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- ABSTRACT
';This study focuSed on the selfﬁreported‘job
: satisfaCtion.of Latlna/o bilingual social,workers,and
:counselors in San Bernardlno County. This was a post—
‘p081thlSt exploratory study Wthh relled on 1nterv1ews to -
”obtalnvqualltatlve data as to partlclpants' job experiences,
1opersonal feellngs and perceptlons regardlng this toplc._v
Demographlcs were collected and analyzed to determine
'patterns. Open and ax1al codlng were utlllzed on the
qualltatlve data. Twenty one 1nterv1ews were conducted
" The factors cited by theraplsts who were satlsfled in
.their current JObS, in order of frequen01es were. ;autonomy,‘p
‘y"famllla"-— supportlve env1ronment, varlety, learningv |
:env1ronment dlrect cllent contact and respect. Fourteenfof
the twenty one 1nterv1ews reported that they enJoyed thelr
lcurrent positlon the most.f All these factors can be
'categorlzed as management issues. |
The 1mportance of this study 1s that very few studles
ThaVe been_done regardlng Hispanic therapists' job
satisfaction. fThe hopes are that this'study will increase-
”the 1nterest in Hlspanlc theraplsts, ‘as so. few ex1st and |
' retentlon has been ‘said to be a problem. ThlS study can
- serve as a springboard forvfuture studles and to increase
»the research ‘data currently avallable regardlng thlS

“populatlon.
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'iNiRODﬁCTION |

PROBLEM>STATEMENT':
: This study identifiedkfactors.(such'as.autonomy and
social support) which affected Latina/o bilingual.sociai
- workers and counselors in San Berardinc County's, self-
reported job.satisfeCtion; The need for this study lay in:
1) increasing our knowiedge of this population as very
1ittle‘information‘existsvin the literature; 2) utilizing
this material as a baseline for comparison between this
‘ pcpulation,and others; and 3) using‘this data to develcp
themes suggested by the research regarding retention of
Latina/o bilingual social works and counselors.

Currently, there are insufficient numbers of Latina/o
bilingual counselcrs and sccial Workere in this community.,
Some agencies arelquite successful in recruiting and
retaining Latina/o social workers/counselors while other
local (Inland Valley) agencies are not. This suggests that
other fectors, rather than availability; might affect |
recruitment and‘retention of Latina/o bilingual counselors.
This is not to suggest that availability meets the need, but
rather that those avaiiableimay be more discriminating in
selection of employment; L |

NASW has reported that 12% of members who reported
ethnicity during‘1988 and 1991 were»minorities. of theee,
they reported a slight'increaSe‘in Hispanics from 2% in 1988

tc 3% in 1991. Under this Hispanic label} "Chicanos, Puerto



Ricans and others" were included (NASW NEWS, Feb. 1993).
Since these'numbers were based on NASW membership, the
number of HispaniofsoCial workers are undoubtedly higher, as
,all'Latinas/oe'maY'notvbe members of NASW. Instead they may
hold one or- multlple membershlps in other organlzatlons
llke. Trabajadores de la Raza, Latlno Social Work Network,
‘etc. The reallty may be that ‘they belong to no
organlzat;on; This data doesn't include theraplsts in
fields other than social work. These numbers also do not
stioulate_how many»of these social workers are or aren't
- bilingual/bicultural.

Celifornia was said to have 19.2 percent Latinas/os in
1980. These accounted for 31 percent of the totalgspanish |
'population‘in the United States. This makes it the state
withkthe higheStlpercentage of.the.populationb This
popnlation had grownr61.0 peroent‘from 1970 to 1980 |
.(Estrada, 1990).

The 1990 Latlno populatlon 7,740, 000 for California.
It is estimated to rise t0‘31;506,000 by the year 2040.‘ The
-figures for the total population of San Bernardino County in
1990 was 1,440,700 with 384,500 being Létinos. The
projected total growth for the year 2010 is 2,621,500 of
which 1,051,400 are7expected'to be Latinos. For the year
2040, it is estimated that-the,total county population will
be 5,054,000. A little less than half this total, |

2,625,500, will be’oomprised of Latinos (Miller, 1993).



‘Utilizing 1981 figures, Estrada (1990) found that:
"...5 percent of all peopie over age 5 speak
Spanish. Although this percentage may appear
small, it represents more than 12 mllllon people —
an increase of more than 2 million since 1970.
Two-thirds of those who speak Spanish report that
~ they speak English "well" or "very well," which is
‘indicative of the bilingual nature of the majority
of Hlspanlcs in the U. S."
These English language capabllltles were self reported
so the numbers of bilingual Latinas/os may‘be inflated.
- These numbers do not address the issue of language’fluency;’
~either. If we accept these numbers, it still leaves more
than 4 million Latinos who weren't fluent in English in
- 1981.
The Tomas Rivera Center produced a study in 1986, whieh
found that 7 percent of Californians do not speak English.

This 7 percent were found to be mostly children under 3 or

adults over 40vyears old (Coulter, 1993).

As the minority population, needing services increases,

it becomes imperatiVe to assure aVailabilityvof minority'
social workers aﬁd therapists. The Latino population is
increasing at a higher rate, which makes the need for
bilingual/bicultural Latino prOfessionals, a very’pressiﬁg
policy issue since these clients needs are not being
~appropriately met.

Due to the small numbere of bilingual/bicultural social

workers/counselors, these professionals are a precious

commodity. This is whyvdieeoveridg what they need‘for’jeb:ﬂ



' satlsfactlon is 1mportant. “Tn thisbway, We'can utilize
these factors for recrultment and 1ncreased retentlon in the
soc1a1vwork field. |
'PROBLEM FOCUS |

The paradlgm utlllzed was the postvp031t1v1st. " This
,stressed thevexploratlon andvuse of qualitative data;"Thish
- approach allowed‘this studtho serve as‘a’foundatioh for
ffuture studies; While~it:also stahdsson its own as a way of
developlng theory. | -

The major soc1al role evaluated was thev
' admlnlstratlve/pollcy plahnlng role. The deriyationefor
~ this was.to‘evaluate thetneeds of Latina/o bilingual social u
,workerS/counselors regardingjjOb‘satisfaction;. The agehcy’su
policies influenced the social’worker/theraoists'sejob
‘satisfaction. ‘In this study,‘factorSIWhiCh social
workers/couhselors idehtifiedeas associated with joh
TsatiSfaCtionvwere identified. The ultimate goal was td,
Tenumerate these factors so as to. contrlbute to the |
literature regardlng this populatlon_and to have thesev
'1ncorporated into" agency pollcy | H

Another factor was to reframe JOb satlsfactlon as a
person in work env1ronment 1ssue.‘ Most studles focus on the’
1nd1v1dua1 theraplst by focu51ng on "worker and cllent
characterlstlcs" (Hartman, p. 196) asvindlcatlve_of Jobt<"
;satiSfactioh;' By reframing thisvissue, it‘s importahce,asa

an administrative/policy issue was more evident.



