and its correlétes for CILA
employees is limited because they are based on data from only
one type of program operating in only one state. The CILA
program is representative of many types of community-based
mental health and rehabilitation programs, and the study
sample was relatively large and diverse, drawn from many
different organizational sites and geographic areas within
Illinois. However, any one state community-based mental
health program could differ from other state programs in ways
that might bias the findings. Thus, the results reported here
must be considered tentative until replicated with other
samples drawn from other community-based mental health and
rehabilitation programs.

A second limitation of the present study is that its
correlational focus does not allow any;specific cause-and-
effect inferences to be drawn between job satisfaction and
individual and job characteristics. As Jerrell (1983) pointed
out, Jjob satisfaction is a complex phenomena, dependent on
many values and expectations that are often difficult to

specify a priori or to track quantitatively. Despite this
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limitation, the present study does identify areas, such as
organizational philosophy and client diagnosis, which may be
fruitfully pursued by alternate methods in an attempt to
develop a better understanding of job satisfaction.

One final limitation of the present study concerns the
measure of job satisfaction that was wused. The Job
Descriptive Index (Smith, Kendall, & Hulin, 1969) is one of
the most widely used measures of job satisfaction in the
literature. However, due to the limited applicability of this
measure with respect to human service organizations, a
modified job satisfaction instrument was developed for use in
this study. The development of the Job Incentives Evaluation
(JIE) was based on a careful reading of the job satisfaction
literature and the structure of the CILA program. Because the
JIE is a brand new measure, the results of this study are not
directly comparable to the majority of job satisfaction
studies which use the more standard measures of job
satisfaction. Although some useful comparative information
may have been lost, the JIE appears to be a promising measure
of satisfaction for human serviceremployees.

Directions for Future Research )

Through its examination of both the meaning and the
correlates of job satisfaction among community-based mental
health and rehabilitation workers, this research has added one
more piece to the puzzle of job satisfaction. There are

several directions this research might take in the future.
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First, the findings related to CILA philosophy could be
further pursued in at least two ways. In general, researchers
should see if the relationship found between the perception of
an organization's commitment to its underlying philosophy and
intrinsic job satisfaction can be replicated in other
settings. Organizations benefit when their workers are
"turned-on" intrinsically to their job. Coﬁsequently, any
clue which suggests how the "on" switch might be activated
deserves further consideration.

Within the CILA program, future research. should
concentrate on determining the reasons behind the differing
perceptions found as one moves up the agency hierarchy
regarding agency compliance to the principles of the CILA
philosophy. One important initial step that should be taken
to settle this issue is to conduct feasibility studies. That
is, any possible implementation difficulties, such as certain
types of client population, agency size and location, should
be investigated in order to clarify what variety and level of
services are efficacious, yet practical, in agencies operating
under the CILA mandate. Furthermore, future research
endeavors should include the perceptions.of clients and their
families regarding agency compliance with the CILA philosophy.
After all, the CILA philosophy was designed to enhance the
physical and emotional well-being of the client.

The causal factors underlying the adverse effect of

surplus education on the level of job satisfaction experience
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by direct care workers should also be investigated. Future
research projects should try and better determine whether
surplus education results in Jjob dissatisfaction because
direct care workers' expectations are unfulfilled, because
their skills are underutilized, or because of some combination
of both. Current research indicates that individuals, to a
large extent, seek out organizations that allow for maximum
utilization of their skills and abilities (Alpander, 1990).
If this is the case, then CILA agencies should use and reward
the skills and abilities direct care workers bring to the job,
in order to prevent high quality workers from leaving the
field. Researchers could assist agencies in achieving this
goal by designing and evaluating job enrichment programs aimed
at allowing direct care workers the opportunity to develop and
utilize a variety of skills and talents.

Finally, in terms of methodology, future research
projects should expand their data collection efforts beyond
survey instruments. Although time consuming and often
expensive, case studies, in-depth interviews, and behavioral
observation methods represent ways in which survey data can be
invaluably enriched. \

In summary, the present research has furthered our
understanding of the complex phenomena of job satisfaction
within a community work setting. The community-based system
is Dbecoming the preferred method for treating disabled

individuals (Department of Mental Health, 1990). The
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provision of services intended to promote personal choice,
independence in daily living, economic self-sufficiency, and
community integration for persons with mental and
developmental disabilities is a 1labor intensive process
requiring competent workers dedicated to improving the quality
of life of disabled people (Bordieri & Peterson, 1988).
Consequently, the satisfaction of service providers is an
important factor for agencies to consider in their efforts to

maintain a relatively stable and productive workforce.
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APPENDIX A

JOB ACTIVITIES EVALUATION



JOB ACTIVITIES

In the following seccion you will be rating various job activities on two
separata scales. Lock at sach activity and dacids Lif you perform iz 2s part of
your job or not. If you do, rate it on each of ths two scales provided. If you

as part of your job please circle Kot Applicable (N.A.)
The £irst scale asks you to raca the activity on its importanca to doing your
job succassfully. It may halp you to considar cha consequances of not performing
the sctiviCy: A severs consaqusncs {ndicarss an activity thac is vary importanc;
while liztla or no cousaquence indicatas a less inportant accivicy., Ths second
scale asks you to Tatas the activicy ou tha extsnc to vhich you think training
in this accivicy would balp you to perform your job mora effectively. Circle
tha mmber, for sach scale, vhich most closely raflects youx rating. Pleass racta
all of the activicias you perforn on boch scalesx.

