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' ﬂijroblem Statement

Accordlng to Heneman et al (1989) employees may feelhf?_g}f

”"37Q1ncapab1e of adequately respondlng to the demands of the1r

5;Job and the total work env1ronment when they experlence JObM .

**férelated stress Stress wh1ch can lead to burnout lS

'ijemerg1ng as’ the occupatlonal hazard of the helplng
flrprofess1ons (Courage and WllllamS 1987) |
b Brewer (1991) states that 75 “of all workers suffer from
'_fstress ‘on the Job Ramanathan (1992) clalms there is enough
'~femp1r1cal eV1dence to suggest that stress encompasses many |
”ibehav1oral ’SOClal and psychologlcal factors in. health
;?Further :stress‘may contrlbute to the development of a w1de
“frange of phys1ca1 and mental d1sorders 1nc1ud1ng
:"€cardlovascular dlseases,‘gastr01ntest1nal dlsorders and
g?depress1on When people suffer e1ther phy51cally or mentally,f
1the ablllty to. perform the1r normal JOb funct1ons also =
fsuffers ' | | | |

Brewer (1991) descrlbes two types of stress phys1ca1

'*fﬁand mental Phys1cal stress results from s1tuat10ns wh1ch areo'

;an 1mmed1ate threat to our phys1cal be1ng and are usually
_ugshort term Phys1cal stress 1s usually referred to as those;
?stressors wh1ch trlgger the "f1ght or fllght" blochemlcal_

'f;mechanlsm



Mental stress‘is not so easily’defined. It usually
"'involves‘highly perSonal and emotional'issues that are most
;always;suhjeotiye in nature ‘Mental stress:can often involve
iother’people the1r emotlons and behaviors and how those
»emotions and behav1ors relate to us. |
';According-to Brewer (1991): there'are three forms ofv
»stress: good bad and ugly We do not normally perceive
stress as being good and,lin-fact, we usually think of stress
as being damaging to‘us.‘However; some types of stress, such
‘as a new job or a challenging project, are actually healthy
~and stimulating. Bad stressors cause tensionkbuild—up and
stend to leave us angry andhanxious. Bad stress is usually
’.;aSSOCiated with the‘person or inoident whioh forces that
”"last straw" feeling in an already horrible day Ugly stress
is: described as - those c1rcumstances ‘which are chronic and
‘pervasive._This occurs’ when one feels taken—forfgranted in
.the‘work place; Ugly.stress creates a lack‘of energy, chronic
depression, low self-esteem and leads to job burnout and
enployee turnover;VUgly’stress'is thenfoCUS of this research.
Job'stressﬂ(ugly stress), has beenslinked to employee
turnover rates of over 500 among soc1al service agenc1es

"Also, a national study of social workers reported that 44% of

v_ those surveyed 1nd1cated that they had some. 1ntent to quit

vtheir agency jobs sometlme in the future (Himle Jayaratne,

~and Thyness, 1989). The past turnover rate of social workers






npatlentflocked.psychlatrlc hosplt -2){arthhegsocialﬂ

w’ryers worklng 1n the acute un1ts 'xper1enc1ng more Job?u

elated Stress and’burnout than so 1al workers who work n

In addltlon th1s study"has'looked at the level

“soc1alzworker spends prov1d1ng 1nde1dua1 therapy

L ft'ératu're Rev1ew :

'1es regardlng JOb related stress have been conducted,ﬁb

any years on every populatlon of the soc1a1 work f1e1d

'However only one study has focused on soc1al workers who

work 1n locked State mental health hospltals 1n Callfornla

”“Bach (1979)

’”5(1978) and Farber (1978)




t as a person 's level of stress 1ncreases A"

T 111 hale one or more of these

7];;Exhaust10n and easy t1r1ng
'*Dlsenchanted with work.

.~ physically. o
4. A growing apathy toward patlents.,‘iﬁ"‘
<§Inescapable boredom. - LA

Problems outside of.the work env1ronment R -
A grow1ng unprofess1onal1sm 1n all areas of work S
8. Cynicism. - , . ’
9L An unhealthy 1ncrease 1n rlsk taklng behav1or S

J V"Outs1de ‘concerns . take pre edent over pat1ents andﬁﬁ:z[
Swork in ‘general.. v BT
ther wrlters mentlon an un11m1ted number of cond1t1ons,

tff7that can be the result of stress Taken together these o
Vfiicondltlons suggest that stress may be a- process cons1st1ng of,,k

zag}a number of stages Chern1ss (1980) and nggar (1985) c1a1m

o
L
E

“fhfthere are'three stages Stress _straln and burnout Courage '

d“*~and Wllllams (1987) 1dent1fy four stageS"s1tuat10n

'"'“perceptlon respon»e:and outcome. On the other hand some

"7wr1ters clalm that stress and burnout are polar oppos1tes of

two;poles‘(Bles and Molle 1980 Daley, 1979 Edelw1ch and

gBrodsky,'1980f”’

RVGWork and stress

arlous aspects _faany JOb can produce work related

reports that work related stress can be

ifproduced when the jOb becomes borlng and mean1ngless Heg7““

ther states that when thlS happens worker‘absenteelsm;u

ttgFeellng 1solated soc1ally,‘psychologlcally, and, Co LT

’ﬂcont1nuum and that most workers are somewhere between the.'



deter orates Chernlss further states that when resources

rasuraman (1983), agree ‘

leth Chernlss, and note that the perceptlon bf monotony has :'h;

7 of" 1nherent4st_essors. Those




organlzat;onal,w

*&,&; Gllcken and_Janka (1984) explaln that we must be

?work a351gnments wh1ch do not appeal to them

"Motlvatlon and self esteem

‘festeem When workers thlnk of the1r JOb

fas'borlng and meanlngless 1t leads to a weakened motlvatlon

Sadedﬁatelyf“(Neff‘f1985) Flscher (1982) ‘notes that those o
'Tﬁg{people who do not 11V€ up to the expectatlons of the1r
, fdeflned role may experlence a decrease 1n the1r self esteem

- The stlmulatlng forces of motlvatlon can be e1ther‘x‘

) 1d1mens1onal problems but are complex 1ssues w1th roots 1n_u?f



6mbiﬁ3tioh'ofﬁthé9twc.‘Externa1 S

to work and
:“_1eves that
work and that 2;ff
(Terry, ‘

ontrlbutes




fromﬂthefemployeeﬁgMdStﬁorganiiationstmould’fihdffhisf’*j"”
Walters notes that theory "Y" assumes that people are
vmotlvated from w1th1n can fu1f111 themselves and can
“ontrlbute to organlzatlonal success. To be successful atﬁffiV

“7Eftheory "Y"' managers have to cont1nually create an

“:*onment whrch,s.;mulates and develops self d1rect10n

'"Thls ablllty toh" tantly stlmulate 1nner mot1vat10na1 f
mechanlsms can’ be very d1ff1cu1t on most managers

Maslow accordlng to Keellng,vKallaus and Neuner L

(1975)‘ belleve. dat'the underlylng need for all human

_ motlvatlon can be organlzed on f1ve general 1eve1s from
'bse f1ve needs are.»ba51c phys1olog1cal

‘{=esteem and self actuallzatlon Maslow

furtherid1v1des these needs 1nto def1c1ency needs and growthv'”
:only self actuallzatlon 1s cons1dered to be a

{growth need-(Landy,/1984)

dﬁ From the motlv“’ onal standp01nt Maslow ‘s theory states‘}h

»veryone has flve enV“glzers of behav1or (1 e.

the f1vegnj ”

‘?ﬂjﬁcwévér 1f‘we have to be self actuallzed to show growth

‘”fthen only a few people would quallfy Hall and Llndzey (1978)gf>‘

fclalm that Maslow found 1t dlfflcult to flnd an ‘an example‘ﬂl:h:




}ﬁof an 1nd1v1dua1 who had attalned self actuallzatlon But

:ﬁf?ofclearly, many peopde move 1n that d1rect10n and achleve _’