\

'The research questioh was: What job satisfaction
factors were ideﬁtified by Latina/o social workers/
counselors working in San Bernardino County?

LITERATURE REVIEW

The llterature rev1ew revealed studles which have been
~ conducted regardlng turnover,_burnout and job satisfaction.
In general, and‘specifically, in human service |
organizations. At times'thesekthree were discussed together
as one which,emphesizes the difficulty of whether these
three aspects are separate issues or interrelated. This
contlnues to be questloned in the llterature with. dlfferlng
results. Under these three classifications, many dlfferent
factors have purportedly been identified utilizing different
7measureﬁent, inStruments, sampling populations and design,‘
TURNOVER -

Kermish andlKushin (1969) studied the“turnofer of
.soc1al workers (only 4.7% were MSWs) at a social welfare
1nst1tut10n in California over a two year perlod. Though
_this material is dated, 1t glves some 1nterest1ng |
~statistics. It cites employees reason obtained through
qualitative research interviews and administrators
pereeptions of most of them as being productive,»desirable
employees. | |

They cite an annual turnover figure of 28.9% which they
compared to the national turnover figure rates of all civil

service (Federal, State and Local) professionals was 12.0%,



as ihdicated‘in the 1964 U.S. Civil Service Commission
report. Of the totalvstaff 14.4% were identified as Blacks,

Asian or Spanish surhamed.: Of the departing group 13.4%

' were minorities. So a little less than 1/2 of those

departing were minorities. Some (46%) left for
“unalterable" reasons such as: pregnancy, husband
reassigned, child care problems and personal,reasens.

Kermish and Kushin cite as particularly important the
fact that salary and fringe benefits was enly;disclosed'in ,
one instance as a reason for leaving. This may be due in
part toAtheVGO's ideology of the unimportance of money.and
must be interpreted with caution.

They found that many times (38%) of the reasons given
for leaving were not validated when sample was interviewed.
The reasons given were the more politically acceptable Qnes
to. . give, i.e., personal reasons. When employees leave the t
agency they must participate in an exit inte;#iew and be
evaluated as to whether or not they should be rehired. Of
these 64.2% were given unanimous recommendations for rehire
and 14.6% had unanimous non-rehire recommendations.

Overall, these were assessed as productive, desirable
employees. Reason given for leaving in order ofvfrequency
:Qere: |

"1) overwhelming job demands; 2) poor atmosphere

and morale at the agency; 3) inability to be of

real help to the client; 4) poor supervision; 5)

little respect, encouragement and support for the
worker by agency administration, and 6) little



. opportunlty to use one's own 1n1t1at1ve to be
creative.

In thelr conclu51ons they surmlsed that many former
'employees would have stayed in thelr jobs if f...certaln
_ changes ‘in the agenc1es pollc1es, and procedures, coupled
»‘w1th the necessary support. and direction for. the worker's:
effort-ln behalf of hlS clrentf (Kermish & Kushln, 1969)
’would have occurred o | |
Another oplnlon regardlng turnover is that of Iglehart
(1990) who 1nterprets this as a useful way of rev1tallzlng
the agency with new blood and ridding itself of -

nonproductlve employees. .Iglehart cites the’Kermish and

',Kushln study prev1ously mentloned as proof that "the

mldeparture of these poor performers can be seen as desirable
or functlonal for_the agency." She lumps together the mlxed
‘andpnegative1rehirepevaluations for a figure of 36%]as poor
performers. |

She also feels that the costs of turnover are
oyerestlmated "because,they_treat all separatlonvas equally
costly. " She contlnues to postulate regardlng these former._
‘ employees work performance as: belng the reason that the
agency is seen ‘as’ 1nadequate.’ In other words she views thetv
:v 1nd1v1duals fallure to succeed at the agency as belng the
reason - for cllent allenatlon also. |

She ‘does state in the beglnnlng of her artlcle that an

"organlzatlon may lose hlgh-quallty performers...some



-'organizations can be 1eft w1th workers who remain because of
’seniority, JOb specialization, or lack of ]Ob alternatives,
in other words less motivated employees (footnoted Mowday,
Porter and Steers (1982) and Roseman (1981)). But she still
insists it serves useful_purposes even to workers by
providing temporaryfpositions for recent graduates in which
to gain experience; experience and income‘during‘licensing
or certification; and time to decide career direction. She'
gives no support‘for these assumptionsQ | |
Iglehart cites the organizational system and it's quest
for homeostasis as a benefit in that "turnover-ceases to be
" disruptive." She concludes that the agencies have been
"surviving the onslaught of turnover for decades" which is
not necessarily accurate, as currently certain departments
such as Child Protective Services are desperately looking
for employees. 'In a personal discussion with an employee
(5-14-93) it was suggested that CPS would be returning $2.5
million to the state this year because of lack of emploYees.
Ewalt (1991) also cites lack of social service staff.
vIglehart‘ascertains‘that there isi"functional"-and‘
"dysfunctional" turnover, based on the quality of the
'employees performance level. | It is interesting to note that
though she 1dent1fies the organization as a dynamic system,
she does to see it's interactions with employees as a
- systems problem but as the individual workers problem.

The above two extremes regarding turnover appears in a



'fnfwhich are:. caseload s1ze,

‘jilnvolvement of worker,

“1v1evel whlch 1nclu_

‘_:contlnuum throughout the llterature.r

';ijURNOUT

A crltlcal rev1ew of the burnout llterature was done by};f;ﬁf“

'ifUrsprung, 1986 and from that he determlned due to

fvl‘measurement, sampllng and de51gn problems, that

:fﬂof results and meanlngful conclu51ons have been

fjffobtaln._t“

He c1tes Freudenberger (1974) as belng the

comparison

dlfflcult toﬁf?fhv

one

'b‘f"unlversally credlted"-for c01n1ng the term burnout and

5:f:...descr1bed 1t as a condltlon that manlfests 1tself

f;fhsomatlcally and behav1orally" (Ursprung,;1986)

He found

"”fthat the assumptlon 1n the llterature is that burnout 1s

“ihp caused by "the un1que,.nonrec1procal nature of the

ﬁ%profe551onal cllent relatlonshlp."» Factors whlch he c1tes

~{fsever1ty of client s problems, colleglallty and

In summatlon he c1tes three poss1ble areas

“j”organlzatlon factors whlch 1nclude. clarlty of?

',descrlptlon and pollc1es/

"gautonomy and 1nterorganlzaf10nal communlcatlon..

”profess1onal status,.

caseload 51ze, degree

';Vf“as medlatlng these are organlzatlonal and admlnlstratlvegf_%»»~-’

settlngffthéf

personal" T

téfréSéa?chfﬁ'}kf“y

of worker

The second

“1‘1s 1nterpersonal relatlonshlps w1th colleagues and

“lisupeerSOIS- The thlrd appears to be at the 1nd1v1dual¥f'hf“'

"h[physical exerC1se, group'therapy and relaxatlon programs.,lﬁ‘vhu

llntervention,°,




‘-‘These 1nterventlons had no empirlcal support at the tlme ofu;dj' -

ffthls artlcle.ibu

Arches (1991) found that the burnout llterature unt11

'71“the past few years addressed the issue as an 1nd1v1dua1 s ]}aflﬁﬂ

:Lwork or 1nd1v1dua1 agency 1ssue. Thls 1ed to a suggested .