. HOW IMPORTANT IS " WOULD TRAINING IN
THIS ACTIVIIY 10 THIS ARFA HELP
YOUR JOB? You?
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Aszist CILA recipiancs
in meal presparacion. 1 2 3 4 5 1 2 4 5
Asxist CILA reciplencs
in resolving confliccs. 1 2 3 4 5 1 2 3 & 5
Prepare meadication
for CIIA racipients. 1 2 3 4 5 1 2 3 4 5
Feed CTLA recipiencs ‘
who carmot faed
themsaives. 1 2 3 4 5 1 2 3 4 S
Transport CIIA
recipients to . ]
appointments. 1 2 3 4 5 1 2 3 4 5
Conduct £firs and
szargency drills, 1 2 3. 4 5 1 2 3 4 5
Raspond to CILA
recipiencs’ emotional
distrass. 1 2 3 4 5 1 2 3 4 5
Assist CILA racipientcs -
in grocary shopping. 1 2 3 4 5 1 2 3 4 5
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BOW IMPORTAKT IS WOULD TRAINING IN
THIS ACTIVIIY TO THIS ARFA HEL?
YOUR JOB? You?
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9.  Assist CILA Tecipients 2 2 <« 2 2 2 2 & 2 &
in general housekaeping .
activicies. 1 2 3 4 5 1 2 3 4 5
10. Document the occurTencs
of unusual incidencs. 1 2 i 4 5 1 2 3 & 5
il. Supervise other CILA )
staff members, . 1 2 3 4 5 1 2 3 4 5
12. Assisz CIIA recipients
in doing their laundry. 1 2 3 4 5 1 2 3 4 5
13, Eacouraga CILA Teciplants
ts participata in
comnmity activitias. 1 2 3 4 5 1 2 3 4 s
14. Taach staff CPR and
firsc aid. 1 2 3 4 5 1 2 3 4 5
15. Assist CIIA recipients .
with personal hygiena. 1 2 3 4 5 1 2 3 4 5
16. Teach CIIA racipisncs
to use public .
tramsportaction. 1 2 3 4 5 1 2 3 4 5
17. Dizcuss izsues regarding
saxualicy wich CIIA .
recipiancs. 1 2 3 4 S 1 2 3 4 S
18. ~Diract CILA recipiencs -
in physical exercisa. 1 2 3 4 5 1 2 3 4 5
195. Assisc CILA recipiancs :
in baching. 1 2 3 4 5 1 2 3 4 5
20. Respond to the needs . .
of incontinenc ~
CI1A racipisncs, 1 2 3 & 5 1 2 3 4 5
21l. Teach sign language
to CIlA recipients. 1 2 3 _4 . 5 1 2 3 4 5




HOW TMPORTANT IS
THIS ACTIVIIY TO

WOULD TRAINING IN
THIS AREA HEL?

22.

8.

27.

28.

29.

3.

31.

32.

33.

YOUR JOB? You?
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Remind CIIA racipients .
about their appointmsncs. 1 2 3 4 5 1 2 3 & 5
2 ’ '
Teach CIIA recipiencs . .
txaffic safecy. 1 2 3 4 5 1l 2 3 4 5
Assist CTLA recipients
with Public Ald and
Social security policies .
and procedures. 1 2 3 4 5 1 2 3 &4 S
Facilitata comenmicarion
betveen CIIA staff and
cliancs, 1 2 3 4 5 1 2 3 4 5
Completa necessary TaporT
forzx. ‘ 1 2 3 & 5 1 2 3 4
Give CI1A recipients
enazas. 1 p4 3 4 5 1 2 3 4 5
Attend and participata :
in CIIA staff meetings. 1 2 3, 4 5 1 2 3 & 5
Teach CILA recipients
general housekaeping
- skills. 1 2 3 4 5 1 2 3 4 5
Conduct staff performancs
evaluacions. 1 2 3 4 S 1 2 3 s 5
Monitor tha qualicy
of the CILA recipiencs’
living enviromment. 1 2 3 4 5 1 2 3 4 5
Advocata for the CIIA
racipiencs’ righes and
searvicas. 1 2 3. 4 s 1 2 3 4 5
Scraen and intarview
prospective CILA
racipients, 1 2 3 4 5 1l 2 3 4 5
Wrics staff objectives
and goals, 1 2 3 4 5 1 2 3 4 5
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BOW IMPORTANT IS WOULD TRAINING IN

THIS AREA HELP

;
4

3s.