Herzberg (1976) states that the surest and 1east

'VVQtroublesome way of gettlng someone to do somethlng is to

.a;"klck h1m 1n the pants“(p 21) Herzberg does not 1mply that :a
‘}thls 1s a form of motlvatlon but a form of behav1or
f;;modlflcatlon.fThls pr1nc1p1e 1ead Herzberg to develop the“?'
‘fiMotlvatlon Hyglene Theory wh1ch descrlbes two sets of needs:
f?those stemmlng from man 'S an1ma1 nature and those wh1ch
frelate to man s ab111ty to achleve d Herzberg states that the
‘fstlmulus for growth and achlevement is found in the work
',ﬁltself and 1s commonly referred to as motlvators Hyglenic
i?‘rewards ‘are related to the product1v1ty of the jOb wh1ch ‘in}

";relnforc1ng factors such as pay, worklng condltlons, med1ca1

fhjécoverage, retlrement and organlzatlonal pollcy Herzberg s

ptheory is cr1t1c1zed because it does not prov1de for:'

h1nd1v1dua1 values and hyglenlc factors seldom g1ve rlse tos

f(except for temporary perlods) pos1t1ve JOb satlsfactlon B
vf'j(Terry, 1975) o

1Emot10nal Exhaustlon Gl

Many theorlsts and researchers have wrltten about the.
:remotlonal draln on psychotheraplsts due to the therapeutlc
hrelatlonshlp Each tlme we termlnate work w1th a patlent

‘.must glve up that relatlonshlp Th1s 1s a tremendous loss o



since we,:and the patient,‘have invested a great deal of time
to make this»intimate relationship work. Having to give up

‘ this”relationship, therapists are asked almost'immediately to
vstartfagain; Mendel (1986)ruses the analogy that this is
similar to asking someone to become immediately and deeply
h,1nvolved w1th a new w1fe within days after the ‘death of the
prev1ous one. Mendel further states that the intimacy of the
_psychotherapeutlc relationship is both the most rewardlng and
the most d1ff1cult aspect of therapy. Accordlng to Mendel,
intimacy in the psychotherapeutlc process goes far beyond
that Whioh is usually required in human relationships. It is
more demanding than that of the child to parent relationship;
less defen51ve than the relatlonshlp w1th a. spouse, and more
tax1ng than that of frlend to friend. For the psychotheraplst
vthe 1nt1macy is generally unrewarded in its own reC1proca1
aterms He/she must 1nvest a great deal of hlmself/herself for
the patlent in the relatlonshlp, yet the patlent rewards
i{hlm/her with very little. The theraplst is supposed to gain
j'gratlflcatlon from hlS profes51onal life and dlscovery, not
from the relatlonshlp and the 1nt1macy The 1nvestment of
‘concern and 1nterest is d1rect but the return 1s 1nd1rect

and frequently second—hand. The therapist's needs for
intimacy cannot be gratified.by the patient. Yet, hisvenergy
is constantly drained by the patient.

Berstein (1982) claims that burnout is a phenomenon that

11



";}fex1sts 1n part because of emotlonal exhaustlon of the human

1Courage and W1111ams (1987) explaln that the

’constant expend1ture of energy'on behalf of others creates ay

pattern of emotlonal overload wh1ch results 1n emot10na1 and

Chernlss states that the more:”“

:mechanlsmsi(Chernlss 1980)

fstress:the helper experlences from any source the less

,motlonal rgy 1s ava11ab1e szychologlcal detachment

faSSlStS the helper: o conserve h1s energy Often blam1ng the‘

"atlent or the syst_m serves as a defens1ve functlon agalnst

‘\emotlonal‘exhaust1onfﬂAs the helper beglns to w1thdraw

:psychologlcally from the patlent and the JOb gullt beg1ns to

’develop over

he qualltybof serv1ce prov1ded The gullt

ecomes'stressfu flper often]beglns to blame the

1980)

'Lemember that th1s form of detachmentii%v

”VQStraln of he. emo 1onal draln

ThlS study examlnes ways 1nz"5



Research Design and Method

_ Purpose of the Study

The purpose of this study is to examlne the level of
»stress experlenced by the social workers working in a 1ocked
_1npat1ent-psych1atrlc hospltal.,Such information will
contribute to a better.understanding of the issues social
‘workers’are experiencing,:provide.data to help‘find
resolutlons, assist the hospltal admlnlstratlon in developlng
_1nterventlons and generally 1mprove the quality of patient

treatment

h Researothuestions
| :This is a‘positiviSt; deScriptive study‘which.asks three
'questions about the Stress experienced by social workers
worklng in a 1ocked 1npat1ent psychlatrlc hospltal These
‘questlons are: 1) is there a correlatlon between job
ﬁstress/burnout and the work env1ronment in an 1npat1ent
_llocked psychlatrlc hospltal 2) are the social workers

B worklng on the acute unlts exper1enc1ng more jOb related

'1’stress and burnout than social workers working on the

chronlc'unlts and 3) is the level of job stress and burnout
dlrectly related to the number of 1nd1v1dual therapy hours
'proylded by the social worker?

-‘,Sampling-' :

The population‘of interest in this research study is

13



7Q1psych1atr1c s ;;Jvtlii.t who are employed at Patton State

%};Hospltal Patton'ﬂCacrfornla, and who have d1rect 1nteract1on[ff_?

Uf#w1th patlents The populatlon 1ncludes soc1al workers who aretf“-'

*ffzboth male and female range 1n age from m1d twentles to m1d—"{3‘

s xtles, are marr1ed or unmarr1ed and do or do not have

”;5ch11dren. They come from varlous ethnlc backgrounds ,soc1a1

'fjclasses,7and llve predomlnantly 1n the San Bernard1no and

R1vers1de Count1es.;

‘lTwo questlonnalres -a demograph1c sheet iand a’ sheet

w1th two open—ended questlons two consent forms and a .y

"*i"dlstrlbuted to the research populatlon durlng one of thelr

'~{jib1 weekly meetlngs,y(appendlces A B C D E and F)

fﬂ;Instrﬂct1ons to complete the questlonnalre were prov1ded as

'f'well as explalned and a Zue date g1ven.‘To ensure

PR

”"conildent1alltY, the PaCkets were not n_mbered or COded .

ffwanyway that would 1dent1fy respondents Part1c1pants thenv
";}jread and 51gned (1f they chose to part1c1pate) the consentfg

\tlfform Once the soc1al worker had s1gned the consent formf“qx

*’ffﬁhe/she placed 1t up s1de down 1n A

,favallable for the collectlon of these forms The orlglnal

ﬁ'igrconsent forms were placed 1n a locked cablnet in: the D1rector@

rzﬁﬁgof SOClal Work s off1ce and were destroyed after the research”"‘

‘”*fuprOJect had been completed Respondents were glven a stamped

Part1c1pant s Blll‘of nghts and a debr1ef1ng statement weref_f S

;large envelope that wanﬁTa~“



ffaddressed envelope 1n wh1ch to return the survey Th1s sl

.fﬂ;procedure was employed to protect the anonymlty of the

"r-frespondents and prov1ded a sense of conf1dent1a11ty that

hopefully, produced openness and honesty in the respondent sl‘

lffreplles

Efﬁ&Instruments

The Work Env1ronment Scale (WES) developed by Paul M.
Vj)flnsel and Rudolf H Moos, cons1sts of ten subscales wh1ch
2fkl7measure the soc1a1 env1ronment of dlfferent types of work
}isettlngs The WES has three forms. the Real Form (R) _whlch‘rf

’7f:;measureS perceptlons of ex1st1ng work env1ronment the Ideal

'"vaorm (I), wh1ch measures conceptlons of 1dea1 WOfk

:ﬂ“env1ronments, and the Expectatlons Form (E)_~wh1ch measuresf

“Tiused 1n thlS study s1nce the emphaS1s was to f1nd out about
”“fthe respondents v1ew of ex1st1ng and 1deal work env1ronments;'

The ten WES subscales assess three underlylng domalns a

jaypb;or sets of d1mens1ons the relatlons dlmen51on the personal»,

‘if:;growth dlmen31on }and the system malntenance and system
‘i:?change d1men51on (see table 1) The relatlonshlp dlmen81on 1s
'fffmeasured by the 1nvolvement peer coheS1on and superv1sor :F“‘

5ff?support subscales These subscales assess the extent to Wthh

n'fﬁemployees are frlendly to and supportlve of one another and
‘E?the extent to Wthh management is supportlve of employees and

"ﬂ;?encourages employees to be supportlve of one another

;ffexpectatlons about work settlngs Only the Real Form (R) was:r"'



‘growth dlmen31on 1s measured by the

c]ﬁﬁ{autonomy, task orlentatlon and work pressure subscales.;*f-v"

5ﬂlThese subscales assess the extent to wh1ch employees are o

‘_encouraged to be self suff1c1ent and to make the1r own

”Wdec1s1ons. The empha31s of th1s subscale 1s on good plann1ng;”

Tkﬁeff1c1ency,,gett1ng the Job done, and the degree to wh1ch thef.-

\lg?pressure of WOrk and t1me urgency dom1nate the JOb m111eu.dj7”

:f:»*The system malntenance and system change dlmens1on 1s

'Acontrol :1nnovat10n and thS1ca1

"comfort subscales. These subscales assess the extent to wh1ch;f'

»,?;employees know what to expect 1n thelr dally routlnes and howko

;;exp11c1t1y rules and p011c1es are commun1cated The subscale

yrpressures to keep employees under control the degree of

”emphasls,on var1et, change and new approaches and the p

»;extent to wh1ch thewphy51cal_surroundlngs contrlbute to a

also con81ders the extent to Wthh management uses rules and gt;"



. Wes Subscales and Dimension Descriptions.