ﬂzsolutlon Wthh focused on treatlng the 1nd1Vldual or group

*%{QShe c1tes more recent research Wthh 1ncludes the notlon ofﬁl

»fei‘multl causallty and "con51ders soc1al organlzatlonal and

”fstC1etal factors" (Carrol & Whlte, 1982 Chernlss, 1980,
‘;;Karger, 1981 Palne, 1982) Although these studles c1te 1””}

'ﬁfgmultlcausallty, the focus and empha51s of the solutlon "arefp[‘

A”vgaﬂstlll deeply rooted 1n the 1nd1v1dual psychologlcal

"ﬁhlcharacterlstlcs of the worker.ﬂg Per Arches the burnout andf'*‘

rjob satlsfactlon llterature 1s 51m11ar or even the same. As

:‘5stated before some even 1nclude both in thelr artlcles (as S,Q,"”

- pArches does) and sometimes all three concepts, turnover,bf'b

ffﬂllterature 1nterm1ngled w1th the burnout and turnover‘fff*ﬁf

:”bJOB SATISFACTION

rjfburnout and Job satisfactlon are 1ncluded ‘To focus thls'f‘

7study further an attempt was made to narrow the llterature’,:'"

'hrev1ew to job satlsfactlon w1th the understandlng that thls”

;Allterature and at tlmes 1t ‘is 1mposs1ble to separate.

Uy

Butler (1990) 1nterpreted the llterature (V. Gllcken,lffiv_;ﬂ

: 5f1980 Orpen, 1979) as suggestlng that there were f1ve -

"hbcharacterlstlcs that have been pos1t1vely associated w1th

“v{fjob satlsfactlon.; These'were 1) “task Varlety," 2) "task .

:dlovv



’identification" —‘which'meant'compietion ofva task from
beginning to end, 3) "task significant" — the impact of this
particular task on'people's‘lives, 4) "autonomY" —'freedom
to act 1ndependent1y of superVisors and 5) feedback Her
study showed "task varlety" as pos1tively assoc1ated kShe
found no association between autonomy and job satisfaction.
fShe”suggests that the definition ofnautonomy may have been'
interpretedvby the subjects as'lack ofbsuperVisoriair
support. | |

Butler found no 51gn1ficant personality
"characteristics.: Rather, her majorvfunding was related'to_d
individual difference with work'intensity.' This was defined
byvher as "...daily'frustration.levels; excessive |
"bureaucratic demand - too much paperwork and unbearable'
‘.emotional 1ntens1ty " She believes these are
‘characteristics hav1ng to do more Wlth JOb organization than’"
individuals. |

| 'Social workers with private practices had»"task i
significant" and "supervision or‘adninistration_as the
‘method of practice"‘as assoc1ated variables.

Those social workers without a private practice had
positlve assoc1at10ns in;task s1gn1f1cance, work 1nten51ty,'
'rﬁfrequencY career,change conSidered,ﬁ andrﬁdifficulty
finding current’job;"

: Two agencY context Variables found'to be Significant

were: 1) income and 2) type of agency. Her suggestions for :

11



' égency type was to look at methods of making smaller groups
in a large agency'context. Thevreasonc smalle: groups
~appeared to be more effective,were colleague's suppbrt,
communication between staff and management, less red'tapé
and gréater work hour flexibility.

| Harman (1991) found thacleffectivehess,,reactivity and
Aautonomy>made-a difference for child welfare practiticners.
They felt that they were given the resources and time to
complete the job. He suggests that the difference is that
fwith the loss ofbautonomy, bureaucratization increases. As
_buréaucratization increases it mdy lead to conflict between
individuél prcfecsional valués and thosevof'the agency.

The different Settings having differing impact on job
satisfaction weré studied by Jayaratne, Davis-Sacks and
Chess (1991), and Sze and Ivker (1986). Jayaratne et al.
found that those in private}practice experienced less
psychological‘stress symptoms due ﬁo four factors.v These
wére: 1) setting’4 the practitioner!é have greater
"opportunity and feeling; 2) individual characteristics — he
speculates that they may'be healthier because they have
chosen to leave an unhealthy agency environment; 3)
clientele served — more YAVIS (young, attractive, verbal
intelligent, successful clientele and fewer low income and
~minorities; and, 4) different stfessor are encountered
including maintaining.édeqﬁate clienteie, WOrking with

insurance companies, etc.

12



In theif study;‘Sze‘and Ivker (1986)“fcund that various
work settings appeéred“fo be cofreléted with‘étress of
social workers. Tnése were as follows (by frequency):
hospital workers, university teachers, COmmunity mental
health workers,_private agencies, public agencies and
"others." Those appearing to show the greatest work role
stfess were workérs, followed by administrators and
supefvisors. This held true throughout all settings.
Another finding'was that increased stress or stress symptoms
did not necessarily mean increased strain.

Job dissatisfaction factors and consequent stress and
strain were found to differ from those factors associated
with frequent job discontinuance (Jayaratne & Chess, 1983 as
cited in Sze and Ivker). They speculated that role
conflict, role ambiquity, and heavy workload appeared to be
'_significant factors in job dissatisfaction. For job
discontinuance, low salary and few promotion opportunities
might be significant. To these two factors Sze and Ivker
(1986) added poor agency operétion and low agency morale.
They also pefceived that heavy wcrkload would be a reason
for job discontinuance rather than for job dissatisfaction.

Ewaltl(1991) felt that workers would be unlikely‘to
‘enter or stay in a profession;where salary, environmental
influence and value sensitivity were unsatisfactory. He
found that participatory management style appeared to be

more effective. Participatory management style was defined

\

13



'as focu51ng on the collectlve rather than the 1nd1v1dual svf["

’fd_beneflt and dec151on maklngiby consensus., They c1te

":{,..relatlvely meanlngless group meetlngs aS

°.”part1c1pat10n...deadly for staff retentlon ".

o Accordlng to Alexander, Helms and Wllklns (1989) the

'bu51ness management llterature shows support for the worker—"w N

fﬁsuperv1sor relatlonshlps and the workers performance and JOb

”Vw‘Vsatlsfactlon. They conclude that although communlcatlon is .

;gimportant 1t is counterproductlve for the superv1sor to
ufadv1se workers ony"how to counsel " When 1nformatlon was
idprov1ded about the . JOb and the organlzatlon and the
bpdec151on ratlonale was explalned thlS 1mproved thelr.lif

b’relatlonshlps.ft"

Percelved control and soc1al support appear to prov1dep.,.

