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ABSTRACT

The current study examined the contributing factors of

_ morale in two Child Protective Services offices, Department

of Public Social Services in San Bernardino County. Fifty-

eight male and female, culturally diverse participants‘from

the offices represented urban and rural regions within the

~county. The post-positivist paradigm utilized quantitative

and qualitative research methods. Factors that contributed

to . high morale levels were identified as being supervisor

- support and supervisor validation of employees, co-worker

" relations, the physical environment of the office, office

socials and celebrations, personal morale, and work and non-

work balance. The results of the study are generalizable

only to ‘the San Bernardlno County Child Protective Services

agency. Results of the study may be appllcable to other

couﬁty,organizations with similar populations.
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~ INTRODUCTION

_ﬂaﬂNext to phy51cal surv1val the greatest need
v"fﬁfof a human belng is" psychologlcal surv1val -5“fﬁt )
’Tff;to be understood to be afflrmed to be e

- ,vaalldated to be appre01ated (Covey, 1989)

Morale 1s an essentlal component of employee happ1nessfl~'>

'fipln the work place today Over the:yearsy.morale.andf!ts;f%kf”t”

'ﬂ.jcontrlbutors have been researched 1n hopes of ralslng?""‘"”““'

'employee morale and 1ncrea51ng employment longev1ty,L;1:fffﬂfffﬂ'wt7

{{:espec1ally among governmental and other bureaucratlc”'

v"7g;agenc1es _ One’such‘bureaucratlc,agencyrls thevChlldhlﬁfff"ﬁ

*’:Protectlve Serv1ces agency of the Department of PUbllc R
v}{SOCial'SerV1ceSfln'San.Bernardlno-county.

Morale among Chlld Protectlve Serv1ces workers 1n Sanff

"'[Bernardlno County has not been studled 1n recent years

“Morale among Chlld Protectlve Serv1ces workers in San

T”waiBernardlno County may be elther hlgh or low Levels of

:{thlgh moral may 1nfluence employment longev1ty and dlmlnlshfii"

"“:L}employee burnout Therefore, 1t 1s 1mportant hlgh levels;:fi '

o of morale ex1st 1n the Chlld Protectlve Serv1ces agency

j"Because the Chlld Protectlve Serv1ces agency des1res hlgh 7;?1‘°'

"5_1 moralelln agency offlces and among employees, the questlon _;ijf




becomes: what are the contributors of high levels of
morale? To identify the contributors of high morale levels
among Child Protectiﬁe Servioes workers in San Bernardino

County is the purpoSe of the current study.

‘Problem Statement

','In the 1990s, many individuals work eight or more
hours, five days a week, at a job; Individuals bring their
own personal needs to’the organizations in whion they work
(KOSsen;,1975). These needs are typically economic,
psychological, and social; ‘Personal needs may Stronglyv
'inflnence an individual’s interestﬁand motivation on the
| job. Forjthis reason, organizational staff are concerned
"with understanding employees’ needs (Kossen, 1975; Maier[
1952). As employee needs are_met, individuals' tend to
feel happier, more satisfied in their jobs, andvdevelop
positive,attitudes toward their organizations (Maier,l952).
An individualie attitude toward theﬁemploying organization
is called morale (Kossen, 1975). |

Moraie ia.an elusive concept,'and difficult to definei

and measure,' Howeﬁer, morale exerts a “etrong.influence
.over the hnmanirelations olimate in organizations (Kossen,
1975),7 According~to Kossen (1975)>noralebis defined as

employees attitudes toward either their employing



“ﬂfjorganiiations{in;generalforﬁtOWardgspec
h'_ﬁsuch as superv151on,_fellow"employeesyﬁ
'p*wlnCenthQSWJ Morale may also relate to an_rnd1v1dual or thefa

h‘.”,ﬁgroup“offWhichﬂanﬂ1nd1v1dual“lsﬂa part (Kossen,:

‘;hlthe attltudes of the members>ofha

“¢1975)
’fullncludlng management and bu51ness profess ons,
”?:fsoc1al work profe551on (Barron, Berger & Black 1997';

‘f¥Bronars &yFamularl, 1997 Dlebold, Neumark & Polsky, 199;
“3ijW1nter Eber & Zwelmuller, 1997 NeWman,A1996, Rauktls &

~’ﬂfthe workplace is 1mportantf

.,1984, MaCCurdy”’i

| 431 Morale has been the focus of many profe551onal‘st dles'

‘and the'

Understandlng morale and ltS 1nfluence 1nf

'Morale has been 1dent1f1ed as Q,fov

na future predlctor of jOb satlsfactlon;(Benge & chkey;'

When morale wanes,'ﬁ”'

“’attalo,_

1997)



lives (Rauktis &‘Koeske, 1994). The lives of chiidren,
.pafents, and‘families are altered as a result of»the 
decisions made by‘Child Protective Services worke#s.' These
deeisions may drain Child‘Protective Services workers’
energy. levels and_attitﬁdes, ‘The drain of Child ProtectiVe
Services Work may affect a-workef’s morale>over time.
According to Dattalo;(1997); Child Protective Services
werkers may experience declines in mofale due to the’v
demands and stresses of their jobs. ”

Problem Focus

The cﬁrrent,study uses a post-positivist paradigm‘to
Jstudy morale in Child'Proteetive_Serviees agencies,
'Departﬁent ef Publie Social Services, San Bernardino
'County.' Using a post—positivist approach allows the
current?study to'utiliZe‘both quantitative and qualitetive
‘research methods on a‘self—report mofale questidnnaire
i’(Rubin &‘Babbie, 1997) . The’current study focuses on
morale in‘several areas ofvworkef experience: wage, wage
growth, and job survivorship; group dynamice.iﬁ the form of
eoeworkefs who form supportive; coheeiVe reletions; the
zéheringbof personal»and wdrk related étories; worker"
personality, and personality perceptions; affeets of

empowerment, locus of control, and citizenship behaviors;



‘ interactién of éultural diversity; balance of work and non-
work;}and effective managerial»techniéues that embody human
characteristics of empathy fDiébold,‘et.‘al., 1997; Winter-
Ebmer & Zweimuller, i997; Chen, Yu & Miner, 1997; Gagné,
‘Senecal & Kdestner, 1997; Barfon &'Gjerde, 1997; Céproni,
1997) . | |

To understand the effects of morale bn:sqciai workers
in Child Protective Services agehciés; the résponéibilities
of Wbrkéfs must be‘examined.ﬂ Chiid Protéctive Servicés
~workers héip familiés'and children reported at risk for
abuse.;>Child abuse may’be reported uﬁder‘maltreatment'
guidelines‘including physicél abusé, emotional abuse;:
sexual abuée, and/or negleCt (Filip, McDaniel & Schene,
1992); San'Bernardino Cbunty receives approximateiy 600
b'calls to the child abusé hotline wéekly'(Eklund, 1997).
Response tovthese calls requires Child Protective Ser&iCes
.workeré_investigatevﬁhe authenticity of thevreports and
asséss‘fhé risk fé tﬁé child/rén‘uhdéf:invéstigati¢n.
Results of the invéStigationwand”assessmént may‘invblve '
plécing-the maltreated child intéra protective out-of-home
 environment;>commonly called foster care (Dattalbﬁ 1997) .
Children placed into'foster'care make up a Child

Protective Services worker’s caseload (Rauktis & Koeske, -



1994). San Bernatdino County Child Protective SetVices
. workgts manage caseloads of approximately_40 éases
(indiVidﬁal and/br famiiy cohstellations) which repreéeﬁt’
setVices t@{appréXimately 60—lOOtchildrentmontHly (Ekiuhd}
v1997;»Fiiip, et. al.,‘1992); Duties of wotkers ihcludé
asséSsing’élientvproblemé, assessing service ﬁeeds;‘and'.
pfoviding agency resouréest(Dattélo, 1997; Rauktis &
.Koeské, 1994; Filip, et. al., 1992). Difficult decisions
regarding which services tovprbvide, to whom;,and attwhét
level afe made inteach}tase by‘workérs (Dattalo, 1997). of
concern isvthe‘effectiveness aﬁd feasibility-of combosition
and caseload Size to_the.delivery process; Effectivénéss
may become‘thwartéa undef mﬁltiple-job demands. Aﬁd} jéb
demands and jog effectiveneés may,affect wérkets'attitudes
ahd morale (Rauktis é'Kéeske, 1994). |
- The cﬁtrent study examined the‘phénomenon of morale in

Child‘Protective_Services agencies, iﬁ the Departmeptbpff
‘Pﬁblic Soéial Servicésof San!BernardinovCounty;
Specificaily, thétcurrent study analyzed,factors that‘
éontribute to moréle‘amoné Child Protective Services
'agéncieé in San Bernérdinb County; To detérmine morale
' factors) a study of moréietWas cOndﬁgted amongHa éampling.

of socialvworkers empidyéd in_tWo‘offices bf the Child.



Protective Séfvices agehcy: San Bernardino Mill Street and
Victorville. The Saﬁ Bernardino Mill Street office
represented an urban area of San Bernardino County and the
Victofville officevrepresénted a rural area of San
Bernardino County.  The current study proposed morale would
be high in offices with supervisory support and supervisory
validation, increased wage and promofibnal opportunifies,
cohesive éo-wdrkef relations, proportiohal work and noh%
work aétivity balanée,>safety and aesthetics. of the
physiCal office‘environment and the personai beliefs,
values agd behaviors of individual workers.
} LI'i'ERATURE REVIEW '
Researchers indicate morale is an attitude toward
indiVidu%;sfjemployingorganizétions (Kossen, 1975} Rauktis
& KoeSke,‘i994; Maier, 1952; Galdston & Zetterberg, 1958) .
According fo Kossen (1975) attitudes‘of employees are
significantly influenced by theif perceptions of severél
impoftégtffactors, including.individuéls’ persohal
2;//§gff§12;es both on and off the‘jéb( the nature of thei#
WOrk; theif’cQ—workers, management and sﬁpervisors, theif
: o

concept of self, and the satisfaction of met needs (Kossen,

I

1975) .



In»tne‘past, morale.studies have focused on wage, wage
growtn, job ‘survivorship, job mobility,‘and gender
inequality in the workplace (Diebold, et. al., 1997).
-Cnrrent studies have examined more human characteristics
- such as the dynamics of co—worker‘support,vthe shatinq.of
personal and work*related incidents and stories, perSonai
'empowerment,‘citizenship behaviors, and effective
management,styles.that incorporate empathy (Good, 1994;
~ Barron & Gjerde, 1997; Podsakoff; Ahearne & MacKenzie,'
1997) . |

When questioning'the‘desireSjof individuals in the
workplace today workers express the human need tovfeel
~appreciated (Good, 1994). 1In 1986, the u.s. Chamber of
Commerce published the iesults of a survey in which they
asked'workers what they wanted from their jobs (Good,
1994). The'survey'also asked employers what they tnought;
empioyees wanted. Employers thought workers wanted good
wages, joo security, andyupwatd mobility;' Homever, the_
number one desire on the employees’ list was appreciation.
Second and third desires were to be part of the decision
making process and help witn personal problems (Good,
1994). Clearly, employees are more attuned tobthe human

side of the workplace than finance and growth aspects.



Employees want to feel happy in their jobs, to feel
appreciated aﬁd to enjoy morale; |

Morale is an emotional attributo and is oohsidered a
future predictor‘of job Satisfaction'(Behge & Hickey,'
1984) . Morale provides energy,‘acceptance of leadership,lb
‘and cooperation among members of a group (Benge &oHiokey,
1984) . ‘Previous Studies have defined morale as a proponent
of various feelings and attitudes held by an’individuai
toward the omploying organization (Kossen, 1975). Morale
’results from irritants being addressed and removed,
improveménts.in the workplace, open communication channels,
and‘recognition for a job well done (Benge & Hickey, 1984) .
Among Child Protective Services workers it has been found
moréle results from worthwhile work within the community,
work that is supported by»théif supervisors, devélopment of
 a close rapport with supervisors and with co-workers,
trusting relationships within»the workplace, and wage
(Dattalo; 1997) . | |

Morale may be iinked to factors associated with the
child ﬁfotective'Services job and the assignéd wage.
:According to‘Diebold, et. al.-(1997), an’important
attribute of a job is its wage} Important chénges have:

occurred in wage distribution over the last twenty years. ,



| young and less-educated workers, a convergence of black and

\ffiwflte wages, and:a c1051ng of he gender gap 1n'wage‘

professional women: (Bronars

agenc1es effects wages,_wage.f?,y



i_morale (Benge & chkey, 1984) lvOther pos51ble factorswa;ff:f'

"=Q:llnked to morale are job stablllty and job/agency

"V;“surv1vorsh1p

Job stablllty and job/agency surv1vorsh1p are

';1mportant attrlbutes of iorale (Dlebold”wﬁf{

‘:-~Jopﬁretent1on¢rates:ovei‘,he last twenty years have

| remained stable. Many individusls have remsined in th o
jobféiaoéméhfs’fbfkévé£féiyears infspltézof;théievolvlng?3:¢{i}w
;y_igbarfﬁafkéﬁ.f‘wlth job‘placement longevlty moralevtends go'.»
vifmnrovehb Longevlty of‘jobfblacement among Chlld Proteotlve
Hf"éervfoes workerstmayaaffeot.morale Morale‘among-Chlld i

"gProtectlve Serv1ces workers may wane due to hlgh 1nc1dence ‘&_

'rhzyof jOb burnout related to the affects of Chlld maltreatment

‘hthattalo 1

'7fon workersl(Gagne, et l 1997) However, the currentﬁf"

‘tfprevalence of Chlld maltreatment also contrlbutes to job¢;f7l*“”

fstablllty and job/agency surv1vorsh1p among Chlld

‘fprotectlve Serv1ces agenc1es'(Rvuktls & Koeske, 1994

thob stablllty and Chlld Protectlve

efServ1ces agency surv1vorsh1p may contrlbute to levels of

Tfmorale among Chlld Protectlve Serv1ces workers.; Other‘
“p0551ble con51deratlons of moraleylnclude job a851gnment

- ffan»dz promot;;on._/: ‘e_-sp]ec,,:la l’yf:'f:o,_r. ;womenj-y '

1997) . ;,-_»;‘ e



In the bast, wbmen.were not rewarded in thé same:
maﬁner in the labor market as weré men (Winter-Ebmer &
Zweimuller, 1997). JQb assignment and promotion were not>
équal between men and women. Women needed to fulfill
higher ability standardé to be'proﬁOted, The rationale for
unequal job assignmeﬁt and promotion suggested women were
preoccuﬁied with household work and childcare and turhovefv
Would_be greatef for womenvthan for men. Thérefbre, Women
were kept in low status,blow payingbjobszdué to training
costs necessary for promotioni(Winter—Ebmer_& Zweimuller,
1997).