3s.

37.

38.

39.

4l.

42.

43,

45,

YOUR JOB You?z
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Remain informad of CITA .
Tules and regulacions. 1 2 3 4 5 1 2 3 4 ]
Provida 24 hour on
call coverage for . .
snergencies. N 1 2 3 4 5 1 2 3 4 -]
"Assist in the hiring _ .
of CILA staff 1 2 3 4 5 1 2 3 & 5
Assist in the davelopment
of individuxl sarvicas
plans for CIIA racipisncs 1 2 3 & 5 1 2 3 4 5
Iaplement crisis
intarvention procadures. 1 2 3 4 5 1 2 3 & 5
Load CILA 3tz2ff neetings. 1 2 3 4 S 1 2 3 4 5
Mgintain networiking and
rafarral contacts with
othar human service ’
providars. ( 1 2 3 & S 1 2 3 4 s
Halp CITA racipisnts
participate in the -
desgign of thair individual :
mearvice plans, 1 2 3 4 5 1 2 3 4 5
1ink CILA recipiencs to
sarvices in the : .
commmiTy. 1 2 3 4 5 1 2 3 4 5
Discuss wvith parent/gusrdian
CIIA recipiants’ scatus or
programs. 1 2 3 4 5 1 2 3 4 5
Axsist CILA racipient in
displaying appropriacs
social skills in public
setrTings. 1 2 3 4 5 1 2 3 4 ]
Make recommendations
ragarding firing CIlA
staff mambers. 1 2 3 4 5 1 2 3 4 5
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49.

50.

51.

52.

53.

54,

55.

56.

57.

58.

59.

Coordinaca CILA scaff
meeatings.

Observe and report the
effacts and sida effaects

. of prescribed medicacions.

Schedules CILA staff
working hours.

Agsist in the development
of tTearment goals for
CILA racipients.

Davelop staff training
procaduzeas.

Updaza and revise CITA
recipiancs’ service plans.

' Prepare the payroll for

CIIA scaff.

Arrangas for CILA racipients
to go out inmto the
commmity.

BeporT maintenance problems
of CIIA residenca.

Discipline CILA staff
nenbers.

Participata in discharge
plamming for CILA
rscipiants.

Provida assistanca in
gaining accass to vocational
txaining for CILA
recipients.

Provida assi{scance in proper
drassz for the occasion for
CILA racipients.

Not Applicable N.A,
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WOULD TRAINING IN
THIS AREA HELP

Not At All

(8]

Slightly

W

You?

Hoderately

I

Greatly

(V)
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60. Mamage reprasenctativs i
payee accounts. 1 2 3 4 5 1 2 3 4 5
Develop and maincxin
. agency policies and L L o
i procedures. . 1 2 '3 &4 5 1 2 3 4 5
* Provida assistance in
.. gaining access to educational
" sarvicas for CILA P
racipients. 12 3 4 5 1 2 3 & 5
63. Assist CI1A recipiants In
obtaining and maintaining
eligibilicy in entitlement .
prograns. 1 2 3 4 5 .1 2 3 4 5
64, Engura proper docunentaticn ’
) of CI1A requirements. 1 2 3 4 5 L 2 3 4 5
65. Provide assiscance in gaining
access to employment
oppertunities for CITA
recipiencs. : 1 2 3 & 5 1 2 3 4 5
66. Provida medical training
for CILA scaff. 1 2 3 4 5 1 2 3 4 5
67. [Keep CILA recipient . .
information confidenrial. 1 2 3 4 5 b 2 3 4 5
68. Provida Health training to
CIIA stafsf. 1 2 3 4 s 1 2 3 4 5
69. Facilitata commmication
batween CIIA recipient v
and physician. 1 2 3. & 5 1 2 3 4 5
70. Assist in the lifting /moving
of CI1A recipiencs, 1 2 3 4 5 1 2 3 4 5
71. Administar medication to
CIlA recipiencs. 1 2 3 & 5 1 2 3 4 5
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Teach direct cara providars = = < = >
how to prepara mucritious - )
meals. 1 2 3 4 5 1 2 3 4 ]
Review medical and health .
.history of CILA recipiant. -1 2 3 & S 1 2. 3 4 5
Plan penus for . . .
. CILA rvacipiants. Tl 2 .3 4 5 1 2 3 L 5
Coordinacta leisure
acrivicies with CIIA . .
Tecipients. 1 2 3 4 5 1 2 3 4 5
locata suitable ﬁousing .
with CILA rscipisncs, 1 2 3 -4 5 1 2 3 4 5
Racruiz voluntaers for the )
CIIA program. 1 2 3 4 5 -1 2 3 4 5
Ensyra that CILA recipients
aTa recsiving qualiry caxe. 1 2 3 4 5 1 2 3 4 5
Discuss the nacure and
imporrancs of medicacion
with CILA recipiencs. 1 2 3 4 5 1 2 3 4 S
Teach CILA recipients
bow to prepars nutzitious :
meals. 1 2 3 4 5 1 2 3 4 5
Communicata with tha court
sysctam on bebhalf of tha
CITA recipient. 1 2 3 4 5 1 2 3 4 5
Educats tha commmity about the
CI1A program, or about
ind{viduals with disabilitias ~
through workshops and
speaking sngagements. 1 2 3 4 s 1 2 3 4 5
Aasistc CILA Tecipiancs in
daveloping appropriaca
commmicacion skills. 1 2 3 4 5 1 2 3 4 5
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. 8s.