Relat10nsh1p D1men31on;'f‘

'L;Subscale flftf_ff' Descr1pt1on

s l;,Involvement 4;54%%- The extent to wh1ch employees aree :
concerned about and commltted

to the1r Jobs

_;Peer Cohes1on—+7?7f The extent to wh1ch employees are

;frlendly and supportlve of One :
,h another S | T

'}fSuperv1sor Support——The extent@to Wthh management is

support'vetof employees and

i ﬁencquragesremployees to be f

ﬁf;SupportiVe‘of one another.;:

Personal Growth Dimension

lfazfsnheoalea

_Description

The extent”toxwhlch employees are”“

t_ﬁencouraged to be self suff1c1ent ,Q
:1 and to make the1r own dec1s1ons
T sk Orlentatlon————The degree of emphas1s on good

plannlng, eff1c1ency, and gettlngf




of work and time urgency dominate

the job milieu.

SYstem Maintenance”ahd SyStem'Change'Dimension

Subscale ' ___Description

7. Clarity-------------The extent to which employees
| kﬁow what to expect in their d
daily routine and how explicitly
rules and policies are
" communicated.
8. thtrpl——Q——f~—-——~—The extent to which management
uses rules and pressures to keep
‘employeés under control.
9; Innovation----------The degrée of emphasis bn
| | variety, change, and new
’ : approaches. ’ |
1Q.Physi¢a1 cOmfo££4———The extent to which the physical
| | surroundings contribute to a

pleasant work environment

Note: Permission was granted by Consulting Psychologists

Press, Inc. Palo Alto, California to use the WES.

18



e?fLThe WES cons1sts of 90 true/false questlons and a separate

‘ Xmlnfthe approprlate space.‘Items are arranged s0vﬁf o

S a T search tool Such methods were er_ﬁv”




work groups. To ensure that the WES would be applicable to a
variety of settings, the sample included people in a wide
range of work groups; municipal employees in administrative,
financial, recreational, and community services; janitors,
maintenance workers, plumbers, and security officers;
maintenance and production workers at a large factory;
drivers, mechanics, and fork-lift operators at a trucking
firm. Also sampled were groups from several health-care
employment settings, faculty members in a university nursing
school, administrative and staff nurses in a Veterans
Administration medical center, and para-professional workers
in a psychiatric outpatient clinic.

Five psychometric criteria were applied to the data to
select items for the final form of the WES. The overall item
split had to be as close to 50-50 as possible to avoid items
characteristic only of unusual work settings. Items had to
correlate more highly with their own subscale than with any
other subscale (all of the final 90 items met this
criterion). Each subscale needed to have a low to moderate
intercorrelations and discriminate among work settings. In
general, each of these criteria were met. The results of
these analyses, which were used to develop the 90-item, 10-
subscale Form R, are reported in the WES Manual (Moos, 1981).

Test-retest reliability of individuals' scores on the 10

subscales were calculated for 75 employees in four work

20



groups who took Form R twice with one-month interval between
administrations. The test-retest reliabilities are all in an
acceptable range, varying from a low of .69 for clarity to a
high of .83 for involvement. Test-retest reliabilities were
also calculated for a sample of 254 people who had been in
the same work setting for 12 months and took Form R twice
with a 12 month interval between administrations. The
coefficients are considered moderately high for a 12 month
period and range from a low of .51 in supervisor support to a

high of .62 in involvement.

The MBI, Maslach and Jackson (1986), is designed to
assess three characteristics of the burnout syndrome:
emotional exhaustion, depersonalization, and lack of personal
accomplishment (Appendix A).. Each characteristic is measured
by a separate subscale. The Emotional Exhaustion subscale
assesses feelings of being emotionally over extended and
exhausted by one's work. The Depersonalization subscale
measures as unfeeling and impersonal, responses towards
recipients of one's service, care, treatment, or instruction.
The Personal Accomplishment subscale assesses feelings of
competence and successful achievement in one's work with
people. The frequency that the respondent experiences
feelings related to each subscale is assessed using a six-

point, fully anchored response format.
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: Burnout is conceptualized aa a continuous variable,
ranging from>low to average and tovhigh degrees of
'exnefienced feeling. It is not viewed as a diChOtOMOUS'
Qariabie; which is either present. or absent. Therefore;

1. A hightdegree ofvburnont is reflected in high scores on

‘the Emotional Exhaustion and DepersonaliZation subscaies

‘and in.low.scoreé on the Personai Accompiishment.

subscale.

2.’>An-average degree of burnout is reflected in'a&erage
scores on the three subscales.
3. A 1owvdegfee of hurnont iS-reflected'in low-scoreS»on the
‘Emotional Exhaustion-and.Depersonalization subacales
and in a high score on the Personal Accomplishment
subscalei
Scores are considered high if they are in the upper
third of the‘normative distribution;'average if they are in
the mlddle thlrd and low if they are in the bOttom thlrd
The numerlcal cut-off points are shown in Table 2 ' The scores
for each subscale are con31dered separately and are not
comblned into a 31ngle total score. Thus, three scores are
computed for each respondent
The MBI takes about 15 mlnutes to flll out. It is self-

administered. Each respondent's test form isvscored by using
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_Tablé 2

Categorization of MBI Scores

Range of experienced burnout

MBI Low

23

‘ , Average High
Subscales = o . _(1ower'-v (midd1e  (upper
1 ' third) third) third)
Overall sample , ‘
: Emotional Exhaustion “ <16 ~17-26 =27
;Depefsbnalization_, . <06 07-12 =1
 Personal Accomplishment — 2>39 38-32 <
.Occupatibnal Subgroupé
,‘ Teaéhing>(K—i2),' _
Emotional Exhaustion = <16 17-26 >2
Depersonalization <08 09-13 >1
Personal Accomplishmént - =37 36-31 =3
Post-secondary Education
. Emotional Exhaustion <13 14-23 >24
- Depersonalization = <02 - 03-08 =09
Personal Accomplishment 243 42-36 <35
Soéia1 Services',, _
Emotional Exhaustion =16 17-27 =28
’Depe?sonalization( =05 06-10 >11



'};1Med1c1ne

lEmotlgnal Exhaust

rsonal Accomplishment = >

;Mental Health 3
‘ “Emotlonal Exhau t1on
*;;Depersonallzatlon "

”' ?Persona1 Accompllshment*

’W”VfEmotional Exhaustlon

‘"fDepersonallzatlon




7.>subscale.,

: a scorlng key wh1ch contalnt d1rect10ns for scorlng each

Each score can then be coded as 1ow, average, or"

_hvby u'ong the numerlcal cut off p01nts

5;g Data on test retest rellab111ty of the MBI were obta1ned_7'

:7ﬁfrom a sample of graduate students 1n soc1a1 welfare and” .