Currently, equaiity éf Jjob assignmént_apd job
advancement is cohsidered more carefullyvin the labor
market (Wihter—Ebmer & ZWeimuller, 1997) . Women in the
1990s have greater pqtehtial»to obtaiﬁ meanihgful wérk'
assignments and,advancement opportunitieé. According to
Meredith Newman (1996f, women fare better at state
govefnment levelé of employment. Approximately_ZO peréeﬁt
, ;f,éXeéutives in state governmenfs are women. Thefe isia o
'strong‘péééibility that similar conditioﬁs“éxiSt for women .
Working-fdr'othér govefnmental agencies such as Child
Protective Services agencies, whi¢h employ a high

proportion of women. However, advancement may continue to

12



be problematic due to childbearing and maternity,leave
issues (Newman, 1996).

The U.S. Familv and Medical Leave Act of 1993
obligates employers to‘provide.benefits and temporary leave
of absence from employment for childbearing employees |
(Newman,ul996). Therefore, women of childbearing age may
risk job assignment and job advancement.r'However, the
benefit of maternity leave in Child Protective Services‘l
agencies may be a factor in morale levels of childbearing
~aged workers while possibilities for advancement may be
linked with morale for others (Newman,,l996); Morale may
also be influenced bylmanagerial‘effectiveness.

- Management motivation'research indicates effective
management promotes morale among employees (Schuster,.
Dunning, Morden, Hagen; Baker‘& McKay,v1977; Chen,ket;val.,
1997;). Schuster, et. al. (1997) indicate employee;
centered management achieves high levels of employee
motivation, commitment,‘and performance through‘management
practice snch as participation and involvement that
emphasize attention to employee needs and goals. The
employee is‘heavily involved in.information sharing,
training, decision,making;vand‘rewards. These

characteristics may be problematic for‘large, hierarchical

13



brganizations. Chen, et. al. (1997) reveal,large}‘
bureaucratic organizations are characterized by high
centralization, high.divisioh of labor,vand high
formalization. Employees may become disgruntled and let
in such large organizationé. Management effecfiveness
becomes crucial to empioyee morale in }érge organizatioﬁs.
 Successful managers play a key role iﬁ positive employee
relationé through behaving assertively, pefforming ‘
.bédminiStrative functions favérably, and emphasiziné the
human Side of business. Successful and effective managers
find employees match their motives with favorable attitudes
_toward superiors, desire to assert onesélf; desire’to be
distinctive, and desire to perform roﬁtine dutieé
responsibly (Chen, et. al., 1997). Employee—centered
management techniques have beeﬁ used to ihcrease employee
morale historically.

Mary Parker Follett, a’pioneer‘of social work
during‘the 1920s, challenged traditioﬁai approaches to
organiZation structﬁre and management (Selﬂer & Austin,
1997). vFollett stressed the importance of employee
participation, empowerment, and the redesign of work with
less hieraréhical organizational structures. Follett

encouraged team-driven work processes and people-oriented

14



approaches through emplbYee and customervinputl 'Foliett
believed her ideas would increese Qﬁality of hnman serVice
edelivery and moraie. Put‘into practice today,~Follett’s
ideas may nelp foster morale through oréanizational and
personal empowerment.

- Empowerment is a modern term used te connote an
individual’s internalized achievement over difficult
experienees. Empowerment suggests feeling effective,»
feeling in control, and feeling influential (Gagne,'et.
"al., 1997). However, ét times, ﬁefsonal experiences and
wOrk exXperiences may ocCcur thatvare‘disturbing and leave
Child Protective SerVices workers feeling powerless.
Feelings of powerlessness expose human vulnerability, stir
innermoet anxieties, and evoke defenses and coping
mechanisms‘(Goldstein, 1997). Sharing of personal |
experiences, job-related stories and traumatic events with
“colleagues may alleviate‘feelings of powerlessness
(McConkie & Boss, 1996). Therefore, sharing personal
stories may'be empowering( foster group cehesion, and be a
factor increasing morale among Child Protective Services
workers.

Cohesion is a phenomenon of group dynamics. An

important eomponent of the group requires cooperation among

15



'suﬁériors and workeré, éndvambng co-workers. However, when
indiﬁiduals work together, the risk‘of peeripfessure’exists
(Barron & Gjerde, 1997). Peei pfeSsufe has both a positive
‘and‘a negétive connotation. Peer pressure may encourége
work éfforts from co-workers that,inspire commitméﬁtnand
contribufe to outCQme; IﬁvChild Protective Services
agencies, peer pressufe_may cqntribute to more effective
interﬁentiohs of clients by Workers. However, peer
pressure may impose unseén emotional costs on workers that
affect ij satisfaction and morale (Barron & Gjerde,'1997).
‘Emotion plays an important role in.human behavidr.
And, the sharing of emotions (affect) appears to be.an
‘impdrtant factor in ageﬁcy mofale."Affect is beginning to
be noticéd by organizations and its essential contribution
tQ justiCe and negotiation (Kumar, 1997). And, affect
plays a distinctive role’in making judgments and decisions.
In additioﬁ, affect may be experienced differently among
individuals in a group. individual affect‘mayvbe difficult
to interpret, therefore affectional mahiféstations may
- enhance or diminish levels of ﬁorale in the workplace;
Researchers have suggested social,roles,vespeéially
gender roles, may explain a tendency for womén to have

lower morale levels in the workplace (Lennon, 1987). In

16



the past, poor work conditions that included low employee
status level, low pay, poor.work conditions, |
discrimination, sexual harassment, and job instability.may
have contributed to lowef levels of norale for women thsn
" men. However, influences outside the workplace may also
»affect morale, particularly among women; Women tend to
experience greater distress associated.with depressionvand
othef psychophysiological symptoms not associated witn‘work
(Lennon, 1987). Family responsibilities, feeling |
exhausted, and unresolved non-work related issues may also
affect morale. |
‘Much of the fesearch on morale focuses on job felatedd
experiences, interventions, and outcomes. Howevéf,,Workers
are more than the sum of their employment e#periences,‘
Employment is only one component of working individuals’
lives. 1In life, individuals do many things. The question
then becomes; does the‘overall quality of life affect Jjob
related'morale? Caproni (1997) purports a work/lifef
‘balance is essentiel,to happiness both in and outside the
workplace. Possiblydmorale leuels are associated witn
quality of overell life, especially life experiences:
associsted‘with non-work. Living fulfilling and_productive

lives benefits both individuals and organizations;
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Thérafore, wbrk/life'imbalance may contribute to lower
‘levels Ofkmorale>(caproni,'1997)."Because most individuals
désire.alfﬁlfilling ahd prpductive life, obtaining balaﬁce
appears‘to be crucial. |

'. Wheﬁ wOrkersafeel the sacrifice to their families for
benefit‘of work is too great, morale will surely be an
eSsehtialjcost (Caproﬁi, 1997); Therefore, organizations
and‘individuals seek knowledge on balancing work and life
oufsideiof work. Books wfitten on efficient balancing of
}life aﬁd work suggést priOritization, time management, goal
Qrientation, and categorization as possible solutidns.b
However, joys and sorrows associated with family and”wOrk
- enter lives withoutiprediction or.warning; - Similarly,
blessings'enjéyed today may be gdne tomorrow. And, turn of
sventS'do not lend-themselves tdvplanning, :Wise o
individuals understand life is emotional, haphazard;‘and
: uncontfollable (Caproni, 1997). Therefore, thé idea'that
:Workvand life:must bé‘balanced mayibe an erroneous
‘.assumption;' Tryihg tobachieve balance mayvprdduce’mbre
tension and subsequentlyvundermine succsss ia both domains
: df’family‘life and work; |
ThevbaSis forvwork and nsn—work domain interaction is

pbased on the importance of each, effort devoted to.éach,

18



and mﬁltiple roles‘individpaisihold (Cohen, 1997) .
individuals have éxpectations‘regarding abpropriafe
behavior at work aS‘Well‘aé away from work. For many, the
non-work domain contributes to the workplace. fhe -
spillover model asserts non-work related.experiehcés'Carry'
‘over into the work domainvand affect attitudes and

. behaviors there (Naglé, 1995).. The'spillover effect'étems
from a.tranSference of beliefs, attitﬁdes, and values
learned‘iﬁ oﬁe setfing to ahothef. Reseérch findings
indiCéte‘the spillover‘hypqthesis to be én accurate |
phenomenon (Nagle, 1995).  Rather than competing,vwork and
non—work'involvement interface to provide both job and life
satisfaction.

There appears to be little doubt that non-work
participation'influenées’work activities (Cohen, 1997) .
Possibly énrichment from non-work resources increases
individuals7 capaéity to meet work demands, increase
individual value td the employer, and increase a sense of
personal competence. Also, effective ching strategies
used in nén—work environments may have a positive effect on
work experiences. In addition, employer—based family
support such as child care and flexibie work schedules help

to facilitate workers’ abilities‘to cope with non-work
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demands. Such supports:also promote individuals' Qork
‘performance and -commitment. As attitudes pesitively,and
effectively interface betweeﬁ‘work’and non—WQrk inFChild
Protective Services agencies, morale levels may‘iﬁcrease.

| Caproni (l997l'suggests happiness at WOrk and outside
of work becomes the responsibility of both‘workers and the
.agency. Of increasing importance in the agency today. is
.managerial knowledge and practice. Superiors who develop
ability,te work effectively and empathically with workers
in job roles’promote{agency commitment and morale. 'And,
individuals with-commitment tovtheirbwdrk experiehce
greater professional suecess ahd'higher levels of morale
(Caproni, 1997). ~Workers.who replace balance with
fulfillment also benefit with greater morale. The logieal—
.rational approach to a balanced work/life may be replaced,
with an aesthetic perspective described as a “feeling ef
beauty{” ’Beauty; not.balance,‘is a very worthwhile guide.
.te,life.and an essehtial perceptual shift that may ﬁake all
the difference in indiVidUalsi.feelings of happiness and
leVels of morale in the agency as well as at home (Caproni,
l997). Pessibly a mdre satisfying home life and job are
the rewards of individuals with self—determinatien and

intrinsic motivation.
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Imnortant characteristics contributing_to levels of
morale are individual feelings of reward, self-
determinafion, aense of‘purpose( and intrinsic motivation
associated with work (Gagney et. al., 1997). The enjoyment
of‘work and the work atmosphere promote feelings of
competence and autonomy, and are important characteristics
of morale. High levels of morale and feelings of
competence are found in six jobvdimensiOns: a) skill
variety, defined'ae thevopportunity to use ﬁany skills and
talents at‘work; b) task identity, defined as the
opportunity to identify a‘whole piece of work; c) task
significance, defined as the recognition that,a job has
impact on others; d) autonomy support, defined as the
opbortunity for freedom, independence, and discretion; e)
Jjob feedback, defined as the informationaabout ones’
performance_obtained from job activities; and f) feedback
from agents; defined as information about one’s performance
obtained from supervisors and co—workers (Gagne, et.'al.,
:1997).> And,'morale tends to occur more aa,a‘result of
internal locus'of control (Majumder, MacDonald,‘& Greever,
1977) .

'Researchers stuinng morale hare‘found individuals

with internal locus of control are happier in their jobs,
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have more positive attitudes toward work related variables;
such as co-workers, supervisors, and»clientele, and perform
at higher levels of functioning in their jobe (Majumder,
et;‘al., 1977). Individuals with internal locue of oontrol
tend toward greater self-reliance and believe their success
is determined by their own efforts, abilities, and skills.
Inrernal locus of control‘orientations are empowering.
IndividualS‘With internai‘iocus of-control use more
persuasive and resourcefdlbabproaches in solving problems
with‘co—workers. Conversely, individualsiwith external
locus of control believe,their success 1is controlled by.
fate,‘chance, luck, and powerful others (Majumder, et. al,
1977). Those With external locus of control_do not try to
better their circumetances. Possibly individuals with
internal locus of‘control have higher levels of morale.
Therefore, locus ofbcontrol among Child Protective SerVicee
workers may effect levels of morale.‘ Morale may also be
influenced by work performance.