'-:for an addltlve, rather than interactlve (moderatlng) modelg;”

"T(Melamed Kushnlr & Melr, 1991) - They dld not flnd a

-»\bufferlng effect 1n regards to soc1a1 support and Job

%'stress. Those who appeared least stressed had low demand
‘;placed on, them, hlgh percelved control and hlgh soc1al |
"support. Those who were most stressed showed opp051te ’
'pattern. | 5 . - . . S : R

Koeske and Koeske (1989) dlsagree w1th Melamed, et al s

'Qeiv1ews. They felt that there was an 1mp11c1t moderatlng

‘ETeffect on support and accompllshment They found that in no
lcase d1d 1ncrease workload was related to work stress when

b‘“elther support or accompllshment were hlgh. The,most ~fvb
S14



~cr1tlcal condltlon in thelr v1ew as colleglal support for o

’1¢decreased stress and burnout.”“

'ETHNICITY
Most of the studles d1d not 1nclude mlnorltles. 'Some,'

ﬂfkof these studles d1d not ‘even spec1fy 1f there were any

’-ﬂmlnorltles 1n the sample. A couple of the artlcles that dld»

hlnclude mlnorltles d1d not g1ve a breakdown of the mlnorlty
bgpopulatlon.l The art1c1es’below looked at ethnlclty across
occupatlons. | |
McNeely (1989) studled Hlspanlcs w1th different work
roles at three dlfferent county welfare agencies. He does
v»separate them by work roles afterwards. It [} dlfficult to
}determlne accurately, ‘what part race, work roles and other‘
factors‘may play 1n‘the‘f1nal»results. He suggests that
aHispanicsoappear to}be_more_satisfied wlth'thelr jobs than
non4Hispanics."The job‘satISfaction of Hispanics;was‘i
Hstrongly predlcted by whether or not they felt that.
: “management»really knows it's job." Non- Hlspanlcs dldn t
even citeythisfas:an issue, but did‘c1te "belonglngness" as
‘important. 'Bothfgroups cited‘ﬁjob not dull and monotonOus"‘
~as the'most important factor‘ofvall. “An incomebdiscrepancyy
existed between the professional in both groups;v According
to the author, this‘discrepanCy COuld‘not befeXplainedvby
educational’differences,'length“of employment'Orl |
'occupatlonal status.puh' o | |

In another artlcle, McNeely (1989) suggests that
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'different races may react differently to the'instrument
utilized. He cites'extreme3differences of opinion in the
literature as to the importance of race in job satisfaction
Aresults. One thing that must be kept in mind some studies
are done across occupational roles or utilizing race as the
baseline.

Chusmir and Koberg (1990) obtained a multi-
organizational sample which included Cubans and Central
American Hispanics compared to Caucasians. They found that
Hispanics had lower—pay satisfaction, and lower. satisfaction
with supervision»and co-workers. They suggest in this
article discrimination or "natural social conflicts"‘between
‘groups may affect job satisfaction.

METHOD |
SAMPLiNG

| A convenient sampie of 20 workers were’selected. The
criteria for selection was Latinas/os bilingual social
‘workers or counselors who worked in the San Bernardino
County area. Through networking and referrals from
therapists 1nterv1ewed the convenient sample was obtained.
Two of the twenty nine therapists contacted refused to be
interviewed. The sample was limited to twenty two due to
scheduling difficulties between researcher‘and.therapist.
‘The sample ues purposefully selected from a:cross—section of
;work sites; private practice, couniy agencies and non-

profit organization including Kaiser.
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lNSTRﬁMENT

:PreselectedbqueStions Were asked in the interviews.
After the first three interViews two unexpected findings
arose. The first was community college attendance. The
second was the manner in which these therapists chose theirv
occupations, including the importance of mentors. This led
'»lto adding three questions to the.instrument.'_The final form

cof the questions utilized are appended (see Appendix A).

kDATA COLLECTION AND PROCEDURE

A collection was completed over a three month period.
All interviews were conducted by the researcher at her or
therapists"office. One interview was done by telephone,
after two scheduled appointments'had to bevcancelled. Most
of the interviews took*twenty minutes. Some took longer
than that amount of tine} depending on their workvhistory
vand}information they shared. The longest interview took an
‘hour and a half due to the constant‘interrnptions at this
agency. | o
PROTECTION OF HUMAN SUBJECTS

Anonymity and confidentiality were protected by
asSigning each person a random three digit numerical code.
VThe researcher was the only person with access to this
master list. kThisplist was_the only place where 1nleldual‘
names‘appeared. |

tSigned informed consents (see Appendix B) were obtained

’vduring'the interview. The exception to this was the
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htelephone 1nterv1ew.‘ The consent form was malled to the f

7a;:therapist who then 51gned and returned by mall. These 5i““>

v_consents are kept on file by the researcher for each

“ffiind1v1dual 1nterv1ewed. These were kept and utllized for‘_{gf

| n;fadministrative purposes only

Debriefing was conducted 1n the last few mlnutes of

"]each 1nterv1ew.r There was no ev1dence of exacerbation of

vft;negative feelings for these theraplsts.v Names and telephone:f»f,5'

pnumbers of the researcher and research adv1ser were left

'T?w1th the soc1al workers/counselors. They were directed to

”juse these 1f they had any questions or need for dlSCUSSiOn.:h,"K

At thlS p01nt, many expressed interest in rece1v1ng afft.f'

’ VfiicOpy of the results}j;g“f

viANALYS I s

A qualitatlve procedure was utilized 1n this

»fexploratory study. Questions were asked 1n an attempt to.

flodetermine ]Ob satisfaction components for this population fj f

d:(see Appendix A) After each 1nterv1ew,va narrative write—a”
":uup was done.‘ These had numbered llnes for better
7lﬁclar1fication and as an auditing trail

Open coding was utilized on the data.; The strength of

:"ffthis method was that 1nterv1ews ‘were not 1nfluenced in

“‘:‘regards to their answers. ThlS allowed for them to express

‘V‘i;thelr 1deas and experiences, and suggest variables Wthh may_fj

?not have bee_;cons1dered, otherwise.o'During the 1nterv1ew

ff‘they were asked t 7:xplain concepts (1_e., support,'
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'iEutonomy; etc.) uﬁtil‘the researcher felt she understood:
ytheir‘uSe}of it." This made'cdding"hore accurate and
{ effective.

The open?endedness of the’questions were also its
limitation.t,Differentvfactors were suggested, some only
Tcnce, thus nct erriving_at_any’evident overall category.
Since this wes an exploratory'Stﬁdy, this was acceptable.
It suggested more reSeafch‘was needed in‘thie area.

| Each narrative was dissected and general subcategories
were elicited with the use of index cards. Axial coding was .
then'utilized to make connections betweenfdata. An example
iof.this»wefe'answers were~p1aced.into_piles acccrdingcto
similarity of'topic. An example regarding exercising
judgement, perceived control, decision.ﬁaking ability fell
under the category of autonomy since‘they all dealt with the
interviewee's perceived autcnomy. ‘The’only relationShip
- expected to be made for data obtainedcweskan interpfetive'
one.
| Frequencies‘and means were analyzed on the
demographicalldata totdetermine patterns.‘ This_data; - age,
sex, Years licensed, ethnicity, years at the’agency, agency
type;'position type,‘community college attendance and .
mentors (see Table 3).
FINDINGS |
| There were a total of 21‘therapists interviewed,'tweive

were females and nine were males. The mean age for females
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was 40 years old, with‘ half of them (6) being in the 30-39
yeer old fange For the males the mean was 49 years old,
with all but two belng in the 40 49 year old range (see
Table 1)

Eight ethnicity categories were cited by these
therapists. Chicana/o was the most often cited with 6
individuals. Mexican was cited 5 times by individuals.
’Three reported themselves as MexicaneAmerican. Equal.
,enumbersvwereVgiven for Cuban and Hispanic (2) and for Latino
and American of Mexicanbdesceht. (1) The American of
Mexican descent is bilingual, but not bicultural. The
Caucasian is both bilingual andubicultural and is accepted
by the community as Latina. \ |

Thirteen«of}the total therapists were’LCSWs, three were
MFCCs, and four had their Ph.D.s. Thelremainder had varied
degrees or certificates.