.86-.

87.

8s8.

89.

90.

92.

93.

94.

95.

HOW IMPORTANT IS WOULD TRAINING IN
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Develop bebavioral management
progTams with CILA .
racipiencs. 1 2 4 5 1 2 3 4 5
Complete housahold finmancial :
Teports. . 1 2 i 4 5 1 2 3 4 5
Assist in CIIA licensura and B
cartificacion process. 1 2 3 4 S 1 2 3. 4 5
Oversea maintanance of CILIA :
racipiant zalatad recoxds, 1 2 3 & S 1 2 3 4 5
Provida on-the-job .
tzaining. 1 2 3 & 5 1 2 3 & S
Implament behavioral
management tachniquas. 1 2 3 4 S 1 2 3 4 5
Monitor CI1A racipients’
pedication programs. 1 2 3 4 5 1 2 3 4
Mainrain knowvledge of procadurass
for dealing with overdosa,
sefizures, {llnesx,
and injury. 1 2 3 4 5 1 2 3 4 5
Perform house inspections
for complimmce with CIIA
regulacions., by 2 3 4 5 1 2 3 4 5
Provida on-going in-service ) .
training for CILA staff, 1 2 3 4 S 1 2 3 4 S
Asgist CILA rscipiencs in
the selaction of furniture
xppliancas, and ucilicties. 1 2 3 4 ] 1 2 3 4 5
¢ N
Prepars monthly reports for the \
Department of Menral Health
and Developmental
Disabiliziasg. 1 2 3 4 ] 1 2 3 4 5
Maincain inventories of
household icems. 1 2 3 4 5 1 2 3 4 5
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99,

" 100.
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103,
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107.

los.

109.

1l0.

Assisc in tha wvriting of
grant proposals. -

Participats in sbc!.a.l/laisu:a

activities wich CIIA
recipients. .

Assist CIIA recipients
in meal planming,

Assist In budgetr plamning
for the agency.

Haincain scaff performanca
records.

Monitor the dalivery of ths
CITA racipients sarvica
plans.

Document CILA recipienc
progress.

Asgist CILA staff in
resolving conflices.

Fill our adminigcrative
paperwork (e.g.,1009’s
time off sheecs,

expensa vouchers, 1006's

Teach reading and writing
skills to CILA recipientcs.

Izplement aggressicn

management for CITA recipiencs.

Davelop and maintain day
programs.

Perform functional

assessments of CILA racipiencs.

H.A.

++ Not Applicable

HOW IMPORTANT IS
THIS ACTIVITY IO

YOUR JOB?
s
=
L}
b
1)
a4 Q
o [-9
- a
b -
e
[~] L ]
Qe -
-} ad
vy -
-l
£ -
(=]
= -
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3
2 3

& Hoderately Important

v Very Iaportant

~ Not Applicable N.A,
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WOULD TRAINING IN

N Hot At All

w Slightly

+ Hoderately

THIS AREA HELP
You?

w Crestly



111.

112.

121.

122.

Facillitacte parenc/guard{an
participacion in the
development of the CIIA
recipienc’s trsamment plan.

Idantify agency programmatic

-+ and facility needs.

Talk with CILA recipients

Facilitate parsnc/guardian
involvement in CILA program
activities.

Encourage CIIA rscipiencs to
make friends with othar persons
with disabilirztes.

Help CILA recipisnts learn to
maks independant choices.

Change servicas providsd to
CllA recipienrcs to better meet
their nseds.

Help CILA recipients laarn to makas
their own decisions about leisure

tize acrtivities,

Encourags CIIA tecipients
to maka their own choices.

" Teach self-advocacy skills

to CILA tacipiencs.

Assist CIIA recipiencs in
masCing their naighbors.

Inform the public about disgabled
persons through informal casual
conversation.

N.A,

Not Applicable

[

.

BOW IMPORTANT IS
THIS ACTIVIIY TO

YOUR JOB?
&
=
[}
b
e

&b [-]

« -

a a8

A —

-

[-] -

[- 9 —

= b

] b
-l

- -t

Q

z2 <

2 3

2 3
2 3

2 3

2 3

2 3

2 3

2 3

2 3

2 3

2 3

Hoderately Important

>

L

Very Important

(V]

Not Applicable N.A.