Morale has been found to be positively correlated with
WOrk performance (Paul & Gross, 1981) . Researchere found
performance,'productirity,‘and morale may be increased by
means of.organization development techniques. And, Work

performance reduces turnover rates through positive
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“,}hbétween low levels of turnover

'”{fthelrfclientsnneednthem/vfeelrngSfoﬁ;frlendShipdhetween]poeff!ﬁd1t'

 workers, and interactions between workers and supervisors =

‘when st essful.events ocCur;} Levels,ofmerale wereﬁl"

'~lnCreased rn organlzatlons 1mplement1ng 1nterventlons

:"L*concernl g;people and processes rather than technology and},fw

.{“f5organlzatlonal_structure (Paul & Gross, 1981)

L Inter

lhjd;or profe581onal development (

’entlons concernlng people and processes may be

.ﬁ?descrlbed as c1tlzensh1p behav1orsr

t:;l;acts not dlctated by job requlrements and promote effectlveg L

vffunctlonlng of the organlzatlon (Podsakoff, Ahearne,
'gMacKen21e, 1997) g Cltlzenshlp behav1ors are descrlbed as
-daltrulsm,fcourtesy;jcheerleadlng, peacekeeplng,

’gsportsmanshlp,'01v1c»v1rtue,_and con501entlousness E

V»Cltlzenshlp behav1ors 1ncrease morale through belng aspects">

",_of helplng ThlS occurs W] en'a”worker encourages a. ’f%}f?»”'

ufv;worker who 1s dlscouragedwabout hlS or her accompllshments

Sodsakoff, . al ﬁ 1997)

j*pﬂMore establlshed knowledgeable workers may teach co—i7”;_t’d”

Cltlzenshlp behav1ors are Voluntary, discretionaryf5{;ﬁ¥f"



workers-and work groups vafioué “tricks‘df thé trade” and‘
help‘with‘wofk related problems.

Work groups that contain similarity ofvgeﬁder, race-
eﬁhnicity,‘and ténure are found to have greater;citizenship
~ behaviors among Co—workers‘(Riordan & Shore, 1997).
Similérity between individuéls typically leads to more
frequent communication, high social integration within a
- group, and group cohesion. Citiéenship and helping
behaviors are expected‘to foster group cohesion, contribute
to the attractiveness of the work place, and fhereby’
enhance morale (Podsakoff,’et.-al., 1997) .

Current research indicates citizenship behaviors
enhance morale in the workplace, therefore it becomes
important to understand the ramifications of the abseﬁce of
citizeﬁship behaviors. Citizenship behavior withdrawal
typically begins when a wOrker'begins‘to experience
feelings of unfair treafment by supefioréi(Skarlicki &
Fnger, 1997). When workers deem organizational decisions
and managerial actions as unfair and/or‘unjust, affected
Workers may experience feelings of outrage, anger and
résentment. There éppears to be an association between
perceptiohs of fairness and retaliation. Workers who feel

exploited are more likely to engage in acts against the
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organiration such»as‘retaliation and‘resistant;hehaViors.
As workers’ perceptions offunfairness grow stronger;
workers feel more dissatisfied and behaviors that appear
retaliatory become more frequent (Skarlicki & Folger, -
1997). | | |
Dissatisfied workers may react to thefperceived‘;h
injustice through negative behaviors used to punish the:-d
organization and those who infiicted-the injustice
(Skarlicki & Folger, 19975. Many'retaliative behaviors are
covert and sabotage effective organizational functioning_as
manifest through Withdrawal of‘heiping behaviors. |
Retaliation may become more dangerous,and/orraggreSSive as
'manifest through acts of vandalism; theft; and Violence.‘v
To counter workerdissatisfaction and negative, retaliative
‘behaviors researchers suggestvorganiZations engage in‘fair
formal procedures. Decision—making procedures need to:be‘
consistent, unbiased; accurate, correct,’representational,
and ethical; ‘In the presenCe of‘fair procedures, workers
tend to accept responsihility for their problems and'levels
of,anger and resentment diminish (Skarlickiv& Folger,
1957). Supervisors who are known»to be considerate of

workers’ needs and respectful of their dignity, andeork tod
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ensure‘fair treatment of workers increase likelihood of
morale in the organization.

In most organizations and in Child Protective Sérvices
agencies,‘workers perform varioué‘job—rélated tasks. In
bdhild Protective Services agencies, individuals work
fogether in’blendéd_qnits,,and mémbers of thg unit work
diosely one with'anothe;vin an interdepeﬂdent‘faShion'
(Pritchard; Jones, Roth, Stuebing, & Ekébérg,>1988).'
Working cloéely'with co-workers may produce cohesioh as
well as foster problems. In the paSt,_group interventioné
typically included feedback and goal setting. In the
1990s, research findings have ihdicated a positive
correlation between self—heip groups and low levels of job
bﬁrndut (Medvene, Volk, &'Meissen, 1997) . ‘Researchers'of
seif—help theory have begun to identify bgrnout‘and | |
exhausfion as one source of group instability. There
appears to be higher levels of emotional exhaustion and
depersoﬁalization when workers perceive an imbalance in
their relations with co-workers. And, researchers found
burnout was high among Child ﬁrotectivevServices workers
with burnout relatinQ.to organiiational féctors (Raukﬁié & .
Koeske,>19§4). Former United States Surgeon General C.

Everett Koop has recommended that “self—help” groups be
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included in policy and practice of governmental and‘non—
governmental organiZations (Medvene, et. al., 1997).
Self-help groups help to initiate balance and
reciprocity among relations (Medvene, et. al., 1997) .
Balance and reciprocity are associated with perceptions
that each of the parties in avrelationship is-benefiting
equally well. Workers’ morale may increase when an
individual feels he or she is getting back about as much as
he or she is contributing. Self—helpygroups also support
communal‘orientation within an organization. Communal
orientation in an organization was negatively correlated
with‘burnout and exhaustion levels‘of workers (Medvene, et.
rai.; 1997). Possibly self-help groups may increase morale
among workers. Self-help groups may work more effectively
»for individuals with certain personality»characteristics.
Personality may affect morale (Holt, O’Connor, Smith,
Gessner, Clifton & Mumford, 1997). An individual’s
personality and/or a perception of another’s,personality
may cause problems‘in the workplace. There is a human
.tendency to attribute people with stable perSOnality
traits. And, people tend to assume personality causes
‘behavior rather tnanksituational influences. Because

individuals use schemas to frame perceptions, personality
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”traits may strongly influence how workers perceive co-
workers and snperiors (Longres, l995). Personality may
facilitate or.inhibitvcertain»behaviors. »Snpervisors and
workers may view otners in the organization according to
perceived personality traits (Holt, et. al., 1997). For
example, a negative and cynical vieWpoint of others may
result from perceptions of dishonest personality traits in
co-workers. And, workers may view supervisors as power
seeking, narcissistic, and selffaggrandizing.: Personality
components may unravel morale‘in‘an organization.
Therefore, decisions regarding behavior need to be based on
situational information and not personality.

| Short term situation effects may have impact on morale
levels (Litwin & Stringer, 1968). On a daily basis,
important events occur at work that may effect morale. How
workers perceive the event is important. Equally important
is the behavior of»the work group When the‘event occurred,
workers’ feelinds associatedwith the event, and how the
event effected'workers individually. Morale dimensions
incorporate various needs of workers. When needs are met in
tne workplace, morale levels increase. - Some of tne most.
important worker needs have been identified by researchers

as follows: need for achievement, need for affiliation,
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need for pOWGI? communicatiOn channels, deieggtiOn_of 
reéQOnsibility,,performanée appraiSal, reWard‘and_ |
’punishment, felétionShipS, warmth ahd supﬁdrt,
1organizati§naljhiefarchy;‘spécified'taéks, workér.skillé,
wage anleage‘growth, tenuré, and phyéiéal locatioﬁbéf the
H_organizatién_(iitwin &,Striﬁgér, 1968). Outcomes on ﬁet‘ 
needs tend'to:be higher ievels of.morale (Litwin &
Stringer, 1968; Good, 1994).
| Throﬁghout the.research on‘morale, findingS
vcdnsisfehtly indicate influences'of management on worker
moraie. Many:books have been Written_on the subject Of'
management styles and techniques.‘ In}a nﬁtéhell, manageré
must remember to manage with a heart, and leafnito make
workers feel appreciated (Good, 1994) . Positive
supervisor/worker relations are esseﬁéiai if an
:‘organizatidn‘is to fuﬁction ét an optimal level wifh high
‘morale levels among éll éﬁplOyées. Thefollowing’is.é
simplé'iist df behaviors effective managers use to foster
. worker’moraleb(GOOd,}l994);

Talk to workers, learn their names, and treat them as
© individuals. ' ‘ ~
Show interest in workers’ personalvlivesQ
Provide support or counseling if needed for personal
problems. ' o _ '
Be concérned about personal tragedies.
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Listen to workers’ ideas, give credit for ideas, and use
workers’ ideas. :

Provide a safe, attractive, comfortable, and clean
workplace. :

.Eat, relax, and share stories together on breaks.

Create an atmosphere of safety and trust.

Be loyal, treat workers with respect and avoid favoritism.
Orient and train newcomers. , : :
Be concerned about workers’ needs, allow flexibility for
special needs. : ' ‘

When work is slow, send workers home early. -

Allow creativity in getting a job done.

Be a mentor, respect workers’ feelings.

NEVER belittle a worker. o

Treat workers with honesty and fairness.

Be clear in expectations, set limits as necessary.

Give lots of feedback and praise, especially worker
improvement. '
Specifically state criticisms, give encouragement and work
on solutions together. :

Allow workers to correct errors.

Avoid dwelling on the past, forgive, forget, and move on.
Remember humor goes a long way, and take care of yourself.
Apply the golden rule: do unto others as you would have
them do unto you. '

,Merale has been studied over the yeare to determine
the»best and most effective ways to improvebworker
productivity, absenteeism, lateness, and personnel turnover
(Benge & Hickey, 1984).‘ Morale research links sense-of
echievemeﬁt and fulfillment in the job. Also, morale
sﬁrfaces when there is a spirit of harﬁony between‘

‘ ce—workers. It appears to be‘management’s'responsibility
te see that-eo—workers are‘satisfied and that morale is
high; ‘When workers believe superiors are truly interested

in what they think, merale‘is raised. Maintaining high
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-f,moralefis*a~c0ntinuousfjobksupériors'mustﬁaddreSSl"Tordof~
,nthlS, management may conduct regular formal or 1nformal

,fsurveys to gather data, talk to workers,,llsten and

"‘ffvalldate‘workers feellngs, and address ex1st1ng problems:[y

”L'ln a tlmely manner (Benge & chkey, 1984)

RESEARCH DESIGN AND METHOD

"fiPurpose‘of the Study :p:]fyﬂfV
| The purpose of" the current study e?amlned‘morale
:u:;leyels‘among the Chlld érotectlveServ1cesagency’ofthe}lrlv
'h_hDepartmentoof*fuhllchocral,Servrces.1nuSangBernardlnqothy”
“County : A'ﬁofalé'studyMwas*caﬁduétéa“aﬁangfadsamplinglbf'.lt°
”“ifsoc1al workers‘employed 1n two’Chlld ?rotectlve Serylces.
v‘;offlces.recognlred as San Bernardlno Mlll Street and» |
5 Vlctorvlllen Both closed ended and open ended‘questlons‘
l’f!pertalnlng.to moralevwere answered‘F The current study aﬂ]~
aenfproposed‘morale would be hlgh 1nnofflces wlth superylsoryl,
‘Jsupport ‘and superv1sory valldatlon; 1ncreased wage: and iii'c
‘3promotlonal opportunltles,ycohes1ve co- worker relatlons,;:'°:
v.lproportlonal work and non worknact1v1ty.balance;l afety and
J;%aesthetlcshofvthe,physlcal2off;ceaenvlronment and'theawyhb
’_;personalfbellefs;eyalueseand;hehaylors.ofilndiyidualv;i»7
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The current study used a post p051t1v1st paradlgm

(Rubln' & Babble, 1997 >.'"/lpo:sts-—pos1trl,vql.stf_~r,.es‘earch:;
ﬂﬁflempha51zes object1V1ty, prec1s1on,iand7§eneralizability§ﬁ

"7f;;Post p051t1v1st research seeks to verlfy causallty through

.iﬁVattempts to sort out what 1s really caus1ng the effect

”TdiTherefore,“the post po51trv1st paradlgm 1n the current
‘dstudy‘used a comblnatlonﬂfor quantftatlve and qualltatlve
'heresearch methods‘w‘Quantrtatlve methods were emplrlcallyw.

'lffbased‘and;utrllzedgstatlstlcaloanalysls;;'Qualltatlyegyfdryf”f

© metnods were exploratory in nature and tended to generate

”‘ﬁ;inew?ldeas‘forffurtherctestlnd;: ﬁslng post p051tlv1st

"fgrégéérch”iﬁ the.current study necessltates repllcatlon tobdﬂu

;}igachieyelreliability'andsvalidity (Rubln &‘Babble,‘l997l

>:i:?ﬁoweyer; uslng the post posltlv1st paradlgm allowed the. i

‘1’7researchergto;extractgpartlc;pantsﬁ;owng;deas,as,touchfﬂ"

'}fhhcontributlng‘moraleffactors;’jfyfﬁ

h'f_Part1c1pants fwf}l“'d‘

Part1c1pants were recrulted from the Chlld Protectlve fiftr

"y;agency~rn'Saanernardlnovpounty Approval to

rvey Chlld Protectlve Seerces employees was recelved
“«from the Department of Publlc 8001al Serv1ces,.Deputy
syHDlrector Gary Null (see Appendlx G) ' Flfty elght Chlld

"ﬁ‘VProtectlve Serv1ces soc1al workers volunteered to
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~ participate. Participants were culturally,diverse males
and feﬁaiés. All participants were employées of thg
Depértmeﬁt'of‘Public SocialvServices, Child Protective
Services Agency, in San Bernardino County. Particiﬁantsj»
- were recruited froﬁﬁSaﬁ:Béfnardino Mill_éﬁreet and'v
Viétorville offices. Ail participants Wére treated‘in

5 accordance with the “Ethical:Principles of Psychdldgists
andeode of Conduct” (Améfican Psychological Association,
1992) .