ﬁ‘dfadm1n1strators in a health agency (n 53) The two test

.ésess1ons were separated by an 1nterval of 2 4 weeks.vThe

’ﬁfqtest retestﬂrellab111ty coeff1c1ents for the subscales were

‘:?)as follows- 82 (frequency) and 53 (1ntens1ty) for emotlonal

b‘iexhaustlon ‘ 60 (frequency) and 69 (1ntens1ty) for

tfr;depersonal1zat10n -and 80 (frequency) and .68 (1ntens1ty)

iq"for personal accompllshment Although these coeff1c1ents
'ﬁfrange from low to moderately hlgh 'all are 51gn1f1cant beyond:
“qﬁthe tOOl level (Maslach and Jackson 1981)

Va11d1ty of the MBI was measured by u51ng several

'~thethods F1rst an; 1nd1v1dual s MBI scores was correlated

]w1th behav1oral ratlngs made 1ndependent1y by a person who

"ffknew the 1nd1v1dual well such as a spouse or coworker

"jSecond MBI scores were correlated w1th the presence of =

i certaln Job character1stlcs that were expected to contrlbute,

‘fto exper1encedsburnout Th1rd MBI scores were correlated
"iw1th measures of varlous outcomes that had been hypothes1zed
”qto be related to burnout All three sets of correlatlons

qﬁcprov1ded substantlal ev1dence for the Valldlty of the MBI
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”fff(Maslach and Jackson 1981)

Further ev1dence of the valrdlty of the MBl was obtalned
'rd:by‘dlstlngu1sh1ng 1t from measures of other psycholog1ca1
al:constructs that mlght be presumed to be confounded w1th
htburnout For example 1t 1s poss1ble that the experlence‘of
'wf_dlssatlsfact1on w1th one s ]ob 1nfluenced the 1evels of |
:,burnout Although one would expect the experlence of burnoutdtjm
h'to have some relat10nsh1p to lowered feel1ngs of JOb L v

kplsatlsfactlon 1t was pred1cted that they would not be so

\_h_hlghly correlated as to suggest that they were actually thevyrl

'”f(same thlng A comparlson of subjects scores -on the MBI and

hfthe JDS (Job D1agnost1c Survey, by Hackman and Oldham 1974

(( l1975) measure of general ]Ob satlsfactlon" (n —91 soc1al

ddnserv1ce and mental health workers) prov1des support for th1s

\n7freason1ng Job sat1sfact10n had a moderate negatlve

17correlatlon w1th both Emot10na1 Exhaustlon (r = —;23: pié 05)

bfgﬁand Depersonallzatlon (frequency only, 5';~—;22( p < 02)‘

;well as: a sllght pOSlthe correlatlon with Personal
‘yeAccompllshment (frequency only,‘rﬁ= ;;75 p‘< .06). However
:(31nce less than 6% of the varlance s accounted for by any
‘ﬁgone of these correlatlons,;one“can reject the notlon that‘
:hiburnout 1s‘s1mply a synonym for JOb d1ssat1sfact10n (Maslach ‘
‘uQQand Jackson 1981 P 9) | | |
T It mlght also be arguedlthat scores on the MBI are

: subJect to dlstortlon by a soc1al des1rab111ty response set



'qrdpbecause many of the‘1tems descrlbe feellngs that are contraryd

‘ 711To test thlS 1dea, 40 graduate

?;gﬂ7fstudents 1n s001a1 welfare were asked to complete both the

';“MBI and the Crowne Marlowe (1964) Soc1a1 Des1rab111ty (SD)

'"1ffScale If reported burnout 1s not 1nfluenced by a: soc1al

dfdes1rab111tY response set then the scores on the MBI and the{ A

| lgtSD Scale should be uncorrelated Maslach and Jackson (1981)

'upreport that thelr results supported thls hypothe51s none of 3

”fflthe MBI subscales were s1gn1f1cantly correlated w1th the SD

7;3ca1e at the 05 1eve1

The two open ended questlons were used to summarlze what"

pl;soc1al workers bel1eve adm1n1strat1on could do to help lower

thhe stress level and to see 1f 'and how vworklng in a lockedrsa

:5pf1npat1ent psychlatrlc hosp1tal creates stress. Rellablllty }f

db\j(numbered or coded i

V{fand va11d1ty are not addressed for these two questlons.

Z@Protectlon of Human Sub]ects‘f

» Before the questlonnalre packets were handed out, 1ssues fff"

: of conf1dent1al1ty were d1scussed and the packets were not $

'anyway Also,va 1etter of 1nformed f’i.s

'Vsaéconsent (Append’x F) was read and explalned and all :

'ﬁ},respondents were glven two letters to 31gn :one for them to

*ﬁjkeep, the other to return to the researchers After the

fletters of consent were 31gned jeach respondent placed

'Sffhls/her consent 1etter face down 1n a- large collectlon

”w\§7envelope The envelope was. glven to the D1rector of Soc1a1,"







"the type of un1t and the stress level hours of

. ;Concegts

v'normal e onomlc condltlons the average turnoverL“

firate among sx wo_kers~at Patton State Hospltal 1s 30° ';“tv

Vfi_Durlng the 1ast”three years that rate has dropped to 10°

:}ffls generally-accepted (by soc1a1 workers at Patton) that

‘7Veth1s reductlon 1n turnoverrls dlrectly related to our




"3;chetfac111ty 1tse1f creates stress, whether stress 1evel :

4depends on the type of un1t toﬁfh1ch the SOClal worker 1s

fass1gned and whether d01ng 1nd1v1dual therapy creates
E fﬁﬁstress for the soc1al worker The level of stress 1n each of-f
Jﬁ?fthese three areas was not added to get an’ overall stress

”ffwefcan assume that 1f the

_ stress level of two or three areas is. h:igh",? that it ipvroba_:bly

'L;Aiaffects the total level of the employee s stressfn

ltffConstructs

There are three constructs 1n thls study. F1rst the‘“"

’;ﬂfaC111ty may create Job related stress because 1t may be

'tlntlmldatlng to most employees The 1dea of,worklng behlnd 20
5*fgfoot fences w1th rolled barbed w1re on top and behlnd locked.
‘dtfgéfdoors and gates w1th guards has to be at least m11d1y |
'5itfstress1ng to anyone | o : ” o

Second the type of un1t that a. soc1al worker works on’

:l;can‘be a source of stress Th1s study belleves that those'

‘;soc1a1 workers worklng on the acute unlts suffer from h1gherl'
‘Tf*levels of stress than the soc1al workers worklng'on the -
7f chronrciunlts 5 i : o

| ?The f1na1 construct 1s that 1nd1v1dual therapy se551ons'k,

'*fgare so emot1onally exhaustlng for a soc1al worker, that thlS o

f:!emotlonal exhaustlon turns to ]Ob stress _feﬂ“'“




Thlsvstudy‘has three 1ndependentvarlables.;d°bf't»
f?ffgl) The soc1al worker s perceptlon of hls/her work
TﬁZ) The number of hours of 1nd1v1dual therapy prov1ded by thef:h

: soc1a1 worker each week

17;f3) The type of un1t worked on, acute or chronlc.r;

“”fThe dependent varlable of the study 1s the level of.changes,u
'j'1n the stress among SOClal workers as 1t relates to each
':f1ndependent varlable.;vfr:f h,.n | R

| S1m1lar to the results of the 1989 study by Mary Long,

pwe found that Just be1ng behlnd the fence of the locked

:1,%fac111ty w1ll 1ncrease the level of worker stress. We also‘flr"

'aﬂfound that SOClal workers aSS1gned to acute un1ts experlence‘-‘

‘ ‘xhlgher levels of stress than those soc1al workers as31gned to‘

f,chronlc un1ts Conversely,:we found that the level of jOb—“‘
related stress 1s not dlrectly correlated w1th the quant1ty

"}of 1nd1v1dual therapy hours prov1ded by the soc1al worker

. Results
' When asked the questlon "Do you belleve that worklng 1n
a locked 1npat1ent psychlatrlc hosp1tal helps create
‘ stress°"” 78 of the respondents replled “yes" (n 36 yes 30

’no 6)

1-;31‘



The MBI subscale scores were computed us1ng Maslach and s, f:“:

‘QxJackson s Manual (1981) and examlned by d01ng an analyses of ifr7f‘

:y us1ng a standard1zed ratlng scale (see table 3)

;Compar1son of the soc1a1 workers on the acute un1ts w1th
((ﬁsoc1a1 workers on the chronlc un1ts (see table 4) show that
(ftthe s001a1 workers worklng on the acute un1ts experlence a

V7Vh1gher level of stress 1n the emotlonal exhaustlon (EE)

Tfn&;subscale 'Thls subscale assesses feellngs of be1ng

o H*jemotlonally verextended by one s work The acute un1t soc1al o

’:;workers experlenced a h1gher degree of stress on thefp(gf.‘

‘:13 ﬁfdepersonal1zat1on (DP) subscale than d1d the chronlc unlt
ndisoc1a1 workers.,Even though the results were all 1n the
Tamoderate range,;the acute unlt scores were 1n the h1gh
-ijoderate range wh11e the chron1c un1t scores were in the low