The year of graduation, degree, or certificete ranged
from 0-16 years for the females, with a mode of 6 for the 0-
5 fange. For the males the range was 6-17, with an equal
distribution (3 each) at each incremenﬁ. The increments
were in 4 years with the exception of the first one being
the 0-5 increment. |

Nine’of the twelve females were at their‘current
agencies for 1-10 years, with most being there 7 years in
the 1-5 year range. Five of the nine males fell in the 1-5

- year range at their current agency, two had been there 16-20
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'years} Only'one female had been at her cnrrent agéncy for
that length of time. ‘Of the females, two had begun as
clericals and were mentored into social work. Another had
done . her internship‘at'her current agency and mentored to
receivé her LCSW.

: Fourteen of the twenty-one individuals interVieWed
enjoyed their current jobs the most (Tables 2 & 3). All
except one of those who worked 5 years or more fell in this
category. Five of the six administrators interviewed are on
this list also. Only one of the Ph.D.s was enjoying his
current job the moét.

The primary reason ¢ited by this group in order of
‘frednency were:‘ autonomy, flexibility; "familia" -
supportive enVironment; variety; learning environment —
challenging, exciting; clinical work — direct client
"contact; respect, valned prdfessional, validation.
Sedondary reasons given were: good supervision; creativity;
,utilize own management styla; and community organization
‘(See Appendix D). The tdtal sample cited similar
chafacteristids but in a slightly different order (see
Appendix I). The only difference between the one
bilingual/bicultural Caucasian and the rest of the sample
was upward mobility as an important jdb satisfaction
‘ characteristicvfor'her{‘

Seven had enjoyed another‘position more than their

-current one (see Table 4). vThiéydoes not necessarily mean
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rff}that they don t enj ylthls_“h
lﬁthere was another one theyfenjoyed more.'_‘ v _
The reasons they c1ted for leaving thelr most enJoyable
drpo51tlon, in order of frequency were. Fundlng cuts, money)ff
1ygsuperv151on, and commutlng ThlS was very dlfferent:from |
’lthe total sample characterlstlcs of the p051t10n they llke
‘;the least. Th1s 1s where some rac1al dlscrlmlnatlon |
*ycon51derat10ns appeared Those characterlstlcs were°f”
1ncreased volume of work paperwork, work restrlctlons,;,
~p011t1cs, bureaucracy,'1nsen51t1v1ty to Hlspanlc communlty,
'and treated as a thlrd-class c1tlzen, used for ethn1c1ty
: | As the 1nterv1ews were belng conducted the 1ssue of
fdattendance at communlty colleges and mentorlng repeatedly :
yappeared of the totals sample, 13 .attended communlty f |
.‘fcolleges,‘and most had a mentor . |
| ‘The theraplsts were asked for any concludlng comments B
T;Some chose to d0'so.“ These can be found 1n Appendlx E. e
.V‘DISCUSSION/SUMMARY | ‘_ B 5
In the most recent study conducted by NASW (1991),> e"f
.tmedlan age of 1t s members was between 41 45 years old.y .
Jl'ThlS is comparable to thlS study 1n that approx1mately half
g(1o of 21) of the sample was between 40 and 49 years old
_McNeely s artlcles (1989a and 1989b) found the maJorlty of

Hlspanlcs 1n h1s study be1ng 1n the 30- 41 years of age

>'arange.’ The 42 52 year old group followed as second hlghest

’ percentage. ThlS may be accounted for .by hlS sample be1ng

frfzzf:j

but relatlvely speaklng fhj,ff



:'jﬂacross

Hyll”work‘roles?(lTe.}hcuStodfal4administrative):in}

‘kiwhuman serv1ce organlzatlons-,u¢.j

The 1988 NASW study (quoted 1n 1991) reported that

'flespanlcs comprlsed 2 percent of thelr membershlp

’gy.populatlon. By 1991,‘thls populatlon s 1ncrease rose to a f'

'pffmere 3 percent.3 Of these,klt 1s not known how many held

'bachelors degrees versus masters ‘and doctorates.

The factors ellclted from the sample 1n ‘this progect

‘5jlwere supported by the llterature. However, there were some.f

°fexceptlons.. Learnlng env1ronment, wh1ch was the fourth
'factor llsted by thlS sample,‘wasn t mentloned Two
”lsecondary factors:v own management style and communlty
'iorganlzatlon were also not reported in the llterature.k’
Concernlng samples' reasons for leav1ng, thelr most
en]oyable p051tlon, commutlng was not found elther.i-TheSe 3

three thlngs may be 1nd1v1dual preferences found regardlng

", ]ob dlssatlsfactlon. The sample agreed w1th the llterature

»‘about the paperwork work volume and bureaucracy as factors.
There also was a percelved rac1al dlfference 1n two ’f
‘other factors. 1nsen51t1v1ty to. Hlspanlcs and belng |
‘"treated as a- thlrd class c1tlzen;" Chusmlr and Koberg ‘
i:(1990) suggest that thelr flndlngs of lower satlsfactlon

~with superv1sors and co—workers in Hlspanlc multl—

”.organlzatlonal study may have had to do Wlth dlscrlmlnatlon

‘f‘or "natural soc1al confllct."- McNeely suggests Hlspanlc

-:workers perceptlon of management 1s extremely lmportant



';also; Ewalt (1991) suggest that overall there must be valve/

‘sens1t1v1ty for ]Ob satlsfactlon. Jayaratne and Chess‘

(1983) c1ted in Sze and Ivker dlSCUSS role confllct. These

' 1deas may help clarlfy the flndlngs of thlS study Thls‘

} also relates to the 1mportance placed by th1s sample on

."famllla" (famlly) soc1al support.' This needs to be further“

,studled as the concept of "famllla" is very 1mportant

culturally.r Family does not have to be a relatlve but a

relationship.whlch is so intlmate‘that the person is

percelved as such. Natural support systems are very

1mportant to Hlspanlcs 1n general (Delgado, Humm Delgado,

1982) . o | i |
Another, ideal characteriStic”cltedbwas "respeto" —

| respect as an individual, an;Hispanic.individual.