“Instrument and Data Collection

Data was collected.thrOUgh Questionnaire. The
questionnaire was described a$ a self-report scale. A
self-report scale is a source of dafa iﬁ which all
participants respond in wfiting to the samé lisf of written
‘statements or questions thaf have been devised to measuré a
particular construct (Rubin & Babbie, 1997). The self¥
report scale for thé current study measured factors that
may contribute to morale in'Child‘Proﬁective Services
offices.

Thé questiénnaire_consisted of two sections. The
first section asked‘demographic information and was titled
“Demographic Information” (see Appendix A). Demographic

data included gender, age, marital status, ethnicity,
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income levél; level of education, academic degree, liceﬁse,
location ofvemployment, length of‘employment at‘current |
loéation, and position title. The’second_seétion:inclﬁded
both cldsed;ended énd open-ended questions and was titled‘
the “Morale Scaie” (See Appendix B). The closed—ended‘
Quesinns inCluded 38 statements‘rétéd on a Likert scale.
The Likert‘scale‘ranged from 1 (strongly disagree)vto 5
(strbngly agree); A samplevstatement was “I feceive
'positive feedback froﬁ»my supervisor.& The questionnaire
galéo inc;uded.eight open—ended questions. Queétioné wefe
ansWefed'in pafticipants’ own wbrds. A sample open—ended"
questibh was “What do you thiﬁkvcontributés to the morale
in your office?” The morale scale was dévised specifically
‘fbr‘the-current study by the researcher in consultatién
with the faculty project advisof aﬁ California State
University, San Berﬁardino. Thé résearcher used currentr

, research’literature on moréle as a basis for the morale
scalé. »fhé-survey‘helped identify mOrale contributoré‘for
Saanernardino.County Department dbeublic Social”Servicés,
';Child Protective Services.agency, but‘héd limits to
genefélizability for ofher coupties, depértmenﬁs énd/or

agencies.
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Strengths and Weaknesses

Theré are‘strengths and weaknesses in using a-éélf—
report scale in a‘research study. Strengths include:
survey questionnaires are relatively simple tb complete,
large amounts of information éan be gathered in a ﬁniform
manner, and a large sample populaﬁion can be,surveyed‘in a:
‘short span of time (Rﬁbin & Barrie, 1997). Weaknesses‘ 
include: the résearcher.is not available to answef |
questions, some questions may be left unanswered, and
relevant issues may be missed due to pre-selection of
‘questionnaire items by the researcher (Rubin & Babbie,
1997). |

There were both strengths and weaknesses in using the
self-report scale devised specifically for the current
study.  The self-report scale‘alloWed items to be
constructed thatvreflected the problem addressed by the
study (Rubin & Babbie, 1997). In the éurrént studjf the
self-report scale reflected morale in Child Protective
Services offices. The findings from the self-report séale
were applicable to the participants who answered thé survey
questidnnéire. The study was generalizable to Child

Protective Services offices in San Bernardino County.
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The Strength in‘using the self-report scale Was
:weakenedbdue,to the scale not being an existing scale and,
therefere_was'untested for reliability and validity. Using
'exieting seales eliminates the uncertainty ef reliability
‘and validity (Rubin & Babbie, 1997). Reliability and
talidity are generated from consistent’test and retest
answers over time. Reliability refers to an instrument’sv
censistency, predictability, stability, or accuracy
(Erlandson, Harris? Skipper, &iAllen, l993)! Reliability
is established through replication aad is.a preconditioh
for talidity. Validity refers to truthbvalue (Erlandsoﬁ,
et. al.) 1993) . Validity indieates the eXtent to which an
instrument actually ﬁeasures what i1t proposes to meaSure.
In addition, exieting instruments are cost effective and
readily accessible. Another‘weakness in using the self-"
ireport scale for the current stﬁdy was, generalizability to
populations other than agencies‘of San Bernardino County
Department of Public Social Services was hampered.
Erocedure

'Participation in the current study was VOlﬁntary. A
manila:envelope was plaeed in each Child Protective |
.Servicee worker’s mail box in Saﬁ Bernardino Mill Street

and Victorville offices. The manila envelope was labeled
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l.“survey , EaCh manila*envelope contained an informational

'rfletter'(see Appendlx C)}'a!morale"survey‘w1thhan;atta¢héd;ff59"

<ﬁlnf9rmed-consent‘f°rm isee Appendlx D) afdetached>?*’

"Vfdebriefing‘statement (see Appendlx E) and a bu81ness 51zedfwru»h

7f;wh1te envelope The-bus1ness—51zed'whltéyéhvelopeﬂWaSﬂusedif

as a return envelope and was labeled and RESKmDmHVTO

vFHRATHRYN SINCLAIR‘SW INTERN,’SPECIALwSERVICES.1 Upcu1 operulng the‘f’"""'n

‘”_*packet, the part1c1pant read and marked the 1nformed

“':}consent w1th an X The part1c1pant then completed the:f;ﬁfytv”

‘MTSurvey The survey took approx1mately 20 mlnutes to
'h7_complete Upon completlon»of“the*survey,,the part1c1pant
hhplaced the survey and the attached 1nformed consent 1nto a ;f

N bu81ness s1zed whlte envelope and sealed the envelope viThén

whpsealed envelopes were malled to the researcher through the fi”'t

:y San Bernardlno County 1nter offlce mall system 5}]’3"

'gnPart1c1pants were not mandated to answer the survey w1th1n.fvu‘v

"fa spec1f1c tlme frame and answered questlons at thelr

.‘fEnvelopeslwe efcbllected OVer¥aVPeI19@'0f threef“

© weeks by the researcher only.

"*~QQProﬁection?of=HumanﬂSubjeCts’ff'" e

'{?ﬁorfaThe’currént;studyzreceiVédhthe'approvaliOf,theﬁ"k:'
 Department of Social Work Human Subjects Committee, under

authority of the Institutional Review Board, California



http:authority.of
http:approval.of
http:conse.nt

State Univérsity, San Bernardino (see Appendix F).'
Adequaté efforts were made to insure confidentiality of all
ﬁérticipants. To maintain the confidentiality of
participants, pefsonal namés were not placéd on the
compleﬁed studies. Ah_informed Cénseht‘fgrm was attaéhed
to,the survey. The:ihfoﬁmed cénééﬁ£ deséribed the purpose,
procedures, risks, and Eenéfiﬁé of}pérticipation inlfhé
study:and requested‘thé participant acknowledgev
pafticipation‘of the survey by‘signing the surﬁey’with an
X. Thefe»were no.anticipated_risks as a‘result'of'
“particibation'in this study. The signature of the
partiCipaﬁt aé marked by an X was‘uséd‘as evidencé that the
participént gave his/her conséntband had én understanding
of the nature of the study. In spite of efforts, -
confidentiality prbbiemé”éxisted.

 Problems with éonfidéntiéiitypossibly,occurréd_as a
résult of human error.  Pr6bleﬁs,§ossibly.resulted from -
‘pqrticipants failing £o place completed étudies‘in return
veﬁﬁeiopés-and immediately>sealing the envelopes{ Unsealed
- studies ﬁay have been left on partiCipants} desks within
‘View ofvoniookers., PafticipanfsireéeiVed a debriefing
statement With the teiephoﬁe humber'of the-facﬁlty projeét

‘adviser at California State University, San Bernardino.
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Participants were able té contact»the’project adviser to
obtain information about the project or discuss the survéy}
The survey and signed informed conéent forms were collected
‘énd sfored in‘a‘locked béx at the private residence of the
researcher. TWhen anélYSié éf fheysurVey was cémpieted
 informed cqnsent and surveys Werevdestrdyed. | |

Data Analysis

  The‘focus of the current study was to determine
factors that contribufe tovmorale in the Child Protective
Sérﬁice$ agency'in San Bernardino County. Data was
‘ analYZed‘througthuantitativé and qualitative methods
(Rubin & Babbie, 1997; Strauss & Corbin, 1990).
Quéntitative analysis was the product of empirical‘research
éf whiéh the current study was a part (Strauss & Corbin,
1990) . Quaiitative'reseérCh methods measured thebretical
interpretations of the current study. Simply stated, |
quanfitéti&e_analysis measured numbers and qualitative
analeis>measured ideas. Quanfitative and qualitativé
methods‘WOrked together in the ;urrent study. Qualitative
methods clérified and validated quantitative data‘(strauss
& Corbin, 1990). |

- Using qUantitative analysis, the current study used

déscriptive statistics to analyze data collected from a
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Selerepqrt scale on‘morale.‘Qbescriptiﬁe'S£a£istics is a
method for presentinquuéntitatiVe deséribtions in é
manageable fofm (Rubin & Babbie).” Descriptive statiStiCs
computed frequeﬁcy‘diétributions usihgvthe Statistical
Software Package for Social Sciences (SPSS) for
dengraphiCS characteristics and 3é quantitative response
iteﬁs on the

Self-report morale scale.

Qualitative énalysis>Was fequired for the eight open-
endéd questions on the self-report morale scale.
Qualitative analysisboccurred through coding of similar
phrases and words derived from the scale (Strauss & Corbin,
1990) . - The prbcess involved the “grounded.theory” or the
gfouping and éomparing of similarities'and différences in
résponses. Grounded theory, or qﬁalitative analysis gave
v intficaté details of morale that were diffiéult.to convey
with_quantitative methods only.

- RESULTS
-.‘Thé purpose of the current study examined morale
lévelsiamong the Child Protective Services agency df’the
Departmént of Public Soéialeervicés in San Bernardinb’
County. A sampling of social workers from the San |

Bernardino Mill Street and Victorville offices was‘taken.
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‘Approxiﬁately.225 surveys Werévplacedvinvtﬁe two Child

, PrétectivevServiéés~dffices. ‘Findings‘reveaied fhefé‘Were
’58.participants7who responded to the foliéwing research
areas:'demqgraphics,ianrmatiOn and a méréle scale Which.
reQﬁired'bbth quantitétivé and qualitative‘participant
repOrting; Qualitative reéearch‘fesults supported‘
quantitative'research findings“on'morale’lévels in San
Bernardino'Mill Streét and Viﬁtorville‘offices. The
enclosed tables refleCﬁed'the:cu;fent‘réseérth findings.
The analysis of qﬁahtitétiVe déﬁégréphié Characteristics»
data was présented féllbWéﬁ by the‘énalysis.of qualitatiVe‘
data. An elaboration oflfhe fesults was found in the

discussion séction of the current study.

Quantitativé Anélysis

‘QuéntitatiQevahaleié,included demdgraphics
.ihformation énd closedfénded qUestiohs from the‘morale
SCale.  The'quantiﬁative demographics were divided»into l1
categqrieé. Demographié‘categéries énalyzed: gende;, age,
mafital stétus,,ethniciﬁy, ihcome le&el, lévelfof 
veducation;rdegfee,iicénse,'emp;oymént‘loéation, length of

‘ employment”ih;location,‘and position title.
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”3:JDemograph1cs for Gender_ofuPart1c1pants dfa”“'u

'F»_;ajorlty’of them

prtl,lpants were female (44j;n5,3f;5 .

,7whlch’represented 75 9 per entfofk he‘part3c1pants (fu&ﬁf&ht”

: wnof therpart;c1pants

77,Tab1e 1.

ZL' Male

partic1pants represented 24 1 percent -

Demographlcs for Gender of Part1c1pantsv”

Cumulatlve

"'Percent

f'n_wMale

‘vrlg24}igh

24,1

Female

"1oojo*

Total,*;gﬁﬁ, 100.0

H“UfQ;Demographlcs for Age of Part1c1pants.*h

"ffplwthh represented 1 7 percent of the part1c1pants

fﬁ Of the 58 part1c1pants, lO 3 percent (6) Werewbetween"

. fthe ages of 21 30 (see Table 2) The hlghest category forli;

'fhage demographlcs was represented by 32 8 percent of the ”ld,“

_ part1c1pants (19)‘ whlch were between the ages of 3l 40

'vThe second hlghest category for age demographlcs was

f*":represented by 29 3 percent of the part1c1pants (17) whlch?tf:ﬁ

>i{nwere between the ages of 41 50 ‘ In the age range between'w'h

hv51 60 part1c1pants‘(15)'represented 25 9 percent | “hel'i

ﬁ“g;gydata revealed only 1 part1c1pant was over the age of 61, 1ﬁ7v*'*




,,Table_Z.:Deﬁographics for Age of Participants

Frequency Percent Cunmulative
’ : - ' ' percent -
21 - 30 16 - 110.3 10.3
31 - 40 19 1 32.8 43.1
41 - .50 17 29.3 72.4
51 - 60 15 25.9. 98.3
1 - 1.7 100.0

Over 61

| Demographics;for Marital Status of Pérticipants

~ Of the 58 participantS/‘50;O'pérCent.(29) reported

they‘were married (see.TableSB): -Less than one—quarter of

the'participants‘(Q) reported théy'Were single, which

representéd 15.5*percent. Less than one-half of the

‘participants (18) reported they Wére'divorced,'whichz

’repfeSented‘BiLO“percent.- The data'revealed‘Zlpartiéipants

1'were‘séparated, which represented‘3.4_of the participanté '

Table 3. Demographics for Marital StatUs_of PartiCipéhts

’ Cumulative o

Total .