[
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WOULD TRAINING IN
THIS AREA HELP

Not At All

~N

Slightly

10u?

Hoderately

F

Greatly

w



APPENDIX B

PREVIOUS TRAINING SURVEY



PREVIOUS TRAINING EXPERIEZNCE

Plaase indicaca 1{f you have recaived training in any of tha areas liscad below
by placing an “X" next to tha area in the received swaipnines columm. If you have
racaived training in an area, pleass specify the format of the training (i.a.,
lacture, vorkshop, on-the-job, video, self-study,—computar)—end-the—duration-or
length of tizma che training event involved (i.s., less than 2 hours, 2-4 hours,
4-8 hours, 8 or =mora hours) by placing an "X" in tha appropriacs columm.
Finally, indicaca if you need t—zining i{n any area by placing an *X" naxt to the
area in the needs training colum.

PORMAT DORATION

- "

- 3

o 3 3

] o

= - - -

a b ™ -

[ - - 3 a .
o o & |n 3 |- ol 0} 0 |w o
o= ) o N -d L - = = o &
> - - » | - @ - -t = —r
- 2 |- (= o 0 2 vlw C
G - - - - - - Qo 1 e o -
h o ™ ] o e o o s ] ° o
o o o fe |= . o ® b
ey ol = o > [ v ~ re - |® =z -

1. aAduse Prevention/Handling

2. aavocacy

3. AggTession Management

<+ AiDS Educactisen

3. Zasic Fizst Aol

6. 3sanaviar lanagement

3 e =""--"~ﬂq’

3. Characzeristics of
Taricus Hental Illneasses

9. Caraczeristics of
Mantal Retardation

10. Client's Rignts

. Cs=munication

12. Ce=munity Intagration

13. Conlidentiaiity

15. C3nllic: Resolution

15. PR

lé. Cris13 Prevencion/lntafvention

17. Daily living Skillis . !

18. Dealing witx Death and Oying

13. Ceavelioping Trsatient/
Habilitazion Plans

20. Documanting Cllient's Progreass

2l. ZiZfective Supervision

22. Feeding Clients

23. Firm/Dizaster Satfaty Procsauras

24. Functional AssesssentCs

25. Handling Seizures . )

89



Recelvad
Trainlng
l.acture

Watkshop

FORNAT

On-the-Jdob
viduo

6.

Helzlicn lanauver

237.

Housaxesping Skills

28.

Indapendant Living Skills

29.

Infactious Olsease ContIol

30.

Legal lzsuas

3.

Laizure Tioa ACTiIViIGlaeS

32.

lafZting/loving Clients

33.

Hedlcal Signs and Sympuons

34,

Medication AdmanistIation

3s.

Medication Sida Eflects .

36.

Hotivating Eoployees

37.

Neaglact ?reventicn/Handl:ing

aa.

Non=lnieczious Disaases

39.

Norzmalizac:ion

40,

NutTizion

41.

Parscnal Hygiane SKills

4.

Philosopny of CIIA Progran

4d.

Planning and Goal SetIing

44,

Prodlea Selving

43.

Public Speaking

T 46,

Recora Koeping

47,

Relating to Client's
Zamily/Cuardian

48.

Sex Education

49.

Social Security and
Public Aid Documentation

5G.

Stafl Seiaczicon

Sl.

Strmcs Hanagement

52.

Supervising Di1lZicult Loapiloyeas

33.

Supervisory fFeedbacxk Skills

54.

Time Ranagesent

55.

Ugca of Sign lanquaqga

S6.

Vocationad Skalls

57.

Worrxing with Physically
Ixpaired People

39.

Worxing witi Sensory
Inpaired Peopla

6Q.

Writing Case NOTas

3

Solf-ktudy
Cumpulur

2 or loss licuru
2 - ¢ hours

4 = 8 hours

8 or more huuru
tieed

Training
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EUITIVIL
panyg

ogRATION

BInOYy viow 20 g

sinoy g -~ )

t1noN § - ¢

sinoy ¥Ry 10 ¢

FORMAT

3eindwoy

Apnig-jytos

4
oRpiA

qor-ey1-u0
.

doynaxzon

nanjoe’g

Bujugesyg
I LYS LEIO )

PLEASE SPECIFY AND COMPLETE FOR
MY OTHER AREAS IN WHICH YOU MAVE

RECETIVED OR FEEL XOU NEZD TRAINING:

1o

3.

e

5.
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6’

7.

.