"Interv1ew #667, lines 22;23 "Respeto" (respect) is
: another culturally 1mportant concept. The worse thlng that
can happen is for someone to "faltar el respeto," to not

- give you respect; It is an 1nsult, and an expectatlon on

»the basis'of'being a human belng. ‘Once again, it is unclear o

v hwhether ‘the 1nd1v1duals meant this in a cultural sense,

- though 1t.appears'so; Only one other study Kermlsh and
-Kushinl(1969).utiliZevthe»word "respect" from thelr
findings.: The llterature is very d1v1ded regardlng the
1nfluence of ‘race on: JOb satlsfactlon., Some feel there is
an 1nfluence,fothers feel that other factors can be o

hattrlbuted to the dlfferences whlch are percelved, such as
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"fh‘soc1o economlc statusf(McNeely, 1989b)

A serendlpltous flndlng was that of communlty college

| ﬂifattendance by 13 of the 21 1nd1v1duals., ThlS may be so due -

fto the economlc realltles of the Hlspanlc populatlon of the;‘;.

gff,uncertalnty and lnsecurlty of continulng 1n college. ThlS i

j“lS why 1t would be 1nterest1ng to flnd out how many Hlspanlc;ﬂfoff

:‘ﬁ.NASW members have BSWs versus hlgher degrees._ In thlS f

'5a_sample, the educatlonal goals were reached in 1ncrements of SIS

'fwhlch the communlty college served as the foundatlon.l;y"”'"'

" challfornla s current flnan01al CrlSlS in the communlty

-”ffcolleges, UC and Cal State systems whlch have 1ncluded fee L

m“hlkes w1th the expectatlon of contlnued fee 1ncreases may be,?f‘”

vufh;of partlcular 1mportance to soc1al work.f It ls sa1d that

'hil"Most of the MSW and BSW graduates produced one from ll of

'tfthe 20 Cal State Unlver31ty (CSU) campuses, (Thompson Ortlz,xﬁlffﬁ

.;}f1991) One of these is a local BSW program whlch has been 3@

'lr”termlnated

Another serendipltous f1nd1ng was that of role model orgf:"'

’dunoff1c1a1 and off1c1al mentorshlps., Two 1nterv1ews make

”"fpjthls po'nt succ1nctly ‘ "Belng exposed to cllnlcal

f}l{jtheraplstsl psychologlsts or even teachers.u Hard to see

’v»j}myself”'njany other 51tuatlon' secretarY, beaUth1an (were

”dgfsaw Spanlsh theraplst V}

;rprlor goals) By worklng at county cllnlcal as clerlcal, Iat;:

Thought, I could do thlS')"

”'iInterv1ew #255 ?llnes 49 54 fQ"Went to volunteer at the Free_:;

- ﬁCllnlc, because I felt lt was 1mportant.p Met soc1al work



bstudents,for'UCLA'and USC;V As I pushed the broom, they kind
of took me under their:wingr~ Helped me out and talked to me
about going into'social work and here I am." (Interv1ew
#369, lines 34-38). |

As stated 1n flndlngs, a few theraplsts worked as
clerical, were exposed to Latlno theraplsts and mentored by
. them‘tofjoin the profession., The~social WOrk field is not |
,very‘well_known; Most of the time, the perception;of social
»vworkers'is”the‘eligibility'workers_which they may have
‘encountered in childhood. This has been a sore,point'for
NASW and soc1al workers in general . Interview #329; who
teaches Intro to Social Work, finds this stereotyplcal v1ew
is held_by}each new_class.

- Most of the:factors in the literature point to the
importance of the organizational systems. McNeely (1983)
’separates these 1nto the ratlonallstlc/bureaucrat1c model
and the human relatlons mode He suggests "...the
'raltonlstlc model may lead to subjective feellngs ofv
powerlessness, isolatlon and meanlngless." Factors which
.have been assoc1ated with allenatlon, work dlssatlsfactlon
4and»burnout symptoms The ratlonallstlc model can be
1dent1f1ed by the follow1ng - hlerarchy - dec1s1on makers
bare at the top w1th authority over subordlnates, efforts to
standardlze tasks, "a prlorl rules regardlng performance
-guldellnes"- 1mpersonal relatlonshlps between members is

stressed; and labor is d;v1ded:1nto spe01allzatlons.
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’The.human relations model entails: "collegial
decision—making, generalization in the division of-labor}
vpersonalizedvrelations;‘and thetinternalization of |
organization goals by it's members to guide performance."
He cites the importance of this latter modei"in human
- service work,‘because‘when‘dealing with‘counseling
individuals . ‘you cannot follow.a standard format and foresee‘
how to handle every situation.

In agreement with McNeely, this study pOints to the
importance'of‘a human relations models as it most closely
contained the ideals of this Latina/o sample. These ideals
’ were autonomy; "familia" — support; variety; creativity;
"respeto" — validation; and direct client contact. Due'to
_the cultural implications of "familia" and "respeto", the
human relations model would be more culturally congruent.
‘The sample was Similar in what it found in it s most
enJoyable pOSltlon and their ideal job characteristic (see
Table 3). As can be seen'regarding what the sample least
'enJoyed, was the bureaucratic aspects of their pos1tions

what was unexpected and interesting to note was that
although many were employed in‘bureaucratic organizational
models, this appeared not to matter if the immediate
superVisor and clinic utilized a human relations model In
other words, a way was. found to work w1thin the system.

As InterView #481 shared "...(I) went through two

superVisors - first‘Hispanic woman supervisor. She created
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‘_:pan env1ronment of safe(ty) CllnlC could dlSCHSS own

“1ssues, camaraderle, open peer 1nteractlon,-not sense of

,competltlon, (superv1sor) 1nto nurturlng theraplst., Wantlng_._’u.~

".jeach to expand selves emotlonally, phy51cally, mentally, so-

ffshe would brlng them llke once (a) month 1nserv1ce and staff‘*f“

“ﬁdevelopment.- (Superv1sor) left...,vwent to..._ In that

jpartlcular 1nc1dence, (the) whole nature of (the) cllnlc:

'd‘pchanged, (went downhlll 1mmed1ately) No longer safe, sense

"of rac1a1 overtones" (11nes 24 -35).
. ThlS 1nterv1ew stresses the problem of ma1nta1n1ng a.

human relatlons superv1sor 1n a bureaucratlc department.‘

ndftEventually, they may choose to leave. Hartman suggested

. -that those who violate agency procedures or 1nvest more of

chemselves than is necessary, cannot 1ast and w1ll get 1nto
.trouble.’ They are then faced w1th the optlon of retreatlng :
'd_ffrom the settlng or from the system s goals and norms

;(Hartman, 1991)

ThlS progect points to the 1mportance of looklng at the' ('

: psychosoc1al aspects of person 1n env1ronment concept 1n.v"
.soc1a1 work '-It appears to be 1mportant to extend thlS v1ew‘
_Yto the theraplst 1n env1ronment 1nfluences, 1nteract10ns,

vneeds, culture and expectatlons.c

The hope is. that research w1ll contlnue to look furtherffta

1nto thlS concept and into m1nority theraplsts' 1ssues. At f;
'_present, the reach is. so 11m1ted and across organlzatlons

f,that the results may be due to factor other than race and
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culture.
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Appendle ‘_ :
QUESTIONNAIRE

if)if Demographlcs'h age, years llcensed, year graduated (1f L

not licensed), ethnlcity, sex, years at agency, gency type,_,”y‘

'u‘p051tlon type,‘and communlty college attendance.
'}'2) What other agen01es have you worked w1th before° T
k":‘3) What was that (were those) experlence(s) llke for you°‘

‘j_How long d1d you work there° What was (were) your

T ?reasons(s) for 1eav1ng?