58

| Frequency Percent
o 1 - ' Percent
Single 9 . . 15.5 15.5
Married 29 50.0 65.5
Separated 2 3.4 69.0
Divorced 18 31.0 100.0
100.0 ‘ ‘

' Demographics fdr_Ethnicity of Participants

Oof the 58 partipipants, 56’revealed,ethnicityu(séé

Table 4). Thé,data reVealed‘the majdrityﬁ_72.4 percent of
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ﬁhe pérticipants were Caucasian (42). African Americaﬁ
participants (7) Were répresented as 12.1 pércent.
.Latin/Hispanic participants (6).wére represéhtéd'as 10.3
percent. The dafa revealed there was one Asian American
participant, which represented 1.7 percent of the
pérticipants. Two participants failed to réveal their
ethnicity.

Table 4. Demographics for Ethnicity of Participants

Frequency Percent .| Cumulative
‘ ' ‘ Percent

African 7 ' 12.1 12.1
American -

Latin/Hispanic | 6 10.3 22.4
Caucasian 42 72.4 94.8

Asian American |1 - 1.7 : 96.6
Blank 2 3.4 100.0
Total _ 58 100.0 -

Demographics:forrlncome of Participants

Of thé 58 participants who responded‘to demographics
fof income; the‘majority,was'répresented by 39.7 percent of
the participants (23) in the $40,001—50,000 range. In the
,$30;001—4Q,000.range, income was represented by 1§.O |
. perceﬁt of the participants (11). Eight participants
earned income in the‘$26;001—30,000‘rangé, which
réﬁreseﬁtéd 13.8 of‘the pa#ticipanﬁst In the highest

income dategory, 12}l percent of the participants (7)
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‘“éérned"income’over:$60fOOpLdbSixﬁparticlﬁants’earned]inCOneﬁvv
h'ln”the $50 OOl 60 OOO range,_whlch represented 10 3 percentdfﬁjv‘
hof the part1c1pants : And, 1n the lowest 1ncome category,~

‘3 4 percent of the part1c1pants (Z)iearned 1ncome 1n the

“$1O OOO 20 OOO range

ﬁ'Table 5 Demographlcs for Income of Partlc1pants

1 Frequency‘hPercent‘ Cumulatlve
R B ‘Percent fw":

f$1&;0003+120;000"’?7s~'f12*~f‘i.fﬁ__3;4 3.4

20,001 = 30,000 |8 |i3.s _ [17.2

530,001 - 40,000 - |11 19,0_(.,V.36,2-bﬂf

'$40,001 - 50,000 -~ 23 3907 :75_.9;'.',

$50,001 - 60,000 |6 |10.3  |86.2

over s60,002 ~ . |7 . |12.1 98f3&t};_pl““'

‘b",Total — |58 [100.0

"fDemographlcs for Level of Educatlon of Part1c1pants-ﬂ"
Of the 58 part1c1pants,v56 responded to the_gfffﬁﬁffl'ﬂ
'demographlc characterlstlc level of educatlon*(see Table

“1_3) The data revealed over one half (35) of the

dfﬂhpartlc1pants had an educatlon level between grades 17 18 fi}ff

‘whlch represented 6O 3 percent of the part1c1pants. {Thefffpcl

”"Ajdata revealed 24 l percent of the part1c1pants (14) had a

| fﬂi;educatlon level between grades 13 16 Flve of the

”1:ffpar' c1panth had an educatlon-level of grade 12 or under,

":V;Whlch represented 8 6 percent of the part1c1pants.fﬁp

.fpart1c1pants had an educatlonal level hlgher than grade 18, o

Coas



http:Education.of

ffhf:whlch repr sented 3 4 percent of*the Parthlpants'ff

vartic1pants

tfo part1c1pants falled:t,

reveal«level of-educat'

Demographlcs for‘Level!of Educatlon of

“vff~FréqﬁehCYsiiy

Percent

IVJCumulatlve;p“;jar‘t

- [Grade 12 and under |

T5 7 7

8.6

‘Grades 13=16 =

14

24 1~u»~5

132 8

| Grades 117-18

T35

160.3

T93.1

>Dh3,4,;f}!'h

96.6

;_f{gOver grade 18
| Blank ey

| 100 O

.ff Total,_,

.58vifj

1000

athemographlcs for Degrees Obtalned by Part1c1pants'@f{f}'-=

The data revealed over one half of the 58 part1c1pantspfj¢u

*]f(34) had obtalned Masters Degrees, whlch represented 58 6 JEREIN

#percent of the part1c1pants (see Table 7) The data
’*ffrevealed 12 part1c1pants had obtalned Bachelors Degrees,~:}"
‘ﬂ:*Wthh represented 20 7 of the part1c1pants The_data~*ﬁ”‘

'1;}revealed four part1c1pants had obtalned Assoc1ates Degreesu;f_"‘

g}whlch was reprfsented by 6 9 percent of the part1c1pants

cipants fa

re resentedf374ipercent‘ofﬂthe,partlclpants

W,d to reveal degree demographlcs .5

."*art1c1pants had obtalned Ph D Degrees,iWthh

And two




e 7. Demographics for Degrees ObtalnedbyPartlmpants SR

| Frequency - Percent o |'Cumulative |-
I I N O TR ey B "-.,3.3Vf“Percent""
\_rfwBabhélorSuff,*;Lza.;agﬂdvy: *120 7 oo 2007 0
S Masters ‘f;fw34,9f7<‘;>;;3ﬁ_58.6v..‘gﬂf.f'~79;3fk~ S
.b‘QAA<‘“",“ﬁuut'4?fj@tg“f i 6 9 f%ign; 89 7
o Blankﬂr“;af,ef;6%;,;*'*?:4-52.10 3 y;:;siloo,o
' ,Tdtél'ﬁ;.;f=r¢7358v,'qrgﬁ;x}*“‘ 100 o RO EE

vtéDemographlcs for Llcenses of Part1c1pants

The data revealed the majorlty, 86 2 percent of thex 8

'”3f?ipart1c1pants (5OY' : no-llcense (see Table 8) '

'f[part1c1pants had a Marrlage,;Famlly,.v

’7511 cense, whlch represented 8 6 percent'of'the part1c1pants}ffkf

*tf;Posse551on of the Llcensed Cllnlcal Soc1al Worker

“f(LCSW)/Academy of Certlfled Soc1al Workers (ACSW)yWasf:fig'jﬁj_,k

”ﬁi;Vfrepresented by 5 2 percent of the part1c1pantsf(3)f;}f-¥”"

uqifT'ble 8 Demographlcs for Llc‘f'es”ofﬁPartrc1pantsfifjfif";t”

.Cumulatlve ”jef“‘

wiﬂ;fMFcc@ e
“aﬁfLCSW/ACSW L 5
:fNo llcense ’ 50

VpercentwOffthei

Of;th 58wpartlc1pants,

;ﬁjﬁ_h

"fbartl lpants- | worked 1n the San Bernardlno'Mlll Street



f63.9 percent of the partlclpants (37)

e The data revealed the Vlctorv1lle OfflCe employedféfc{f'

JrDemographlcs for Offlce Locatlon of Partpcipantsﬁbp7-”:

'.j;]ﬁfrequency R

Percent S

.:Cumulatlve ;’j:d

: Sani?” L
S f»Bernardlno
o Mill Street

362 = o

”"‘Vlctorv1lle

"”ivTotal

[ 100.0_

]Demographlcs for Lengt_

of Employment of Part1c1pants">\“

;;dfpart1c1pants

WJ~fless than one year
'5ffpercent of the part1c1pants

'“'“current locatlon from one to two years

(17)

»fOf‘the 58 part1c1pants,

(see Table 10)

(14)

29 3 percent of the A
had been employed at the current locatlon

The data revealed 24 1

had been employed at the ﬁ ;bﬂf

Employment at the_

"Sf% urrent locatlon‘from two to flve years was represented by;;‘:

‘,;119 0 percent of the part1c1pants,(ll)

{*1:eemployment at the current locatlon wasf

Over ten years of f:f?

epresented by 13 8




. Table 10. Demographlcs for Length of Employment o#,
“,‘ Part1c1pants BT e , SE AR ‘

~ [Frequency|Percent |cCumulative |
129:3 - o - 2_‘9;.;3‘ -
. |e24a.1 " ]53.4
o l19.0  J72.4
J13.8 ~ Ji100.0
_l100.0 [ Lo

i Less than one- year 17
| One‘— two years R
" ”tTwo - five years
-~ fover: ten years
"ﬁ'Total S

¥ 'f?lDemographlcs for Employment P081tlons of Part1c1pant

'5’EraCtitibnerf(see;Eable

~ which represented 13.8 percent of the participants. Seven



ITable 11 Demographlcs foffEﬁPléiﬁéﬁt{Pdsifions;éff;};,j7““
1Part1c1pants e e ‘

-Percent

‘Practitioner T e T e T

axfxequehcy;-“Pércent.‘,fcumuiativéf?5{

| social Worker II”li'f._¥w-7“;,a:g;_. = 2.1 '6jg2f?gfsiff

[Supervisor social [ . [13.8  [st.0 |

| services Practltloner -

[Clex ii/zv. 7 iz Jes.a

other . 4. 16,9 100. oi

C[Totar " fss ]100.0

Breakdown of Slgnlflcance of Morale Scale. icdﬁ

‘ Of the 38 1tems on the Morale Scale, oneditem;f‘gll[.f
:°qnestlon nuﬁber 36 revealed 51gn1frcance atvthe‘p<l605
hlevel and was dlstlngulshed”by the Slnglevampersagdv(ls}%rfff

’“_'mark (see Table 12) ”:Thefdata,revealedle’ltems, llsted asdhld

f“questlon numbers 1,,2;ﬁ3}*8hj9;311;j12;.13;‘15;*15;g18;h2l;,T“

‘v;22,524f}26[;28,s29 31 and 34 ‘were Slgnlflcant at- the,wli.ﬁvéf"

d_ .p< 001 level and were dlstlngulshed by the double ampersand“drgh

l“(**)vmark The data revealed 18 1tems, llsted as questlon‘i(g_g

5 37 and 38 were not'31gn1f1cant.ﬂfffﬁlﬂf”

g1150{ls'na__..v_



“’fTéble*12:

vBreakdown3offéignifioanoe_OffﬁoralegScalelylylafffﬁxt

7ifQuestlon
| no.

_Question

Significance | -

’*lj#?’f?:“

_.‘”I m happy w1th the people T work f5
©lwith.

IP%;OOb%fkﬁfifhv

b“j2”f}15'

| I'm happy w1th the support staff I jilP%;Qooifffng:

f,work with.

’\.I like the work : I do

P=.000%*

‘ I feel I'm belng paid- a falr wage
.| for the work I do. Ce

|p=.059

' I feel supported by my superVISor

P=.270

'2I feel motlvated to come” to-work.

=015

I Feel ‘there. lS a p051t1ve attltudek
| in my office. : ‘ ’

My co- workers get along well w1th
| one another. : '

“‘Pﬁ;000£ffsgf

ST can talk: to my co= workers 1f I
’_have a - job- related problem. .

‘,gP:;QOQ*%ipﬁlp.p:[

'“I can talk to ‘my superVISor 1f I

[P="036

hl'have a job= related problem *'jg__f

I help my co- workers.

[ P=.000%* _

*ﬁij am happy with my work.schedule

[ P=.000%*

“|.I'1like the phy51cal env1ronment in

the offlce

P=.000%* -

hle ‘like the. communlty where theV_y
‘| office is located. : |

Te=.055 |

“13515_;_t

"My co.workerslhelp‘me.

[P=.000%*

| When there'is‘a"problem, I assessf"
‘how I may have prevented it. B

P=.000%%

;ISome co-workers are difficult to P
| work with because of thelr,qlﬂ
”?personalltles ~ :

P=.l04

T enjoy p081tlve.self esteem

— [P=.000%*

”5f;ii19wffly .

;fI feel I can. share part of my ‘
personal life with my co- workers."

‘vPéjQOG“f'vlle‘

wfléojkfb*””

| T feel like a team member at work.

|p=.008

S

_Hg.When there is a problem I tend to;
| blame others. : L v

[B=-000%*

"I:like my personallty

— [p=.000%*_

>'3l237“'“77;

H;I have the’ opportunlty to earn moreﬂ

i lncome in. my job o




“secure in my jobi .

T have one particular friend at
-;IWQrkagauf~“%wgw‘, CERLR e e A

.leZGLQﬁffffk

,fIfféeliIfmékexaﬁdifferéﬁce"iﬁxmy-‘5”" =
Colworky o e L

T feel I am: 1mportant at work

1T have a good balance between work.fﬂt'ef
‘,gand ‘home " act1v1t1es ‘ B

I3e

T feel challenged in my work

f 30

e I feel valldated for the work I do :

| I feel competent to do the work I “;r_;&

I lat work for a job well done.

T recelve llttle perks and favors

"ggﬂti_fv”
5 "ﬁ.plannlng office. get- togethers.