-

JOB INCENTIVES EVALUATION

We would 1lke to know the types of things that motivate you as a CILA wocker and how satisfled you are with varlous
aspects ol your job. Llsted below are some job Incentlves.

and how sat!lsfied you are with that incentive in your present job

not
Ampocrtant

the amount of money you make’ 1
your opportunities for promotion i

the amount of responslbility
you have in your job 1

constructiva feedback 1

job benefits

a) vacatlon time 1
b) sick }eava 1
c} health care 1
d) child care 1
"e) retirément benefits 1
f) overtima pay . 1

the status/prestiga of your job 1
job security i

your relétlonshlps with
co-workers 1

your relatlionship with
your supervisor 1

llow important 1s?

2 3
2 3
2 3
2 3
2 3
2 3
2 ‘3
2 3
2 3
2 1
2 3
2 3
2 3
2 3

- C o L o -

Please Indlcate how important each incentlve Is to you

very
dmpoctant

e

(%, ur o o wn

by clccling the number that best reflects your view.

How satisfied ara you with:

not
satieflied

- e e

veary
watietiwece
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liow importont la? llow satlofled asre you with:

A.-:uochg-n! . : l—:::{-nt --Eﬂlvo‘tl-d "\'V;::‘r'-d

10. your relatlonship with :

CILA resldents , 1 2 kI '] 5 . 1 2 k| i 5
1. the physical environment at

your place of employment - 1 2 3 4 5 1 2 3 4 5
12. sttendanca pollcles 1 2 k| 4 5 1 2 3 4 5
13. tardiness pollcles 1 2 3 4 5 1 2 3 4 5
14, scheduling pollcles 1 2 k| 4 5 1 2 3 4 5
15. wock/lunch breaks 1 2 k 4 5 1 2 3 4 5
16, tha Importance placed upon .

your suggestions snd input 1 2 3 | 5 1 2. k] 4 5
17. opportunities for parscaal

growth 1 2 3 4 5 1 2 3 . 5
18. belng recognited for a o

job well done 1 2 3 4 .5 1 .2 3 ¢ H
19, seelng progress in - .

CILA recipients 1 2 k| | 5 1 2 3 4 5
20, working with severely

digabled Indlviduals 1 2 3 4 5 1 2 3 ] 5
21, the experience you are )

getting from this job 1 2 3 4 5 i 2 k| q S
22. on the job trainlng 1 2 3 { 5 1 2 3 4 5
2). your work schedule/hours :

of work i 2 k] 4 5 1 2 k] 4 5
2{. opportunlitles for continulng ,

education 1 i K | 5 1 2 3 4 5



APPENDIX C

JOB INCENTIVES EVALUATION



APPENDIX D

CILA PHILOSOPHY MEASURE
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CILA PHILOSOPHY

Directiona: This scale Is designed to soliclt your opinlon of the philosophy underlylng the CILA program,
He are {nterested in your perceptions of the content of the CILA philosophy, rather than your psrsonal agreement
or disagreesment with it. KEEPING THE PEOPLE WITH WHOM YOU WORK IN HIND, please rate the extent to which the
following principles are consistent with the CILA philosophy and the extent to which they are followsd by the
CILA you work for.

How consistent {s this To what extent does the
principle with the CILA you work for
CILA philosophy? follow this principle?
1 2 3 4§ 5 1 2 31 4 5
not - very not at completely
consistent consistent all ,
1. Clients should be able to choose thelr :
own living arrangements. 1 2 3 & 5§ 1 2 3 4 5
2, Clients only need limlted access to
recreational and social activitles, 1 2 3,4 5 1 2 3 4 5
3. The assessuent of {ntegrated service plans
for clfients should take into account
their racfal, ethnic end cultural background, 1 2 3 &4 5 1 2 3 4 5
4, Clients should participate In the sslection
of the services and supports they need. 1 2 3 4 s +1 2 3 &4 5
S. Clients should be able to experlence the
risk of fallure as well as success, 1 2 3 &4 5 1 2 3 4 5
6. CILA staff menbers should decide how
clients spend thelr lelsure time, 1 2 3 4 5 1 2 3 4 5
7. Services provided to clients should change
as thelr specific needs and desires change, 1 2 3 4 3 1 2 3 & 5
8. Cllents should be able to receive services

near thelr permanent home. 1 2 3 4 5 1 2 3 4 5
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10.

11.

12,

13.

14,

15.

16,

17.

18,

Clients should have the sane access
to educstional services as other people
in the community,

All clients nesd and should receive the
same services,

The services offered to clients should
contribute to their capacity for
independence snd productivity,

Direct care staff should make the decisions

Hlow consistent {s thls
principle with the
CILA philosophy?

) ]
not
conslstent
1 2
1 2
1 2

regarding matters of-health care for clients, 1 2

Clients should have sccess to full
enployument opportunities,

The more severely dissbled cllients are, the
wmore restrictlve thelr living environments

need to be,

Clients should have access to religlous
sctivities,

Clients should be recognized first and
forenmost as people with dlnnbllltlol.