‘_4)‘ hat has been your most satlsfylng and least satlsfylng
yfwork experlences 1n thlS fleld? What do you thlnk made them

. so?

: 5)‘ Tell me three”things»which you:feelaare’most importantif’fj

*'vln jOb satlsfactlon for you.

= 6) Do you thlnk it is dlfflCUlt to flnd and retaln

’,f blllngual counselors’r Why or why not?

'"7)5 D1d you have a mentor'> Tell me about them..A“
,8)' What made you choose thlS f1eld°

C9) Any comments or. add1t10ns°7



Appendix B
CONSENT FORM

, I consent to serve as a subject in. the research
1nvest1gatlon entitled Self Reported Job Satlsfactlon of
Latina/o Bilingual Soc1al Workers and Counselors is San
© ~Bernardino County. ‘The nature and general purpose of the

. study have been explalned and the attached statement read to

~ me by Maria Valentin de Domena from the Social Work
'{Department.'“

‘I understand that the purpose of thlS research is to
_'explore job satisfaction issues of Latina/o social workers
and counselors, as no study has been done regarding thlS'

N ‘;populatlon.- The research procedures ‘involves one hour

interviews. If the need arises and social
: workers/counselors schedule permits, these may be extended
I understand that my participation is voluntary and
}that all information" 1s confidential and that my 1dent1ty o
‘will not be revealed. I am free to withdraw consent and to
discontinue part1c1pat10n in this project at any time. Any
. questions that I have about the project will be answered byg
‘the researcher: named below or by an authorlzed : '
representatlve.r;
- - On the basis of the above statements, I agreevto;
~..part1c1pate 1n this pro;ect.ﬂ.ft‘ : S

o Part1c1pant s S B T’hResearcherTs‘

"Slgnature .. ... . . -signature
Address
- Date “5{l7"}y?r’vf',ff* ,wkfh'Home/Campuszelephone[
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Appendlx C
L DEBRIEFING FORM ; |

» - The purpose of thlS study was to explore JOb
:V;fsatlsfactlon of those blllngual/blcultural counselors :

"worklng in San Bernardlno County o S
If you have any questlons, concerns or cohﬁents, you
E fmay contact-u1; 7' L ) EEUD T
b' T:D Mar]orle Hunt e

Soc1a1 Work Department

Callfornla State Unlver51ty, SanjBernardinou

(909) 880 5496 el

| If you would 11ke the aggregate results of thlS study, L

»*g,you may contact me-

Marla Valentln de Domena a:

Thank you for your tlme and w1111ngness to part1c1pate.-, s
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‘ Appendlx D -
T, SELF REPORTED JOB SATISFACTION IDEAL CHARACTERISTICS BY‘IS=
| » FREQUENCIES
| AutOnomy; freedom, dec151on maklng, creat1v1ty
F'SUppoftig‘cllnlcal admlnlstratlve & colleagues v
‘ESalary & Beneflts g‘ | | |
E"Vlew cllents progress, helplng, glv1ng to otherS'
Respect as profe551onals, Hlspanlcs and 1nd1v1dual
Proﬁesslonally st;mulat1ng,>1ncrease knowledge
v vResources,'means tO'perfofm-jobig o
,Likegposition,.jobA

Physical surroundings
SecondarY:
Versatlllty, varlety, 1nc1ud1ng cllentele

‘Time to increase knowledge, not be overworked lower

caseload.
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Appendix E
COMMENTS

"I hope thaﬁ many Spanish speaking’people go into
professions. Reality is (it's) necessary. Populafion‘needs
professionals in same culture. It's no secret,~they kﬁbw
that! Need in all area, all professions, you name it -
legal, social, medical. Many people speak about the needs.
for (the) year 2000 for Latinbs. See‘reality now... I have
seen this néed‘since 1975, don't have to wait to the year
2000. pre it helps the sshool tovgeﬁ more and more
convinced they must open the doors to the Hispanics. Three
‘weeks in Mexico, dbh't solve the problem‘(to become
biiingual), has to be same "raza", professional. (Former
vagency'serves as‘a) social function, mission, anchor. (This
is why it was'developed, to encourage Hispaniés to coﬁtinue
in educaﬁion én& serve tﬁe population. Necessity>for them
to haVe professionals,,if not, minimized andbput down.
Easier to lose reéutation),"
| | Interview #873, line 112-131

"I think, especially like in San Bernardino'County,
population here,...something like 30-40%? ofvpopﬁlétion. I
think is's (a) shame county doesn't service Hispanics in
health field.‘ (We are) the only’Spanish speaking clinic.
10 or 15 therapists throughout sountyb(who) speak Spanish.
(We're)voverwofked and overloaded because of (amount) of

people. County refuses to hire. As Hispanic woman,
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"~underpa1d even in the fleld of mental health (Ilwas)“hiredf;g'

”{vat step 1 could have hlred (at) any step (they) wanted. ‘

bhfStlll duallty goes on, thlnklng he s male, he should get

”‘5pa1d more.w Flghtlng a- lot of prejudlce, belng Hlspanlcs

‘*nfhfemales —_only three here (Hlspanlcs) We re (the only ,f"

':,CllnlC (that) has (a) Spanlsh speaklng psychlatrlst. (Here ‘ft3f

ﬁthere s a) sense of competltlon, (for) stats. (Questloned

L') her re: County s recrultment commlttee) ,No.khOwledge‘of o

”virecrultment commlttee on county L
'“5,:Interv1ew #481, lines‘82;99 R
“-,"It s a shame, overt racism that cal state. San,.' o

i'Bernardlno doesn t have more b111ngual students,'espec1ally['

‘hﬁtrnfthLS;area., They should be embarrassed'"f’

?; Interv1ew #369, llnes 42 45
'"Not recrultlng enough, retalnlng enough, not offerlnga
hvenough scholarshlps and grants "i~’ | RS
‘ | Interv1ew #958 llnes 54 55

‘"Fallure of‘hlgh school counselors to encourage us,_vf":”

”(Need) more Latlno as school counselors - reach youth,'ﬂ?w;
w..encourage, let them know what s avallable "'f' |
- | Interv1ew #255 llnes 55 57

"Hard to flnd 1nterns, maybe not enough 901ng 1nto-;ff

7ffffields,bnot whole lot of male Latinos in fleld treatment

”versus»admlnlstratlon, Out of 350 (1n my program) 6 1n :
class." ’