My office celebrates holldays by fﬂ71‘*ih

‘*ff34f‘ff'lffl receive p051t1ve feedback from: my,

| co= workers

cEE

VII receive: p051t1ve feedback from myf
'*superv1sor._;’“ A S oy

.:;36ﬁfb“‘~.l feel free' to express my 1deas to :

|y superv1sor

oo

T feel my 1deas are apprec1ated at %
|l work. R ' : o

hp;;¥Q4'fl?.th

My superv1sor manages w1th empathy

[P=.030

T pg

005*

‘FHQQualltatlve AnalYSlS

e sonal oplnlons of the 58 part1c1pants

The data

The qualltatlve data was lelded 1nto 8 open ended

juestlons llsted on the Morale Scale Wthh reflected

'"lreflected the hlgh 1nc1dence of 81mllar response oplnlons_nyi_'c

Mdﬁbykthe‘partlclpants and dld not reflect part1c1pant

“3fj_responses that were 1solated or few in number

-

Therefore;

lthe;reSults of*the,qualltatlve»analys;s~was notgaqcr7iﬂf




éxhaustiVe‘represehtaﬁioﬁ df the participants’ résponsesv
'-vaégarding morale.

o The_analysis of.the participéntsf respbnses revealed
' 'several themes which were catégorized-aé;7moraleleVel,

| sﬁﬁef?isér’support, CQ—WQrker Support, pay‘éndvprqmqfioﬁs,
office.SOcial éctiVities,léoﬁputer fraihing,'evénv‘ e
distribution of workiresanSibilitiés, safety concefné,

. lawg‘and coﬁrt, bureaucfacynof.the Deﬁartméntjof-Public
SoCial Services, office ioéatién‘and:higﬁiiﬁéidencekof;
CaSéloéds. Several pérticipanté'failéd talrespond.tbvsome
or all of thé épen—ended questions. :Results of'the;
qualitativé data'werévcategorized and‘revéaled thrbugh_

tables and/or discusSion below.

QUesﬁion'NQ. l:vHow‘do you feel theb?erélinmorale §f.your‘
officéfié?

v,PartiCipants réVéaled.office moraie’leVels to bé -
‘ eiﬁher ibw br_high (éee Table 13).

Table 13. Office Morale Levels

‘Léw ‘ - |High - | Total

[Morate 125 29 RS




,“Questidthb§12§TWhaf“qbfyou ﬁhink'éOntribﬁEeS tofﬁhe.méraléi;'"M

~ in your office?

~ participants expressed low office morale contributors

%o be lack of support by supervisors, lack of appreciation

 »$§£Viq§$/CaSéMéﬁégeﬁentfsisféﬁ“fCWS/CMSj}ﬁéhd:safé£yf). :
issues. Participants revealed nigh office morale
v"“Céﬁfribﬁ#b£é ﬁ§ be suppor£i§e §ﬁ§e£vis$r$; éﬁ§p§rﬁi§ejCof,~ 

.workers, and office location.

?1Qﬁé$ﬁioh_Nd:_§f~Hdw:Qouid you}rété yéﬁf owh.p¢r$6héi"?fu
 ‘ﬁ6rélé?? - , T T SRR

| j .Participants'révéaled'perSQnai~m§£ale in'thfee“  v  
,]Cgtegories:_lqw(iéverage_aﬁdfhigh:<seeTgbie"i4).f*

Tabj_-e' 14 g ;Berspna_]_' ‘Morale LeV_elS"‘,.‘_"_

LOw;-_AVefage' High | Total. |

[Personal Morale |10 |23 |15 |48

"f.fQﬁeStiéﬁ Nof43‘Whatfd5 yQﬁ.thihkvbdﬁtributés'to y6ﬁ£j"

 _¢ﬁrréﬁt lévellof;morélé? 
"17'f}Partiéipaﬁtéféﬁprésééd*curfent leveis‘of'moraléitojbe-

vf]éiﬁhéfinWJorfhigh.gfLQW‘level'mQralé‘cbntributérsfwerév'1"”w



. supportive supervisors, and a

. activities. e o

“;l;;yoﬁr-offiéé?*fiffffwmﬁ’w

‘f'fnfbe lack of support by SuPeersorS'

'7ﬁ_fwork respon51blllt1es, bureaucracy ofithe Department of

'H“ffltralnlng 1n the computer system (CWS/CMS):fcoéwor}er:

‘:?LfcurrentxleVelfof~morale?%'f}7

| *,aﬁduéat”sbur_aucraticf

*wrevealed ‘as- lack of support by superv1so" hlgh caseloads,?f

,dlfflculty w1th the computer system (CWS/CMS) and the ﬁfhffg;*sf

-;?'lnltlatlon of blended unlts ; Part1c1pants revealed hlgh

’-'vlevel'mora;e‘cqntr;butors»to}bez -pport;vexgq:werkersv;

' Question No. 5: What do you think takes away from morale in

Part1c1pants expressed dlmlnlshlng morale factors to’”h” "

! Publlc Soc1al Serv1ces, the lawsi 7ﬁlack of

f\lssues, low pay, and safety concerns S

uileuestlon No.,é{ What do you thlnk takes away from your

Part'c1pants expressed personalvm )

1'ollc1es of the D‘partment of Publlc

"So ial:SerViCes,

'*le.1é&é157dimiﬁ15hglg,t,



"fQﬁeStiohTNol[7: What dOSYCuethihkdeuldvimﬁroVeimoraléfinyl

"ﬁityour offlce°'v

| Part1c1pants expressed factors whlch would
mf:contrlbute.to rmproved offlce morale towbe.more supportlve}-zd
"?supertlsors, monthly staff meetlngs; computer,tralh;ngvpiup
’lCWS/CMS) ,1hcreased co worker support,“ahdva.ﬁoregeueh”l

‘edlstrlbutlon of work respon51b111t1es, 1nclud1ng the ,f_u

. ,};possibility"of.clerkS‘acceptingusome of:the_onflrhe';

”f_workérs vcomputer dutles

,Questlon No,'8 What do you thlnk would 1mprove your i

:'AcurrentfléﬁelQOf‘ﬁorale?:
| participants expressed factors that would contribute
»-_t"’b”-iiﬁpfo'vé:d "-pe‘rsohalvf‘ﬁovria.l:e"?f‘le’vel's'ft“o h.ef'i‘rdpro‘Ved o
-'supervlsor support, prarse from superv1sors for jobs well'

fdéne' ﬁoré”soélal e&ents‘w1th1n offlces, redularvbay_raisés;rp'
i.ahd:prOmotions,:a'ﬁore”etenldlstrlbutlon~of‘WOrkfd‘ |
'lﬂfrespon51blllt1es,'and‘the 1mplementatlon of safety plans as

v;suggested by an 1nclu51on of pagers and/or cellular phonesfy

:;ff.byvon+llneﬂworkers,‘“7

DISCUSSION
The current study focused on the contrlbutlng factors

’5:Of‘morale"levels.among-Chlld_Protectlveuservlcesvworkers f

:employed}by:the’Departmeﬁt“offPublic'Social7Services in-Sanfgg.'

Cs6



Bernardino County. Child Protecfive Services workers were
amployéd in the two offices of San Bernardino Mill Street
and Victorville; The Sah Bérnardinq Mill:Streét office
_represented an urban area of San Bernardino County and the
Victorville office represented airural area of San'
Bernardino.Coﬁaty. The participants répresented employeés
working in'pbsitions labeled as Social Services
Practitioner, Supervisor Social Services Practitioner,
Social Worker II and‘Clerk‘III/IV.

Participants were malev(l4) and female (44)awith ages
ranging’frbm 21 to over 61. Most participants were
married; however many were divor¢ed, separated, or single.
Participants refleéted various ethaicities such as
Caucasian, African American, Latin/Hispanic) and Asiah
Améridan. Income of‘Participants rangéd froﬁ $iO,OOOV£o
over'$60,600.‘;ParticipantS’ levéls of éducation rangéd
from grade l2tand under;’whichurepresented a high school
édﬁcatibn;‘gradés 13 to 16,’which répresehted an
undergraduaté education; grades 17 to 18, which represented
Qraduaté level-education; and over grade 18, which possibly
represénted educatian at the_doctoraté'level.

- Many’participants possésséd educational degrees;‘ Over

one-half of the‘participants'had-Masters Degrees. Other
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-&-part1c1pants had Bachelors Degrees and Assoc1ates Degrees

dfthWhlle 1t would be advantageous to possess an educatlonal

7fdegree in. conjunctlon w1th a cllnlcal llcense, most of the';f

'7;fparthlpantS falled to possess cllnlcal llcensure. ;'

htrespectlve offlces for under{one'yearg- Most of the

A majorlty of the part1c1pants had worked for thelr‘?:fk’ 7

'“frparticrpants erked";ntﬁﬁéfoffloerloCatedﬂln Vlctorvllle;f?;.fd‘”

'”Unknown~to“theuresearoher-waslinformation‘related‘to Years

‘»worked 1n other offlces precedlng employment at the currentyu’

lilocatron;f P0551bly the part1c1pants had greater employment ?};ff

i‘fhlstorles than were revealed by the current study.‘“ ¥
“'A proflle of‘the ourrentvstudy partlcrpant;was.af

_Caucas1an female between the ages of 31 40 marriedfwwithbf‘

’ ;.ian 1ncome between $4O OOl 50 OOO The proflle part1c1pant f‘.f

*?_rbalso had a graduate level educatlonal background, a‘Masters'

:Degree and the absence of a cllnrcal practlce.llcense '-;ﬁ"\
.b;addltlon,-the proflle partlclpant had been employed less
ff:than’oneyear in the Vlctorv1lle offlce as a Soc1al
'dée;yioesrfraotltlonerrff;y‘~ | - |
1vaThererwasiansoverwhelmingly'high;lnCidence:éflfemalei.r'
b'”bartlclpants buPossibly}more females;respondedaduebtovahl

:hlgher 1nc1dence of females overkmales employed’as Chlld

7Proteotrve;8erv1ces workers;‘ Posslbly’female/maleyresponse



f‘ratio:wasfattributeditoypaSt:job%relatedfproblemsff7¢ju[;;j: B

’:s‘hlstorlcally faced by women 1n the work place The currenthT

'3study supported research by Wlnter Eber & Zwelmuller (l997)7h9‘}vw”

tWthh descrlbed the need for female equallty 1n the work_‘

‘J“fplace.‘ Pos51bly female partlclpants de‘-red an outl‘"~3fJ ot

- express thelr v1ews concernlng the lssue of equlty 1n the f_,,.“

";»work‘place for women and hoped to 1n1tlate changesklnuthelrf;ﬁ
f{_respectrvevofflcesiand ioh responslhllftles ; . ‘

o Partlc1pants voluntarlly responded to demographlc
S“Characterlstlcsvand~both~closed;ended*(quantltatlve);and”mfny:
5»yopen ended (qualltatlve; questlons 1ncluded ‘on the Moralei5“'”
l,Scale The”qualltatlvegportlon of the Morale Scale : |
v»supported”flndlngs revealed bylthe duantltatlve‘analys1sw

':for offlce and personal morale levels There was a sllght -

‘1‘;_d1fference 1n offlce morale levels w1th a hlgh low ratlo ofhi

:29 25 Personal morale!leVels were_lndlcated,aSuaverageg;-fﬁ

df»lmportance to the current Study, parthlpant"w S

;Crevealed personal factors that contrlbuted to morale “?ffq".w

_flevels:,The act of part1c1pants taklng personal
'f}respon81blllty for thelr own levels of morale is supported vl'

-"nzby therresearch flndlngs of Majumder, et l; (1977) ':Sy;'

}ﬂ_Partlc1pants revealed thelr own personal coplng mechanlsms
o . LRI w _ b

”andgbel;e’”gaffected levels of morale Part1c1pantsgw1th;,'v



http:equality;.in

“high mofale lévels tended to like themselves, enjoyed a
sense of personal empowermént, refrained from blaming
vothers when things Wentbwrong, enjoyed positive self-
esteem, and enjoyed a'good'balance,betweeh_wofk and home -
activitieéi ‘In‘additiOh; participants who enjoyed higher
»'personal morale levels felt secure, competent and‘
challenged in theirijobs, were happy with their wages, and
liked the physical location and énvironmeht'of the office.

 The physical_lodatioh and environmeﬁt of the office
contributéd to levels of moralé. Pafticipants revealed
they liked‘the physical environment of their-offices(
‘ howevér location ofvthe offices was not found to be a
significant morale contributor. The offices tendédvto not
celebrate holidays'or organize social events, however
workers desired socials and celebrations.

Another contributing morale factor was indicated by
Jjob performance. Moralé tended to be higher whenv '
individuals generally liked their jobs. Partiéipants iﬁi
the current stﬁdy.ieVeaied they liked_the.work they dQ,
_ felt secure in their jobs, felt they made a difference in
their wérk,'felt chéllenged and competent to perform their

WOrk‘duties, and liked their work schedules. Participants
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'=;ifévealed#théyétendédétcfasSeéswhb_}toﬁpﬁeveﬁtLa_ﬁ,*

"ralrelated problem and av01ded blamlng others..iigs

ngh morale levels weveMlndlcated as partlclpants

"afreported they were happy w1th the support staff 1n thelr

nd felt they could express thelr 1deas to thelr

”f;foffrcesa

vealed actually feellng supported by superv1sors, feelﬁ?

“1deas were apprec1ated rece1v1ng empathy from superv1sors “ﬁf;f_)y'

*fand rece1v1ng llttle perks and favors for work well done

fwas not s1gn1f1cant

Part1c1pants contrlbuted hlgh morale levels t0~ .