Clients should be involved {n nanaglng
thelr own finances,

Cliente should have the game access to
vocational tralning as other, people in
the community,

1 2
1 2
1 2
1 2
1 2
| S ]

3

4 5

very
consistent

4§ 5

4 5

4 S

4 3

4 5

4 5

4 5

4 s

&4 3
s

To what extent does the
CI1A you vork for
follow this principle?

1
hot at
all

2

3

4

5
completely
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19.

20,

21,

22,

23,

24.

23,

26,

2.

Clients’ records should be kept

. confidential by CILA stalf meabers,

Clisnts should be.seen as Individuals with

llov consiatent fs this
principle with the
CI1lA phllosophy?

ths sane rights, privileges, aspirations and

responsiblilities as other oltizens.

Clients should not bs required to particlpate

in any sctivities Just because they are
part of thelr service program,

CILA progran dlrectors should loloct the
carsgivers for clients,

Clients should have the opportunity to
evaluate the people vho provide services
to:then,

The needs of clisnts should be detormined
by an sssessment of thelr strengths,
deflcits, personsl preferences and fanlly/
connunity supports.

Clients should Interact (roquuntly with
non-disabled persons,

Clients should be encouraged to becons
econonicelly self-sufficlient,

Clients are rarely seen by other comnunity
wenbets at regular socisl sctivitles,

1 2
not
consistent
1 2
1 2
1 2
) S
1 2
1 2
1 2
1 2

3

)

]
very
consistent

To vhat extent doea the
CILA you vork fer
follov this principle?

1
not st
all

2

b

4

3
completely



APPENDIX E

CILA STAFF ATTITUDES MEASURE
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CITA STAFT ATIITUDES SURVEY

Dirzcstons: Plaasa indicsaca the charactariscics of posg of THE PEOPLE VITH VHCH
YI0U WORK. Plsase indicaca theix prizary diagnesis, laval of fimccioning balow.
Plassa check only gnae prizary dizgnosis and gng lavel of funcrioning thac
dascribes most of your cliancs. .

v—a:n—v 2'5@2113 . vy m o=of 4
Mencal Ratardacion High °
Manecal Illnass Low

Dual Dixgnosis (MI/DD)

Pleasa indicace 1f thae pecpla you work with hxve physical disabiliciag or ssnsory

. disab{litias.

Fhysical Disabilicies _

- Sensory Disabilicies

Row, rata the following statamencs VITE THE PEOPLE YOU FORX WITE IX MIND. Circle
the number thac best raprasancs your at=ituds, acssording to the following scals:

1 = StTongly Disagree . 4 = Agrea Somavhat
2 = Disagzee 5 = Agzae

3 = Disagrae Somevhat 6 = Scrougly.Agrea

1. Professionals should not maka dacisions for

cliancs unlesx zbsolucaly necessaxy. 12 3 4 5 6
2. Cliencs should be encourazged ts assuma tha -

responsibiliciex of norzal 1{fa. 1 2 3 & 5 6
3. Cliants can maka good parsacs. 1 2 374 5 &

4, Cliears rsseant being czlled namas lika
“dwzzy” ox "ezazy”®. 1 2 3 4 5 &6

5. Cliancs ars hxppiar when thay live
and work with ochars lika themsalvas. 1 2 3 &4 5 6

6. Agencies that serve cliancs should
hxve cliencs on thei: boards. 1L 2 3 4 5 &

7. Bacausa of their disabflitias, clienzs
czn not help each othar, 1 2 3 4 5 5§

8. Cliencs should not be alloved 2o maxTy
and have childxen, : "1 2 3 4 5 6

9. A persom would be foolish to mar—y somecua
1lika ona of chis agency‘s cliencs. 1 2 3 4 5 6



1 - Stromgly Disagree " 4 = Agree Somewhat
2 = Disagrea : 5 = Agzee
3 = Disagree Somewhat 6 = Strongly Agree

et R Y e L e e T R R P P L R R A L e e L L R

10. Clients should be guaranteed tha same rights

in society as othar persons. 12 3 4 5 6
11. Clients do nmot want to work. 1 2 3 4 5 6
12.  Cliencs naed somecne to plan their activities

for them. 1L 2 3 4 5 6
13.  Clients should nec hold public offices. 123 4 5 6

14, Clients should not be given any
..: .. Tespomsibilicy. ’ 12 3 4 5 6

Clients can organizs and speak for
themselvasg. . 1 2 3 4 5 6

. 16. Clients do mot cara about advancement

in their jobs. . L2 3 4 5 6.
17. Clients do not need to maks choices abour
the things they will do each day. 1 2 3 4 5 6
18. Clients have the kinds of problems thaT )
_ Taquire a lot of supervisica. 1 2 3 4 5 6
19. Cliaencs should not be allowed to dxrive. 12 3 4 5 8

20. Clients can be productive members of .
sociacy. ' -1 2 3 4 5 6

21. Clisnts have goals for their lives like -
octher paople. 1 2 3 4 5 6

22. I would twust ona of this agancy’s clients
to be a baby sictar for one of my childran. 1 2 3 4 5 6

23. Clients carmot exarcise conrrol over
their lives lika othsr peocple. 1 2 3 &4 5 6

24. It {s an unsafs practice to allow cliencs
to cook meals without supervision. 1 2 3 4 35 6

25. Cliencs can have closs personal ralar_ionxhips
Just like everyoue elss. 1 2 3 4 5 6



1 = Stwoungly Disagree
2 = Disagree
3 « Disagrese Somewhat

99

4 =~ Agree Somewhar
5 = Agree
6 ~ Strongly Agree

PR L L L L T R

28.
29.