. Interview #578 lines 38-50
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"In“order for bllrngual employee to be satlsfled he/she‘
needs to have good support system, valldated encouraged
sjapprec1ated for extra SklllS ‘we br1ng to f1eld (Requested
',her’deflnltlonvof.support)v‘ Other blllngual colleagues,
sense of feellng you re not alone, have someone to go to,
((see) not: only Spanlsh speaklng cllents but what else (is
‘,avallable), (use) other talents.»' |
| ' Interv1ew #667 llnes 67- 74

B "If you go 1nto f1eld do best JOb you know how to do «
(It) can be very satlsfylng, rewardlng career.- (You) do
suffer a sense of 1solatlon from rest of Chlcano communlty, =
bJUSt you and your offlce mates, beyond that 11tt1e contact.b
vHard to recrult out: here (Inland Emplre) from L. A. “No
Blacks, As1ans (at thlS partlcular site), yes in L. A "

Interv1ew,#112 11nes 72- 8l

"I think it's Changing, health‘field doesn't have
money . Used to hav1ng thlngs 1mposed on us by 1nsurance
ncompanles, leglslators w1thout mental health background.‘
'V(They) have‘head'to learn — even co (us) — HMO - don't.
overtreat. (We) sometlmes have bad reputatlon. I'vevnever"
. seen’ that —‘... bad thlngs (are said about what we do to)

save money Always trled to not only work w1th worklng
,class and mlddle class, by law — must prov1de certaln limit
7(amount?) of Med1 Cal Medlcare can (get our serv1ces too)
(Regarding blllngual theraplsts) some agenC1es (1n) county

:‘(have)‘"chased out" ones do have.‘ (Feels. thlngs)
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therapist'e'can "grow on" (are important and received here,
for example) committees;“ceﬁferences, latitude (give in what
they do)." | |
Interview #274 1ihes 56-67
ﬁ(Must) work te revamp (the) system."
“ Interview #596 line 63
"(A) sister became a social worker, Ph.D. (followed by
path — roie modeled?) husband is also a social worker."
Interview #700 lines 55-57
"You didn't:ask questions, I would have expected like;
What use is bilinguality in work you see?"

Interview #329 lines 65-67
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f Table 1'”“’

DEMOGRAPHIC SUMMARY TABLE

TOTAL: (n=21)

. Age: o
,3039,4
- 40-49
. 50-59
- 60-69

'AGE RANGE:
. 26-51
40-66

1.SELF DEFINED ETHNICITY
s Amerlcan of Mex1can descent
“Cauca31an ‘ :
et Chicana/o
"~ Cuban
- Hispanic
~ Latina
Mexican
Mex1can Amerlcan

'ﬂ,sDEGREES/GRADUATION A ’
‘ Alcohol & Drug Certlfled
*-Intern R :
- LCSW -
'MS \~n‘ﬂ.‘
MSW - -
.'fMex1co llcense/lntern here
'MFCC - :
" Ph. D

FEMALES

oCNWO

FWRRERNWHRO

NNHEHORNRO

voNoo

49

MNOHOWOR B

NHOOHROMNO K

.Does not equal total due to some hav1ng two degrees

and/or llcenses

YEARS SINCE IST GRADUATION/LICENSE,

- 0-5
- 6-10
S 11-15
16-20

v GRADUATING/DEGREE YEAR RANGE
- 0-16 ‘
5 17
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YEARS AT CURRENT AGENCY:

1-5
6-10
11-15
16-20

39

RN SR
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Table 2

CODE KEY

“7Am/Mex Descent Amerlcan of Mex1can Descent
: Mex Mex1co i S e
;Mex Am Mex1can Amerlcan

ZQ{A & D Alcohol & Drug Certlflcate
Ad-= Admlnistrator L s

"Int -Intern

.’}SS

School Baeed
- Social Serv1ces

Ac:Thx Theraplst

. Pr =

Pr Prlvate practlce
- ~Pu = Public agency U AR
'“Pr/Np Prlvate/Non proflt agency

II< ll




Table 3
SELF-REPORTED JOB SATISFACTION AT CURRENT AGENCY

SEX AGE *ETHNI- YRS LICENSED/ £YRS AT AGENCY POSITION

CITY GRADUATED AGENCY TYPE TYPE
M 43 Chicano M.& ‘11 vyrs 17 Pu SB/Thx
M 44 Mex-Am LCf BG5S Pr/Np Ad/Thx
F 36 Mex-Am LC =~ Ad/Thx/SB
F 3 | Chicana LC Pfay Lip, Ad/Thx/SB
- Search
M 49 Chicano LC Card Ad/Thx
F 39 Hispanic 1 Ad/Thx
M 48 Chicano Lf ’r Thx
F 33 Mexican L Thx/SB
M 46 Hispanic Thx
F 39 Chicana ) Thx
M 66 Mexican 1 SS/Thx
M 62 Mexican Thx
F 48 Cuban Thx
F 26 Mexican » SB/Thx/Int

*=Self defined ﬂz:: - ;
£=Some also incl -\‘Ckmnsnnd ’“%:- &) & internship
positions, at tt

—<="not op shelf t;} L

SELF-REPORTED C { FREQUENCIES;

Autonomy, f P 2
"Familia", atron $ Barcode

Variety

Learning e ‘~“‘h~“““--‘*§ tting
Clinical w

Valued prorcc__ ct

Secondary characteristics:

Good supervision

Creativity

Utilize own management style
Community organization
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Table 4

SELF-REPORTED JOB SATISFACTION AT OTHER AGENCY

SEX AGE *ETHNI- YRS LICENSED/ £YRS AT AGENCY POSITION

: CITY GRADUATED . AGENCY TYPE TYPE
+F 44 Caucasian PhD/10 yrs 9 Pu,Pr SB/Thx

- ‘ LCSW, 11 yrs o

F 43 Latina PhD/4 months 4.5 Pu - Thx
F 32 Cuban '~ MA/6 yrs 4 Pr/Np Thx
M 40 Mex-Am LCSW/10 yrs 3 Pr Ad/Thx
F- 50 Mexican BA-Bex/14 yrs 2 Pr/Np SB/Thx/Int
F 36 Chicana LCSW/5 yrs 2 Pr/Np Thx
++M 44 Am/Mex PhD/6 yrs 2 Pu Thx

Descent - LCSW/5 yrs

Self deflned o

Some also included tlme worked at clerical & 1nternsh1p
p051tlons, at the same agency.

+ = Not Latina, but blllngual/blcultural

++ = Not bicultural, but bilingual.

2]
o

REASONS GIVEN FOR LEAVING THEIR MOST SATISFYING POSITION
Funding cuts, Money ,
Supervision
Commuting

NEGATIVE SELF- REPORTED CHARACTERISTICS BY FREQUENCIES IN
TOTAL SAMPLE :

Increased volume of work, paperwork work restrlctlons
Politics, bureaucracy.

Insensitivity to Hispanic community.

Treated as 3rd class 01tlzen, ‘used for ethn1c1ty.
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