:ﬁ;superv1sors who had the ‘otentlal;forflmprov1ng*or,f;

‘fdlmlnlshlng offlce_andfpersonal levels of morale Thefﬂfofw*h“

o[llnc1dence~of supeersor“upport as a contrlbutor to morale

‘fﬁsupports flndlngs by Chen; et. alé (l997)fandﬂGood (1994)v

H”iexample, hlgh morale levels were a result of th”f;l;ftf

m"f{support of superv1sors who llstened to workers complalnts tféff

:;Rjjobs well done,.and organlzed offlce soc1al act1v1tﬁes and'”»"'

;fbhollday celebratlons

The 1nc1dence of hlgh offlce and personal morale

o :?l:e.Vel's." was also at-‘tr,lzbut'edi;to.-¢'0»7w9rker,s,-,. The »‘lmportancéf

nd-'deas, helped make dlfflcult dec151ons, gave pralse forny‘fff* o



Qf'positive, trusting ¢ofwdrkerrrelations.at wdrk supports
research findings by Dattalo (l997).and Médvéne} ét.yal._
(i997). 'Parﬁicipanﬁs revealed_fhe importéﬁcé of héVing
grbup cohesion within the offi§e, co;wéfkefAraprﬁt, and at
-ieést one office friend. Findings4révealed morale was‘high
whéﬁ.workers were happy wifh théir_co—Workers,cofwérkér
relations were reéiprodal, and Co—Workersvtended to get
élong.‘-Partiéipants révéaled‘they tended to talk‘to-co; 
. workeré‘over superviéors about;job—related.pfoblémé'and
aisobtendéd‘to receive positive féedbaék from.co—worker$
'Qver sﬁperQisors. _Mény'of_the contributors of high morale
'also:wére found to cOntributé to léwvﬁorale,levels.
Lowvmoraie in the‘offiée and oﬁ é persbnal level were
reyeaiéd in both.thé quantitative and qualitative
baftiéipant resbohses. Participéhts revealed iow.levélé of
mOrale‘ip the office and persoﬁa1ly were‘éontribﬁted to
lack of supervisor»support ahd subervisOr pfaise.
"PartiCipants reported the ébsence of supervisor support and
supervisor praise made.it diffiCult to enjoy jobs,
éfféctiVéiy ménage caséloads, and led to feelings of
exhaustion,aﬁd burnout. )Burnout'as a resUlt éf lowimorale

‘levels sﬁpported_findings by Gagne, et. al. (1997).
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'*ff;' ngh 1nc1dence of low offlce and personal morale’\':"
"f;levels were also contrlbuted to the unequal dlstrlbutlon of5

"ffwork respon51blllt1es.1 Part1c1pants revealed morale levelsx

"";ufell when burdened by jOb related factors such as dlfflcultj;7

”5_-declslongmaklng, hlgh caseloads, and managlng the

”5fCOmputerized}datawsystemf Chlld Welfare Serv1ces/Caserw:

”fff"Management System (CWS/CMSX,~AParticipants emplOyed’as'p,y

ftﬁffChlld Protectlve Serv1ces workers revealed they faced

‘:dchallenglng jobs fraught w1th safety rlsks and felt some ofﬂ@fl3~

'f*j the tlme consumlng, computer related dutles could*be't"”5”a

’}vrelegated to offlce clerks jThe;1mportancefof*equal;workd'bh

‘“jjdlstrlbutlon as a.contrlbutonj_o level of morale supports

*aaiflndlngs by Wlnter Ebmer & Zwelmuller (1997) *In;addltlon,fd*~-‘

:f work related problems assoc1ated W1th bureaucracy lowered

- The bureaucratlc problems 1nherent 1n the Departmen

””ﬁongub=rcfSoc;algServrces,;regulatlons 1n the form ofﬂlaws-'ﬂ’d'x

(.ouattpfbcessfcontrlbutedﬁtOulow levels-ofﬁ
;_fPart1c1pants revealed frustratlon w1th bureaucratlc

,sfprocedures and organlzatlons w1th whlch they felt A

ed1fpowerless.:dPartlclpantswwho learned'to:work'w1th the“aﬁﬂai'b
'f?bureaucratlc process had 1mproved morale levels, Wthh
”'supported flndlngs by Chen, etg. l (1997) fj*f"lf*ﬁ"b'

”apigg;f
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iThetekwere problems with the‘current study thetpmay

- have effeeted Qutcomes, Of the nine ChildbProtective
Services offices in Sén Bernardino County, avsampling‘from
enly two of the offices was taken, The two offices were
iocated in urban (Saﬁ Bernardiﬂo Mill”Street) and rural
(Vietorville) areas of San_Bernardihe»County,ihowever it
cannot be concluded the San Bernardino Mill Street and |
Victorville offices were representative of‘overali ﬁorale
levels.of Child Protective Services workers countywide.

In eddition, there was a low incidence of participant
response from the San Bernatdino Mill Street and
Victorville offices. Of the 225 surveys placed in the two
offices, only 58 individuals participated. Possibly
participants were hesitant to answer the questions on-the
morale scale. The morale scale asked perticipants to
reveal personal information and-personal opinions about
their offices, co-workers and supervisors. Participants
may have felt wary about answering personal, Jjob-related
questions due to fear of placing their jobs in jeopardy.

Problems‘with the cutrent study may also have resulted
from the low incidence of male participants. Male Child
Protective Services workers may have different perspectives

and experiences than female participants. Contributing
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.”morale factors among male workers may be vastly dlfferent»f_::i

3»fromwthose'of_femalegworkers Males may be more he51tant‘gdv“'

vthdtparficipaﬁﬁfiﬁfrééég:ChfSurveysvthan females,_therefore"'
‘the ability to accurately determine contributing morale —

"factorszmay-remainrelHSiVeLhw'*f

Other problems w1th the current study may have been ‘_ff'

| ﬁ\lnherent 1n the Morale Scale._ The:MoraleNScale questlonsyvfﬁi

".were dev1sed by the researcher and a. Callfornla State

1~Un1versrty, San Bernardlno adv1sor from the current moraleufﬂ=ﬂ*

ivliterature;: There ex1sted the poss1blllty of problems e
chntered around 1ssues of rellablllty and valldlty
5 regardlng the Morale Scale due to the absence of prev1ous:if

tests of the Morale Scale 1n other studles.»

Flnally, the'current'study,}ls not~generali2ableftofa';'ﬁ‘

populatlons outSlde the Chlld Protectlve Serv1ces agenc1es;lyf

'ff;fOf San Bernardlno COUth’S P0551bly the research flndlngs hf i

'Emay be applled to other agenc1es w1th1n the Department of jff»’

wi,fPubllc Soc1al Serv1ces in San Bernardlno CountY-“ POSSlblysf'

':the research flndlngs may be applled to other governmentalv;HL

g genc1es and departments w1th 51mllar populatlons as Chlldfff{ﬁ:vh;

?»Protectlve Serv1ces agenc1es 1n San Bernardlno County

fh~7POSS1bly the research flndlngs may be applled to other gl?fi

‘ffgovernmental agenc1es and departments w1th populatlons




similar to child Protective Services agencies outside San =

The current study used the post pos1t1v1st paradlgm to\u;ﬁv

‘;determlne morale contrlbutors of Chlld Protectlve Serv1ces fa’h

| workers. Findings revealed contributors of high morale in
fithe”ChfldbProteotiVeﬁServioesragency'offiCes'to"be.ff~"

- rsupervisorfsupport and supervisor validation, reciprocal

";1do4WOrker relations;-personal.morale1input”and;training}on_f{;

d*the computerlzed data system

The roleiof-superv1sors as a contrlbutor of‘moralev
‘x~fwas clearl§ evrdent in the flndlngs of the current.study
'kooraie was found to be‘hlgh‘lnbofflces“w1th‘superv1sor kuo

"‘support and superv1sor valldatlon of employees.3,}f“"

"Superv1sors enhanced morale 1n thelr offlces through

A

V'u.f‘helplng workers make dlfflcult de0131ons, gave pralse for

v'a:j'jobs well done, and establlshed an atmosphere of

\mh;oamaraderle through offlce get togethers and hollday .

:tfscelebratlons ‘ R

't Morale levels.were also found to be hlgh when_ffk”
';employeesfhad‘p081tlue oo worker relatlons lCo;workersly

f‘f were 1mportant 1n heipfng workerslfeel ualldated and

dSupported Co workers also tended to help 1n dec181on


http:cohtributo.rs

making with absent supervisors. Workers'especially felt
the need to have one particular friend at work with whom to
confide’and share both office and personal stories and
information. o

Personal morale ihput«also‘tended to increase levels
of morale ih the office;' Workersiwith high morale levels
appeared to have inhereht strengths, values, beliefs ahd
behaviors which enabled them to withstand factors thet'
diminished morale.levels. Morale tended to be higher among
workers who enjoyed a good balance between work and home
activities and kept the‘responsibilities of office and home
in their proper perspective.

The currentrstudy also identified pessible
contributers of low morale levels among child Protective
Services workers. Morale tended to be ldwer when problems
withltraining, safety and'decision makiﬁg were not
addressed byvsupervisorsvand/or the Department of Public
Social Services. Training on the computerized data system:
Chiid Weifare Services/Case Management System (CWS/CMS).wase
especially‘important in raising or lowering levels of
ﬁorele and workers. |

The eurrent study is geﬁeralizable to the Child

Protective Services agency and its respective offices in
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}Flndlngs may be appllcable to other’ﬁ.*:f

17governmental agenc1es and departments whlch servefﬁ'$”’”‘:ﬁ"dw

.;vpopulatlons 31mllar to Chlld Protectlve Serv1ces--

RECOMMENDATIONS

-“}Thé_cﬁfféﬂtystﬁdygcons;deredfthe‘foilowlngt;j*'j'f e

" recommendations for the improvement of morale levels in = =

3Child7PrbteCtiVefServiCes'aqencies., Recommendations were

;ffapplled to Chlld Protectlve Serv1ces agency workers

"”fllncludlng superv1sors, non—superv151ng wquers, the

'HDepartment of Publlc 8001al Serv1ces,iandhfutUrezstudles, »

*_SupervlsOIIRecommendatronS'

| The current study recommended Supervisor Social

.”t~Seryides>PraetitionersVinr hildﬂPrOtectimeuservices:':'4
'*fﬁagenCleS recelve managerlal tralnlng 1nclud1ng effectlve
";ﬁleadershlp SklllS, tlme management,,organlzatlOnal Skllls'. ”]*

"Crelatlonaltskrlls, lIStenlnngklllS, delegatlon skllls and f"

iityfspec1al tralnlng in the computer system CSW/CMS).

nSuperv1sors needed to practlce thelr leadersnrnlsklilsny.
f{;tnreugh helplng‘workers make dlffrcult dec151ons, glyiﬂg ?
*ﬂfnraise; implementrng offlce’soelal aetlyltles, delegatlng
"fftlme‘eonsumrng.dutlesas.needed ?hostlng“monthly staff |

;¢meet1ngs;;provld;nquay_andypromot;onal 1ncreases“asy“
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"approprlate and in a tlmely manner, andjﬁfovidinglcéme£er
'”atralnlng in CWS/CMS._fﬁfT-”

51'Non superv1sor workers S

The current study recommended non- superv1sor Chlld

ihProtectlve Serv1ces workers develop hablts and behav1ors of};fif:

jyself determlnatlon to 1mprove personal and offlcebﬁOrale;f;@
_leyels ‘%Workers needed to‘deyelop‘a 5eai£hy'ba1;;ce'

, ’vbe,ﬁ‘*’xeevn Wo_rk ‘a-cttl,"'l'tiﬂ..‘?sfa‘ng‘,h"’-rvfle re.,SPO‘nSvlblllt.l?;.S i And, o
;_morkerskneeded:to:inltiateuconyersationsiand/or.meetings;jf57

pw1th superv1sors to express thelr jOb related needs |

‘l'mDepartment of Publlc Soc1al Serv1ces Recommendatlons

The current study recommended the Department of Publlc[f;,iH-

'i*fSocial}ServiceSEconslder the,needs:of rts,Chlld Protecthe:57

1_nServ1ces agency employees to 1mprove organlzatlonal R

-effectlveness; operatlons, and morale . Recommended cf,“
'1mprovements 1ncluded act1v1t1es such as ln serv1ce '
'1é-meet1ngs w1th a focus on: managerlal tralnlng, knowledge of

'15 equltable dlstrlbutlon of jOb related respon51blllt1es,‘andh

s ,ﬁCWS/CMSpcomputer tralnlng},'

Future Morale Studles

The current study hlghly recommended future studles bef
3ﬂ5conducted on factors that contrlbute to morale levels
ﬂfiAddltlonal morale studles may enhance the current study and‘



provide organizations with research-based knowledge To

improve their organizations and employee morale.
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R o 9In whlch locatlon do you work?

. ,‘10 How long have you worked

APPENDIX A

DEMOGRAPHIC INFORMATION o
: ‘Please mark your answers with a check or an X -

R gender it e e "l)vmale

R 1)under20
o 2)21-30
G 3)31-40
Co4)41-50
- 5)51-60 -
. 6) over.61. e

s ’2’."'ag¢',f ¥

. Dsingle

. 2)martied
‘3) separated . v

34) dlvorced -

‘ \H T H

4 Ethmc1ty 1) Afncan Amencan : 2) Laun/I-Ilspamc )

o 3) Caucaslan - 4) As1an Amencan : ‘. 6) other_

= '5.V'Income level o :., e o ‘1) under$10 000 TARERIREES
B PR b I S ©2)$10,001-20,000

. +3)$20,001.-30,000 - -
© . 4)$30,001 - 40,000
-+ 5) $40,001 - 50,000

. 6)$50,001-60,000

- T)over $60,001 . -

' o 7:6,’ fWhat is your hlghest level of
: ':educauon? ‘

T What is your h1ghest degree:‘7 |

! 8. What 1s your 11cense?