30

31.

32.

33.

3s.

36.

37.

38.

9.

Clients aras capabla of a lot more than most
family members and professiocnals assuma.

I would not liks to live next door to
pecple lika this agency’s cliencs.

Clients are usually too limirsd to be
sensitive to tha needs and fealings of
othars.

Clients should live in shelterad facilitiaes
becausa of the dangars of lifa in the
commmity.

Cliencs should have their own advocacy
organization.

Cliants should be ancouraged to lobby
legislators on their owu.

Clisncs ara tha best people to give
advica and counsal to others vho wish
to move into commumity living.

A clisnt’s opinion should carry more
weight than the opinions of family
zembers and professiomals in dacisions
affacting the clienc.

The solutions to the problems in living
facad by cliants must come from other
personsg lika them.

Clients can plan meetings and conferences
without assistance from othars.

The protactiveness of family members
and professionals {x often a barzier
to full lifs for cliancs.

Clients can be trustad to handle money
responsibly.

Cliants need the same kind of control
and discipline as young children.

Beaidents have nothing to fazr from
cliencs living and working in their
naighborhoods.
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41,

42,

43.

45.

46,

47,

48,

43.

50.
1.
52.

53.

54,

1 - Strongly Disagree
2 « Disagree
3 = Disagrse Somevhat

Exployers in the “real world® don’c
undarstand the special naeds of this
agency’s cliencs.

Clients usually should ba in group
homes or other faciliri{as where they
can have the help and support of staff.

Sheltered wvorkshops for clients axe
essential.

The atticudas of sgociaty are more of a
barrzier to full life for cliencs than
are their condizions.

Tha best care for clients is to be parc
of mormal 1life in the commumicy.

Most clients prefer to work in a
shaltered secting thac is more sensitive
to their naeeds.

Withour some conrcrol and supervision,
cliants could gst in zrsal t::cu.ble out in
the commmicy.

Iz would be foolish for ths stats to make
support payments diractly to cliemcs.

Segregarting clients ia schools, work, and

" residencial seccings is simply wrong.

The righzs of clients are mora izportant
than professional concerns aboun their
problems,

The best way to handle clienzs is to
keep them in {institucions.

Increased spending on progzTams for clients
is & waste of tax dollars.

4 = Agres éonevbat
5 = Agrea
6 = Stzongly AgTes

Homes and services for clienmrs dma;ngrada the

neighborhoods they are in.
Clients are a burdan on sociacy.

Homes and services for clienzz should
be kept out of residantial neighborhoods.

1 2 3 4
1 2 3 4
1 2 374
12 3 4
12 3 4
1 2 3 4
12 3 4
1 2 3 4
1 2 3 4
1 2 3 4
12 3 4
1 2 3 4
L2 3 4
1L 2 3 4

100



APPENDIX F

DEMOGRAPHIC CHARACTERISTICS



1)

3)

5)
6)

' 7)".

1)

2)

DEMOGRAPHICS INFORMATION

Female 2) Age:
Male
.Raca: Anerican Indian 4) Marital Status:
Asian married
Black widowed
Caucasian divorced
other separatad
(specizy) single
Are you Hispanic or of Hispanic oxigin? yes " no
Do you have a disability? Yes no If yes, specify:
‘Are you a part time or 2ull time employee?

IZf par% tine, how many hours do you work a week?
What is youxr jeob titlae?

What is tha title of your supc:vixo:?

The primary disability of the clients you work with ig:
DD MI . Dbual Diagnosis(MI/DD)

How many CIIA clients ars you directly responsible for?

How pany CITA exployees ara you responsiblae fox?
Bow long have yocu beern in this position?

How long have you been in this organization?

HEow long have you worked in the DD/¥MI areas?

What is your annual income from this job?

less that $10,000 $21,000 - $25,000
S10,000 - $15,000 ™ over $25,000
$16,000 - $20,000 B—

EDUCATION

What is your highest lavel of education?

Same High School/no degree
GED

Bigh Schcol Diplema

Same Callage/no dagree
Associata's degree (specify)
Bachelor's degroe (specify)
Scme Graduata School/no dagreae
Mastar's degrae (specify)

M.D./Ph.D. (specify)

Have you raceivec on—-the-job training in the past yeax?

yes no

~ 101
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