'?fmoderate range The (DP) subscale measures an unfeellng and

‘,1mpersonal response towards rec1p1ents of one s serv1ce, L

.“

funlt workers reported a moderate degree of stress on the 37",_

"'fpersonal acuompllshment (PA) subscale However the acute

_cores show a lower 1evel of stress (the hlgher the’

fof the chronlc unlt workers. The (PA) subscale assesses’”

‘feellngs Of Competence and successful achlevement 1n one s B

“*fwork w1th people' Although the soc1al workers reported stress}e'

A"charlng, treatment _or 1nstruct10n Both the acute and chronlc;fo*"

score the lower the stress level in’ thlS subscale) than thatvhsi"*



‘ fiEmotlonal Exhaustlon‘f‘iii

. Table 3

MBI Standard Rating Scale for Social Service Workers o

" Low - Moderate  High

28

o

A

f;Depersonallzatlon

05 06-10 =11

w
N

;;fPersonal Accomp11shmentfff Ythfir36-~-3dil'_u 29

75Note' These flgures were prov1ded by the Maslach Burnout
*Inventory Research Edition and the use authorized by

”x”Consultlng Psychologlsts Press Inc.vPalo Alto Callfornla

‘ﬂf”——A hlgh degree“ofxstress is: reflected 1n hlgh scores on the

VVQF EE and DP subscales and 1n low scores on the PA subscale

e ;-A moderate degree of stress 1s reflected 1n moderate scores‘

on all three subscales

»——A low degree of stress is reflected in 1ow scores on’ the EEn -

and DP subscales and 1n hlgh scores on the PA subscale




Mean scores for

the MBI Work Setting Subscales

waﬁbséélé }fi f:i~ﬁ  §?ﬂi

‘fiAQUt9157l Chronlc;;;jﬂk

e e

'.Emotlonal Exhaustlon;
- Mean. -
‘;Standard Dev1at10n

'gDepersonallzatlon

f‘*Personal'Accompllshment

.f  Standard Dev1at10n ;[739;89§311151§,57;*

28,83  18.33

» Higher ratings "d:e,ﬁcé"'t’e-' less stress.




‘the upper mod [ate_range 1n the (EE) and (DP) subscales

they reported low moderate, scores on the (PA) subscale. ThlS
means that al hough they~feel ‘stressed, they ‘still - feel they

v 'ng someth ng 1n their work. (see table 4)

' . WES) con31sts of 10 :

concerned about and commltted to the1r JObS, the extent to

"fwhlch employees are frlendly to and supportlve of one

qanother and the extent to wh1ch management 1s supportlve of

fd encourages employees to be supportlve of one o

| The per'onal growth or goal orlentatlon dlmen51on 1s

measured by the autonomy; talk orlentatlon and work pressuredg

Maown dec1s1on the degree of emphas1s on good plannlng, ‘




o mepres

JFOimfRfﬁMééﬁSﬂaﬁd,StéﬁdafdlDeViatiéﬁSféiﬁtﬁe;WES‘

Acute Un1t e Chronlc Un1t
(n 12) - (n 18)

Subscales -~

1sh1p DlmenS1on

L Tnvelvement f”7,:ffff 408 2.11 f“;ff‘3g89f, S 2.08
L Peer Cohe51on',f“-;f- Lo 3. 75 . "1.86 4061 . 1,79
”?A;Superv1sor Support ﬁf‘ 3 00 : 1 75 :{4f28¢::gjg"2.22

Personal Growth D1mens1on‘” ,7ﬂ‘ -

© Autonomy '";4.{4;45 25 2.5 s.s0 179
- Task: ‘Orientation o 3.75 02042000 03,22 2,240
TwﬁfWork:Pressure .. 7.00 ,l.gllgfb-lQA;QS;;f”f}_l 61

System Malntenance and Systems Change D1men51on rfy;TTfW

;.j*c1ar1ty ;4j )f;~“ﬂ‘:»3.25 1. 36}' £e4 17 1.86
" Control f“;:j.fffi,ﬁfffvS 00 1.65 - - 4.67 - 1.37

“ﬁ7’Innovat10n B ”“]13’,;aﬁ2 25 --2.05 - 2.44 - 1.82
' .Phys1ca1 Comfort '}y*'Jgi 1 58“f’1;62[ﬁf5f5g3,00” c.o01.91 o

ptfﬂgTable 6» _:"f*

:VForm R Normatlve Samples and Test Statlstlcs
B Health Care Work Group From the WES

PR ;p;I: “PC ss ”A” TO WP Cf “CTL  INN  COM
»:g:y,;mean 5.56 5. 22 4 99 4. 98,5 63 4.87 4. 44 5. 43 4.37 3.72°
oo sd 1. 54 1 .40 1. 40 1 "6{1 31 1. 57 1. 41 1. 42 I. 82 1.28°

Af(n— 1, 607)

‘ *m,z.f Sd LRI s Sdﬂ?55"'°h‘

'fg;Note Health care group sample cons1sts of employees from.ihjg:_,‘

- for . outpat1ent psychlatrlc c11n1cs and groups of
patlent care personnel N . , . o




“eff1c1ency, and gettlng the Job done and the degree to wh1ch

’*3}the pressure of work and t1me urgency domlnate the jOb

‘,1nnovat10n,:and phys1ca1

Ipeer cohe31on or superv1sor ,”'

than. ‘on. the chronlc unlts Furthermore *the}spclal workers_on"”




‘Vthe chronlc un1ts felt about a normal degreevof expectatlonsr;r

'“Usregardlng rules and pollc1es and'management control The

*Qaacute un1t workers__ t{that in the1r env1ronments, the L

’ff‘}rules and p011c1eslwfre'poorly commun1cated and that there

iwas more pressure to keep employees under control by the

»yfsmanagement. Both groups felt there was llttle emphas1s on

7rvar1ety, change, and new approaches Also both groups felt
Vrthelr surround1ngs d1d not contr1bute to a pleasant work
jfyenv1ronment w1th the chronlc un1t group report1ng the lowestn‘
o !scores‘on this subscalev . L
kS The Acuteﬂunlt soc1al’workers placedlmore empha51s on
E:ﬁwork pressure control fand task orlentatlon The Chronlc
ffunlt workers placed more empha31s on phys1cal comfort peer.
“‘A;cohes1on' superv1sor support clarlty,‘and autonomy ‘The two”r

13‘lgroups placed about the same emphas1s on 1nvolvement and

' 71nnovat10n

When the characterlstlcs of the WOrk Env1ronment Scale

dlp(WES) and the Maslach Burnout Inventory (MBI) were examlned

‘:{’fand correlated llnks between the two were found Emotlonal  7

v’,pflexhaustlon waS related to autonomy,vlack of 1nvolvement h1gh

u-fwork demands and work pressure Depersonallzatlon was related

bjto low ta'klir;entatlon 1ow superv1sor support and to low
ﬁfflevel of control 1n:one s ]Ob Personal accompllshment was
f;related to 1nnovatlon phy31cal comfort and co worker

‘wicohes1on (Long, 1989)




";ﬁfWhen asked to report the number of 1nd1v1dual therapy
hours prov1ded to pat1ents,gsoc1al workers on the acute un1ts -
reported an average of 6 25 hours and the soc1al workers on

the chronlc un1ts reported 7 78 hours.

 Discussion .

‘Hfhls study was conducted‘to determlne; 1j{lfnworkingdinin
.an lnpatlent locked psych1atr1c hospltal causes JOb related
stress> 2) Whether soc1al workers work1ng on the acute un1tsh
yexperlence more ]Ob related stress than SOClal workers e
‘kfwork1ng on: the chron1c unlts.‘3) Whether the level of Job—t-"
p’stress 1s dlrectly related to the number of 1nd1v1dual
:therapy hours prov1ded by thédSoc1al worker. | |
ThlS study contlnues the"work of Mary Long (1989) 1n an“
,effort to further develop research about the stress 1evels:: =
'fof soc1a1 workers worklng 1n a state locked mental health
thSpltal The two studles have been compared for s1m1lar1t1es

and dlfferences for the purpose of expandlng the llmlted

'7f{know1edge about stress among soc1a1 workers 1n th1s fleld

The results of the two studles show that the majorlty of

’hsoc1al workers reported that work1ng 1n a locked 1npat1ent.ﬁ'd7”:l

B psychlatrlc hospltal does, 1n fact create stress Th1s 1s~
‘relnforced by the flndlngs of moderate levels of stress 1n¢

,both the acute and chronlc un1t soc1al workers responses on
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7'T,soc1a1 workers on the acute un1t do expe

frgthe MBI subscales of emotlonal exhaustlon and

,‘depersonallzatlon

M_vIn answer to the questlon of whether soc1a1 workers on

1ﬂthe acute un1ts experlence more Job related stress thanbyj

\ahsoc1al workers on the chron1c un1ts thlS study found that

“”ffof stress. The results show that the soc1a1 workers worklng

rifion the acute un1ts scored h1gher on the MBI subscales of

hwemotlonal exhaustlon and depersonallzatlon They also scored B
h;hlgh on: the WES subscales of work pressure and control wh1ch

fwsuggest hlgher levels of stress.vCon301ntly, these results

:’,1nd1cate that ‘the acute unlt workers feel that they have

ifl1ttle control over thelr work env1ronment have to deal w1th'
“lfast patlent turnover and feel pressure 1n the1r work
cienv1ronment i ' | |

i In response to whether the level of Job stress 1s:(
édlrectly related to the number of 1nd1v1dual therapy hourshv

’prov1ded by the soc1al worker the answer 1s no. Even though

Vr-uthe soc1al workers on. the chronlc unlts prov1de more

filnd1v1dual therapy hours than the acute un1t soc1al workers

v‘jthelr scores on the MBI are lower than the acute unlt soc1al o

'hif*workers Th1s suggest that acute un1t soc1al workers

,exper1ence more emotlonal exhaustlon and depersonallzatlon
“for reasons other that prov1d1ng 1nd1v1dual therapy Such

h'poss1ble reasons could 1nclude the number of group therapy

:ence hlgher levels,ff’



Jp v1ded by the soc al worker, the psych1atr1c
‘hand the fast turnover rate of

uudy has shown that the nature of a locked

chonduc1ve to hlgh moderate levels of JOb stress vifh'

; The soc1‘l worker along w1th‘h"

;sta f have to workﬁbehlnd tall fences, 1n bu11d1ngs w1thf;

Even

and w1th pat1ents who are often hostlle.

rkers (Long,»1989) Anytlme a worker[l.

] exhaustlon depersonallzatlon and
*f pressure from the work place 1t tends to affect hls/her
'cl se1f esteem Prlor research has shown that when an employee sH'

”'ﬂ*‘elf esteem'ls affected the quallty of hls/her work w1ll

ual:y.decllne and' | often result anemployee burnout ;:”

rrent employee,ilf burned out E

' pos1t1ve way, 1t 1s"




idfva peer support group 1s a v1ta1

*"*.-.‘,Barry a. Farber (1982), and 3. Dunham (1978) have stated that

,ool to combat stress and

'1?burnout. It 1s further;suggested that all soc1a1 workers
;ﬂshould be rewarded for a JOb well done.:Slnce recognltlon 1s

‘ullmportant to all employees,v1t should not be restrlcted to .

“.hg;soc1al workers that work on certaln types of units.

.ehFurthermore most soc1al workers prlde themselves on belng
',profess1onals and usually conduct themselves accordlngly,
Fw;However ,1t is. felt by many soc1a1 workers at Patton State
fHosp1tal that other staff members do not glve them the
fprofe531onal recognltlon that they deserve If the- |
l"adm1nlstratlon could flnd ways 1n wh1ch to help promote the
'profess1onallzatlon of the soc1al worker at Patton State
_Hospltal lt could help reduce the turnover rate and increase
»ythe quallty of care that is- prov1ded to the patlents. It was
“suggested by many soc1al workers that they and the
yadmlnlstrat1on work more closely together to achleve common‘
‘wgoals Soc1al workers should be g1ven the opportunlty to
Luprov1de 1nput to admlnlstratlon and have the admlnlstratlon
llsten to thelr concerns ‘The admlnlstratlon and soc1al
workers need to be mutually supportrve 1n order to fac1l1tate:
'the treatment and health of 1ts patlents‘ |
| Th1s study supports the f1nd1ngs of the 1989 study of '
'Mary Long 1n that 1t recogn1zes that work1ng in. a locked N

‘mental health fac111ty‘1s a,very stressful 31tuatlon.v
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According to the Social SerVice Scale devgloped‘by Maslach
~and Jackson (1981), the results of this study suggest that
social workers at Patton State Hospital have moderately
higher levels of stress‘thah other social‘service
occupations.

It is hoped that this study will pfomoté further studies
on social workers working in locked state mental health
facilities, in addition to other types of locked facilities.
The implication would be an improved quality of care that
social workers provide and an increased employment longevity
for social workers at their job location. Also, further
studies may help to provide answers that will lower the
emotional exhaustion, increase the self esteem, and reduce

the level of stress and burnout among social workers.
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Appendix A

Human Services Survey

Christina Maslach and Susan E. Jackson
The purpose of this survey is to discover how various persons
in the human services or helping professions view their jobs
and the people with whom they work closely. Because persons
in a wide variety of occupations will answer this survey, it
uses the term recipients to refer to the people for whom you
provide your service, care, treatment, or instruction. When
answering this survey please think of these people as
recipients of the service you provide, even though you may
use another term in your work.

On the following page there are 22 statements of job-related
feelings. Please read each statement carefully and decide if
you feel this way about your job. If you have never had this
feeling, write a "O" (zero) in both the "HOW OFTEN" and "HOW
STRONG" columns before the statement. If you have had this
feeling, indicate how often you feel it by writing the number
(from 1 to 6) that best describes how frequently you feel
that way. Then decide how strong the feeling is when you
experience it by writing the number (1 to 7) that best
describes how strongly you feel it. An example is shown
below.

EXAMPLE

How often

0 1 2 3 4 5 6
never a few times once a a few once a few every
a year month times a a times day

or less or less month week a week

How Strong

0 1 2 3 4 S 6 7
never very mild moderate major
barely very
noticeable strong
How often How strong
0-6 0-17 Statement:

I feel depressed at work.
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’I‘ﬂfIf you never feel depressed ‘at work you would wr1te the

" number "o" (zero) on. both 11nes. If you rarely'feel depressed -

at work : : S

;1(a few t1mes a year or less), you would wr1te the number "l"";w
‘on’ the llne under the headlng "HOW OFTEN" If your feellngs o

of

:égdepre531onfare fhlrly strong, but not as strong as you can
* imagine, you would write a "6" under the head1ng "HOW j‘
. STRONG". If your feellngs of depress1on are very m11d you

b"[“would-w 1te a "1"*"-

0.

fnguman;SerViCesjsurveyy”

~{1IHow Often
. 0-6

'*AOﬁ??QﬁfffﬂStatements?”V"'
P D }VI_l .}fl~f”»\f}r:;I feel emotlonally dralned from my work

‘Ifzi.lﬁﬁg.k;w;”?*53fk73};§1 feel used up at the end of theii’
o E ””I"Z“‘jfworkday H CE T e

iﬁqI feel fatlgued when I get up in the
.‘_ﬁmornlng and have .to face another day
fﬁfon the Job.,“‘“;' : .

“”iI can ea31ly understand how my
*vrec1p1ents feel ‘about th1ngs.

, ;ﬁFI feel that I treat some - rec1p1ents
“jj.as 1f they were 1mpersonal obJects
H“fga straln on me.gg; o

,fJI deal very effectlvely w1th the LT
V?problems of my rec1p1ents

T';.I feel burned out from my. work

'ff;I feel I m pos1t1ve1y 1nfluenc1ng

‘affI ve become more callous toward
vyﬂpeople s1nce I took th1s JOb

.5,11;‘15&53;*I15:2:k-‘:,“'1 worry that th1s JOb 1s hardenlng me
2 e 'i‘em0t1onally_-" v . v

'gWorklng with people all day is really;“f*'

fthlother people s llves through my work_f?l.»



d"lg22.fd '

©I feel fiiér'y- énef’gétié'

'T;lfl feel frustrated by my JOb. ,:131'

ST feel I 'm work1ng too hard on myf"

- _:-Job S T T

) ij don t really care what hapPenS§t°
- some ' ‘ i
",rec1p1ents

.bd_fﬁWorklng W1th people d1rectly, put too y”d
‘1,-jmuch stress on me. '

::3-1 can ea511y create a relaxed "h:t

,V»;atmosphere w1th my reClPlents
I feel'eXhllarated’after working
.ﬂl_rclosely w1th my rec1p1ents

iwI have. accomPllshed many worthwh1le,f~‘
 things in this Job . e

'”fI feel llke T m at the end of my -
jrope ' S R

i*In my work 1. deal with emot10na1 i
problems very calmly. S

«:'j,I feel rec1p1ents blame me for some
'“;ﬂfof the1r problems 2 s




MBI scoring key

Transfer the approprlate score from the answer sheet/questionnaire to the
correspondlng number in each subscale.

. Emotional Exhaustion : Depersonalization . Personal
Accomplishment

# How often How strong # How often How strong # How often How strong

1. 5. 4.
2. 10. 7. ‘
3. - 11. 9. ‘ -
6. ' 15. . 12.
8. 22. 17.
13 18.
14. o 9. _
16. 21. ,
20. L ' ‘
total total | . total
How Often How Strong
(frequency) (intensity)
EE L
bpp o
PA .~ e
- Range of MBI Scores
MBI Subscale : Low Moderate High

(lower third) (middle third) (upperthird)

Emotional Exhaustion
frequency <17 18 - 29 =30
intensity =25 26 - 39 =40
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Depersonalization
frequency
intensity

Personal Accomplishment
frequency
intensity

<05
<06

48

06
07

39
43

11
14

34
37

=12
=15

<33
<36



- Appendix B

Work Environment Scale

Paul M. Insel & Rudolf H. Moos

Please read each statement in your booklet and then, in the
boxes on the answerrsheet, mark T (true) if you think the
statement is true of your work environment, and F (false) if

the statement is not true of your work environment.

Use a heavy X, as in the example: Example'only

Please use a pencil with an eraser -

and not a pen. Bé'sure to match
each number in the booklet with | T X

each numberron the answer sheet. Y Errny PR
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11.

13.

- The work is really challenging

Supervisors tend to talk down
to employees.

People pay a lot of attention
to getting work done.

Things are sometimes pretty

‘dlsorganlzed.

D01ng things in a dlfferent
way is valued.

There's not much group spirit:

SuperVisors usually complimeht

an - employee who. does somethlng,

o well.

15.

17.

19.

21.

23.

25.

27.

29.

31.

There's a lot of time wasted
because of inefficiencies.

Activities are well planned.

New and different ideas are
"always being tried out.

A lot of people seem to be
just putting in time.

Supervisors tend to discourage
criticisms from employees.

Things rarely get
till tomorrow"

"put off
Ruleé and.regulations areu_
somewhat vague and ambiguous:

This place would be one of the
first to try out a new idea.

People seem to take pride in
.the organization.

'People go out of their way to help

‘a new employee feel comfortable.

10.

12.

14.

16.

18.

20.

22.

24.
26.
28.
36.

32.

50

Few employees have any important
responsibilities.

There is constant pressure to
keep working.

There's strict emphasis on
following policies and
regulations.

It sometimes gets too hot.

The atmosphere is somewhat
impersonal

‘Employees have a great deal of

freedom to do as they like.

There always seems to be an
urgency about everything.

People can wear wild looking
clothing while on the job if they
‘want to.
The lighting is extremely good.
People take a personal interest

in each other.

Employees are encouraged to
make their own decisions.

People cannot afford to relax.
People are ekpected to follow
set rules in doing their work.
Work space is awfully crowded.

Employees rarely do things
together after work.



33.

35.
37.
Qé.
;41.

43,

45,

47.

49.
51.
53',
55.

57.

59.

61.

Supervisors usually give full

- credit to 1deas contrlbuted by

employees.

This is a hlghly efficient,
work-oriented place. '

The responsibilities of
supervisors are clearly defined

Variety and change are not
particularly important.

People put quite a lot of

_effort into what they do.

Supervisors often criticize
employees over minor things.

Getting a lot of work doﬁe’is 

important to people.

The details of assigned jobs
are generally explained to
employees.

The same methods have been
used for quite a long time.

Few pebple ever. volunteer.
Employees generally feel'free
to ask for a raise.

There's an'emphasié on "werk
before play".

Employees are oftenecenfused
about exactly what they are-

-supposed to do.

New approaches to things. are

- rarely tried. .

It is quite a lively place.

34.

36.
38.
40.
12,

a4,

46.

48.

50.

52.
54.
-56.

58.

60.

62.

51

People can- use their own
initiative to do things.

Nobody wofks too hard.

Supervisors keep a rather close
watch on employees.

This place has a stylish and
modern appearance.

People are generally frank

about how they feel.
Supervisors encourage employees
to rely on themselves when a

problem. arises.

There is no time pressure.

Rules and regulations are pretty

well enforced.
The place could stand some. new
interior decorations.

Employees often eat lunch
together. '

Employees generally do not try

to be unique and different.

It is very hard tovkeep up with
your work load.

Supervisors are always checking
on employees and supervise them
closely.'

The colors and decorations make
place warm and cheerful to work
in. s

‘Employees who differ greatly from



63.

65.

67.

69.

71.

73.

75.

77.

79.
81.

83.

85.

87.

89.

Supervisors expect far too much

64.
from employees. .
Employees work very hard. 66.
Fringe benefits are fully 68.

explained to employees.

Things tend to stay just about 70.
the same. )

It's hard to get people to do 72.
any extra work.
Employees. discuss their 74.
personal problems with
their supervisors.

People seem to be quite 76.
inefficient.
Rules and policies are 78.
constantly changing.

There is a fresh,‘novel 80.
atmosphere about the place.

The work is usually very 82.
interesting.

Supefvisors really stand up 84.
for their people. : '
There's a tendency for people 86.
to come to work late.

Supervisors encourage 88.
employees to be neat and

orderly. :

Things always seem to be 90.

changing.
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others in the organization don't
get on well.

Employees are encouraged to learn
things even if they are not '

directly related to the job.

You can take it easy and still
get your work done.

Supervisors do not often give
in to employee pressure.

It is rather drafty at times
Employees often talk to each
other about their personal

problems.

Employees function fairly

independently of supervisors.

There are always deadlines to
be met.

Employees are expected to conform
rather strictly to the rules
and customs.

The furniture is usually well
arranged. ’

Often people make trouble by:
talking behind others' backs.

Supervisors meet with employees
regularly to discuss their future
work goals.

People often have to work
overtime to get their work done.

If an employee comes in late,
he can make it up by staying

late.

The rooms are well ventilated.



WES Answer sheet

T 1 o , T

-=-1-F2-4-3-1-4~-5-4-6-F7-4-8-1-9--104--

F ’ F

T - T

--q11-F12+-13114~-151-16}174-18119--204--

F F

T T

--4-21}224-23424--254-26+274-28+29--304--

F F

T - T

--431-+324-334+34--354-36}-37-4-38439--404--

F ‘ 1F

T - T

-—441-142--43144-1-451-46+47-4-48+49--504--
F Fo

T ‘ T

--451-+52--53454--554-56}-574-58159--604--

F F

T T

--461-+-62-4-63164--65466-+-67-4-68+69--704-—

F F

T T

--d471-}724-734+74-L75476-}774-78+79-1-804--

F ‘ F

T T

--481-+82--83184~-854-86}874-88189--90+4--

F F

———————————————————— DO NOT MARK BELOW THIS LINE-~——-——— o mmmmem
I PC SS A TO WP C CTL INN COM
R/S
"s/s
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~ Appendix C

Human Serv1ces Demographlc Data ¥~’ ,

."[Male (1) Female (2)

{fMarrled (1) Slngle (2) v“flﬂ' D1vorced (3)

Separated (4) ._- L1v1ng w1th someone (5)

;_How long have you worked at Patton State Hospltal

;kHow long have you worked 1n your current
j;profess1oni"* e : :

Z;Type of un1t you work on Acute (1) Chronlc (2)

Day treatment program(3)

f;Number of hours spent d01ng 1nd1v1dua1 therapy (1)

Group therapy (2):

.,Do you belong to a Peer Support Group Yes (1)
“No (2) LT

’ none ava11able(3)

;;Would you belong to a Peer Support group if one were
pavallable to . you. Yes (l) IR ‘No (2)
‘Don twKnow (3) e

;;On a scale of. O to 7 (low to h1gh) where would you say

,«your current level of Job Stress 1s

'1,10
i

12,

On a. scale of 0 to" 7 (bad to good) h0w‘is yourbability -
“to cope w1th stress XN L - o o

:How many t1mes durlng the past year,: have you had to help o
‘place a, patlent in restralnts for attacklng someone -

‘What is your Ethnlc Identlty ‘ Afrlcan Amerlcan.(l) ‘
‘Asian. (2) S H1span1c (3) - Native American (4)_
Whlte (5) j Other (6) el ’

1What ‘is your age




Appendix D

Open Ended Questionnaire
To the best of ydur ability, please answer these two

questions.

1. What can the administration do to help reduce stress on

the job?

2. Do you believe that working in a locked inpatient

psychiatric hospital helps create stress? - YES

NO

WHY
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Debriefing Statement

Thank-you‘for your participation in this‘research project.
Any questions you have ih reference td this‘project, the
méthodolqu used, or fhe outcome éf the data collection may
be obtained by contacting the researchers named below, the

advisor named below, or by an authorized representative.

Researchers:

John Lane, Social Work Intern, Patton State Hospital,
- (909) 425 7000. ext. 7973. ,

James Curbow, Social Work Intern; Patton State
Hospital, (909) 425 7000. ext. 7635.

Faculty Advisor: Dr. Morley Glicken

California State University, San Bernardino.
(909) 880-5501

56



| _'Consent Form

‘fResearch # 254

f'PrOJect T1tle..Job stress as it relates to soc1a1 workers in
‘a. locked state mental health hosp1ta1 ’ :

& Purpose, Participation and Procerdures:f‘ . : |
: The data collected from this survey. will be used in‘a

wfﬁfstudy conducted by two MSW: students from CSU San. Bernardino.

. The study has been’ evaluated .and approved by -CSUSB and:

“*ﬂPatton State Hospltal The study measures the level of stress

‘~exper1enced by social workers employed at- Patton that may be
.7brought on by work1ng in the locked environment, by working
- on a particular type of unlt and/or by the number of direct
‘therapeutlc hours prov1ded to the patlents by the soc1al
‘worker.- : :
' N Part1c1pat10n 1n th1s study is completely voluntary, and
‘your participation. or 1ack of participation will neither help
~your job nor hurt it. Your employer will not see your answers
and there ‘is no way that your completed survey can be linked
.with your name.:
Lo A survey will be: glven to you at the flrst soc1al work
,meetlng following approval of this project by the State of
California. You will be asked to read this consent form, ;sign
~one copy and place it in the envelope provided at the
meeting. The survey should take- you about 30 minutes to
‘complete and can be returned to the 1nvest1gators in the.
hospital mail. RN :
Description.of r1sks ’

There are no . foreseeable risks or d1scomforts to you as. -

5 a result of your participation in this study The results of

this study will be presented at the hospltal at a time and
. place to be announced. At the social work meeting following
.completion of the survey, part1c1pants will be debriefed as
- to the exact nature of the research and will be given names
and phone numbers of people to contact An the event of any.
- questions related to the study g
.Description of benefits- e ‘
' Benefits from. this study 1nclude the poss1b111ty of

bvnfhelp1ng to lower ‘the soc1al worker - turnover rate by creatlngb

“ralternate methods of stress relief for you (the social
worker)‘ and improving the overall quallty of the soc1al

- worker by helplng ‘you reduce JOb related stress.
~Alternative procedures : ‘

‘ The only alternative procedured offered is for you the

~..social work to decline to- part1c1pate in: this survey. In so

'“‘d01ng, there are -no r1sks 1nvolved

',(
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.'Conf1dent1al1ty of records , : : I :
B The completed surveys will remain anonymous. To assure

fa anonymlty,.please detach s1gned copy of consent- form from the :
- * 7 survey. Two copies of the: consent form have been prov1ded T
- please reta1n one copy for yourself ‘and place the other copy,'
- face down, in the collection envelope prov1ded by the
N 1nvest1gators. The envelope containing the collected coples

~.of the signed concent form will be sealed and placed in a.-
secure locat1on by the department secratary :

Compensation = SR

- There ‘is no compensatlon prov1ded to partlc1pants of e

~ this survey.g‘w :

Injury o -
. This research 1nvolves very m1n1ma1 rlsk if’ any and no

medical treatments or serv1ces w1ll be: prov1ded.»*‘

‘Questlons : P

v If you have any quest1ons regardlng thlS research .

please contact John Lane, Social Work Intern at ext. 7807 or

James: Curbow Social Work" Intern at ext. 7273 R
Voluntary Part1c1pat10n '

‘ e Part1c1pat10n in ‘this: survey ‘is voluntary,.refusal to

participate will involve no penalty or loss of benefits to

which you would otherwise be entitled, 'and you may

discontinue part1c1pat1on ‘at any time without penalty or 1oss,

" of benefits to ‘which you are otherwise entltled ‘ -

' Research part1c1pant s Bill of Rights L :

Section 24172 of the California Health and Safety Code

establishes that each research part1c1pant be provided with a

copy. of the Research ‘Participant's Bill of nghts, please :

~find your copy attached to thlS consent form and - check

" here . ,

Consent ' Lo ' e o

. " By s1gn1ng th1s consent form I hereby consent to be a

~willing- part1c1pant of the research progect outl1ned in this

consent form ' : / :

o Slgnature ... Date ~  signature of Witness



) Reeah 'Pvai*t?iéﬁipaht.'_s: Bi11 of Rights

“tAny person who is asked to consent to part1c1pate as a human

'.subJect in’ a research study,»or who 1s asked to consent on

‘fTo be told what the study 1s trylng t

"{behalf of another' has the follow1ng rlghtS'ﬂ

f1nd out.v'

;”To be told what w1ll happen 1n the study and whether any 3;? .
"of the procedures are dlfferent from those wh1ch are B
»fcarrled out in standard s001a1 work practlce. ,A

fTo be told about theﬁrlsks,'adverse effects, or }'
fudlscomforts wh1ch may be expected. S co
. fTo be" told whether the subJect can expect any beneflt ”‘
ffffrom part1c1pat1ng and 1f SO, what the beneflt m1ght be._‘: o
ﬂfTo be told of other ch01ces avallable and how they may beoh |
_i-better or. worse than be1ng in the study »v'
.‘uTo be allowed to ask any questlons concernlng the study
f;both before consentlng to part1c1pate and any t1me durlngi
,fthe course of the study f Lo . N
'f;To be told of any med1ca1 treatment ava11ab1e 1f e
fi‘compllcatlons arlse e T
'1TT0 refuse to part1c1pate at all e1ther before or after
lﬂthe study has begun Th1s dec1s1on w1ll not affect any
'@r1ght to recelve standard medlcal treatment

.To rece1ve a 51gned and dated copy of the consent form
_;,,_.t;iand the Bill of’ Rl‘hts e |
10,

;To be allowed t1me to dec1de to consent or not to consent?l“*

.Gyo'partlclpate W1thout any pressure be1ng brought by the ;”

'}1_1nvest1gator or others

. 'Name

’vaate"Signedﬁ;'
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o T Task Orientation

‘Appendix G |

Levels of Stress: acute vs. chronic

EEF EEl DPF DPl PAF Pl

- ACLvJ‘TE'.A

EEF  Emotional Exhaustion Frequency

DPF Depersonalization Frequency -
“PAF.~Personal Accomplishment Frequency : -

I Involvement - - '
8§ Supervisor Support

- Clarity =~
INN Innovation

3
o

PAI

PC

4
oo a<
: o VN
I R v /N VN
| v /N VN
S S 7 NN
“wd AR
M NN
1N N DN
- AN
NN NN
1s4NVIN PNV
AN AR
-\“/g./ NN o
NN mAR AR A B
| e NN ",.'//‘ /N //\\qug Eisﬁ E%E} I. Eq:j‘ T quiv T E;fj F7f§
I 1 BC SS A T WP C CTL NN COM

oY CHRONIC

Emotional Exhaustion: Intensity
Depersonalization Intensity
Personal Accomplishment Intensity

-Peer Cohesion
- - Autonomy
: HP »
CCTL
]

Work Pressure -
Control
Comfort
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