- DVictorville -

1) less than one year . -
- 2)onetotwoyears . Ul
© 3)twoto five years . .
AR 4)ﬁvetotenyears .
© . S)yover tenyears

. m thlS locatlon‘?

© 11 Whatis the tifle of your position? -




- e agreemg (5) or dlsagreelng (1) w1th the followmg statements

":12

14

”-,22

APPENDIX Bﬁffth-f

MORALE SCALE
Part l '

On a scale on l -5 w1th 5 belng the hlghest rate your current level of morale in your ]ob by L

‘vﬁ .20:
23

- 26

:{2231

36,

".,38

1 I m happy with the people I work w1th :
2. T’'m happy with the support staﬁf I work w1th
©.3.___ - Ilikethe workIdo. - -
4 I feel I'm being paid a fair wage for the work I do
5.~ Ifeel supported by my. supervisor.
6, Ifeel motivated to come to work.
- 7.__-_ Ifeel there is a positive attitude in my ofﬁce ‘
8. My co-workers get along well with one another. :
9. _Ican talk to my co-workers if I have a ]ob-related problem
: 10;"' _“Icantalk to my: supervisor if T have a Job-related problem
Ihelp my co-workers. SRR L
o “Tam happy with my work schedule '
13, _Tlike the physical environment in the office.
S - 1like the community where the ofﬁce is located
15 My co-workers helpme. -
© 16._ ' Whenthereisa problem I assess how I may have prevented it.
17 Some co-workers are difficult to work w1th because of the1r personahtles
B ,‘18. Ienjoy positive self-esteem. = ' :
19 I feel I can share part of my personal llfe w1th my co-workers
- Ifeel like a team member at work. : cr
‘21 When thereis a problem I tend to blame others
- Ilike my personality. . : Ce e
. Thave the opportunity to earn more 1ncome in my _]Ob PR
. ;24 __ Ifeel secure in my job." - P
25, . Thave one particular fnend at work )
: | feel I make a dlfference in ' my work.
27 1 feel I am important at work. : SR : o
- 28, Ihavea good balance betweenwork and home act1v1t1es S
© 29, . I feel challenged in my work. L : '
30, Ifeel validated for the work I do.
1 feel competent to do the work I do.
32, Treceive little perks and favors at work for a _]Ob well done
o33 My office celebrates holidays by planning office get-togethers
34 "_ ~__ Treceive positive. feedback from my co-workers. - SR
35 ~Ireceive posmve feedback from my superv1sor ‘
B I feel free to express my ideas to my superv1sor
©°37.- Ifeel myideas are appreclated atwork.

My superwsor manages wrth empathy



S pa2
PRI Pl@?l_sé,answerﬁthe following mo‘r';ile“question‘sj‘in;ydu’r‘,oWn‘WQfd's

Howdoyou feé_I 'iphé:ox;eral_l‘:m(‘j'reile‘Qf‘yc‘)u‘r-ofﬁéefi"s?'_ .

What db youv_think'contribﬁtes.:té,:the ,mcl)ralgf‘in_;‘.youf office?. -

- How would you rate your own personal morale?

Whét_ do ;Ydu think ¢§htribll_fes to your current level of I"no,ral'fe?_ S

 What do you think takes away from morale in your office? =

 What do you think takes away from your current level of morale? ___

" What do you think would improve morale in your office?

~ What do you think would improve your current level of morale? _




' February 18 1998

APPENDIX c

INFORMATIONAL LETTER

B Dear CPS colleague

"The followmg isa study be1ng conducted on morale among CPS ofﬁces in San-
~ Bernardino county. Morale is an 1mportant toplc for CPS workers and therefore, it'is

1mportant that you have an opportumty to express your views. concemmg the issue.

| . .'Please take a few mlnutes to complete the survey and ma11 it back for me in the 1nter- e

office envelope provrded However partlc1pat10n 1s completely voluntary 1 apprecrate ¥ '

- ”--your efforts greatly

Smcerely,

| KathrynSmclalr SR




AP PEND‘IX: D
INFORMED CONSENT

This study is designed to help San Bernardlno county Department of Public Social
Services understand the differing factors that contribute to morale of Child Protective
Service workers. This study is being conducted by Kathryn Sinclair under the
~ supervision of Dr. Morley Glicken, Professor of Social Work at California State
university, San Bernardino and has been approved by the Human Subjects Committee.

In this study you will answer a questionnaire that asks demographic information
pertaining to your gender, age, marital status, ethnicity, and information pertaining to
your employment, such as where you work, length of employment, and position. In
addition, you are asked to rate 38 statements on a scale from 1-5. Fmally, there are 8
questions you are asked to answer in your own words. -

Please be assured any information you provide will be held in strict conﬁdence by the
researcher. At no time will your name be reported along with your responses to any
Department of Public Social Services personnel, including supervisors and/or trainers. A
contact phone number will be provided at the end of this consent form if any questions or
concerns should arise.

It is hoped the results of this study will prov1de San Bernardino county Department of
Public Social Services information that will be helpful in raising morale among Child
Protective Services workers. Your participation is necessary to attain this goal.
Participation in this study is voluntary and you are under no obligation to respond. In
addition, you are free to withdraw from this study at any time. However, should you
choose to participate, please mark the space provided below with an X. Please keep this
informed consent form attached to the Morale questionnaire. Upon completion of the
questionnaire, place the informed consent and the questionnaire in the envelope
addressed to Kathryn Sinclair and place the envelope in the inter-office mail.

I acknowledge I have been informed of and understand the nature and purpose of this
study. I freely consent to participate. I acknowledge I am at least 18 years of age.

Give your consent to participate by placing a check or an X here

Today’s date is

Thank you,
Kathryn Sinclair, MSW Candidate (909) 387-5144

Dr. Morley Glicken, Ph.D., Research Advisor (909) 880-5557
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APPENDIX E
DEBRIEFING STATEMENT
‘The stﬁdy in which you participated is designed to help the Department of Pubiic
Social Services und'erstand‘the differing factors that contribute to morale of child
protective service workers emplbyed in San Bernardino county. The research data willl
be coliécted through questionnaire. You may request results of this study by contacting
Dr. Morley Glicken, Professor of SQcial Work and project advisor at (909) 880-5557. If
personél issues should surface ciue‘ to partjc‘ipation in this study please c0ntaét the Charter
Behavioral Health System by calling (909) 592-8637, or céntact a local family service or

mental health facility of your choice.
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APPENDIX F

APPLICATION TO USE HUMAN PARTICIPANTS IN RESEARCH

' App!ica'tioo ’.c.o:"L‘lse Human Participants in Research-

1. © PROJECT REVIEW |
' New Project (p# wirse sssigned by the IRB) |
- O'Revised Project gneri0%)
G Renewal (gner 10#)
Approxnnate date of most recent previous feview of th is prOJect

2. INVESTIGATOR(S) NAME(S) Katheyn Sinelals
Department_ 50, 1al oy Kk Phone

If you are a student, please provide the following ln.omatxon

This research is for O Thesis 03 Honors Project lndependent Study
©@Tourse _ Sl (AL 3 {3 Other

3. PROJECTTITLE Mopaple bevele Am.rw; Child IJ,».'*»{~¢=('~_1‘1},,¢

) ﬂ)ﬂ.’f(_;'l(‘é . k./ua'(k_ﬁ, r< N, A\A n P\Lﬁrﬂﬂ ;r/’{ /'/.:1 o Ce i /7?
: {

4. DESCR]PTION OF PART'CIPANTS {Enter approx. no. of participants and catagorias that apply)
Number _(, 0 . Gender: ¥female dMale
[0 CSUSB Students O Children (17 or younger) [ Child Development Center
[ Prisoners Od Patients in institutions @Other C@5 sucial WCEr éei s

5. ‘1S THlS PROPOSAL BEING SUBMITTED FOR GRANT SUPPORT'7
OYes =No

If yes, you must submit one complete copy of that proposal as soon as it is
available and respond to the following questions:

Is notification of Human Participants approval required? (O Yes O No
Is this a renewal application? O Yes O No

Funding Agency

(NIH, ASI, CSUSB Mini-Grant, etc)

Project period from : to
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6. iNDICATE THE REVIEW CATEGORY FOR WHICH YOU ARE APPLYING.

CI

O

I am applying for exempt review, based on the foilowing category(ies):
(Check all that apply. Submit an original and ane copy of all application
materials to the IRB.)

(] Research conducted in established or commonly accepted
educational settings and involving normal educational practices

O Research involving the use of educational tests, if informaticn from

these sources is recorded in such a manner that participants
cannot be identified in any way

) Research involving survey or interview procedures where
participants cannot be identified
| Research involving the observation of public behavior whe

participants cannot be identified
Research involving the collection or study of existing data,

- documents, records, pathological specimens, or diagnostic
specimens, where these sources are publicly available or where
participants cannot be identified

&)

| am applying for expedited review, based on the following category(ies):
{Check all that apply. Submit an original and 2 copies of ail application
materials to the IRB.)

Collection of hair, nail clippings, teeth in a nondisfiguring manner. -
Collection of excretal and/or external secretions.
Recording of data from adults using noninvasive procedures.
Collection of moderate levels of blood samples from adults in good
health.
Collection of supra- and subgmglva' dental plaque and calcut us.
Voice recordings made for research purpcses.
Moderate exercise by healthy volunteers.
Study of existing data, docurnents, records, or pathological or
diagnostic specimens. '

~ Nonmanipulative, nonstressful research on group or individual
behavicr.

oooon ooog

R

| am applying for full board review.
(Submit an original and 7 copies of all apphcatlon materials to the IRB.)

7. ATTACHMENTS. | have included copies of all relevant project materials and
documents, including (check all that apply):

9 REN

Surveys, questionnaires, or interview instruments.

Informed consent form.

Letters of approval from cooperative agencies, schools, or education
boards.

Debnefng statements or explanatlon sheet.
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s AFFIRMATION OF COMPLIANCE

. l agree to follow the procedures outhned in the summary descnptron and any v
attachments to ensure that the rights and welfare of human participants in my project *
~ are properly protected. I'understand that the study will not commence until | have -
- received approval of these procedures from the IRB or where- appropnate a department ‘

' Human Partrcrpants Review Board; | have complied with any required modifications in 8

o . connectron with that approval, | understand that additions to or changes in the

o procedures mvolvmg human participants, or any problems with the rights or welfare of

the human participants must be promptty reported to the IRB. I-further understand that if o

. the’ project continues for more than. one year from the approval date it must be re- -

e » i. submrtted as a renexal applrcatron

- S’gnatdre of’lnvestrgator . Date o

'f:‘Si:gnature ofCoalnvestigator' : S - S Date B

S APPROVAL OF FACULTY ADVISOR/SPONSOR (Requrred for all rnvestlgators who

are students)

l aﬁrrm the accuracy of thrs apphcatron ‘and l'accept responsxbrhty for the o
- .conduct of this research, the supervision of human participants, and =
 maintenance of informed consent documentatlon as requrred by the IRB

\t\}h\o WS }Mm QY0555 7

Prrn%e&:\lame offéculty dvrsor/Sponsor Campus Phone

DD \&e A, 11 z“/

Srgr\athre of*Féculty Advrsor/Sponsor e v Date L




 AtachmentToAppliation

9 Partlclpatlon Recrultment

o Partlcrpants are 1nd1v1duals employed at the Cthd Protectlve Serv1ces agency, L
- Department of Public Social Services in San Bernardino County. Participants will be -
- recruited from the offices of San Bernardino Mill Street, and Victorville. Part1c1pants o
- will represent drversrty of the offices in areas of gender, ethmcrty, and age Partlcrpants

- B are mentally competent and part1c1patlon is voluntary

s :10 PrOJect Descrlptlon R

‘ ’The current study attempts to examlne levels of morale in the Chrld Protectlve Servrces o
~ agency. A sampling of Child Protective Services employees from two offices will be -
‘conducted. The two offices represent urban and rural areas of San Bernardino County

. The study attempts to examine contrrbutmg morale factors and proposes morale will be

~ high in offices with superv1sory support and supervisory valrdatlon increased wage and
L promot1onal opportunities, cohesive co-worker relations, proportlonal work and non-
. 'work activity balance; safety and aesthetics of the physical office envrronment and the ’

" personal beliefs, ‘values and behaviors of individual workers. o ‘

“The study will occur among employees of the San Bernardmo Mrll Street and Vrctorvrlle, | |

- ;"_ofﬁces Each employee will receive a packet in their personal mail box conta1n1ng an

~ informational letter, the questionnaire, informed consent and debriefing statement. It is

*notanticipated findings of the study will be generahzable except to the participating
e offices and the Child Protective Services agency in San. Bernardrno County. However,
b ﬁndrngs may be apphcable to other governmental agenc1es w1th s1m11ar constellatrons ‘

“"jll Confidentlallty ofData g o

E j__,Efforts to malntaln conﬁdentrahty wrll be 1mp1emented At no tlme in the current study o .
-~ will partrcrpants be required to verbally disclose and/or sign ‘personal names on any of the '_ o

S study forms, to the researcher, to the Umvers1ty or to the Department of Public Social -

- Services. Partrclpants will be requrred to give consent. by marking an informed consent
withanXora check mark only. The completed stud1es will be put d1rectly into a sealed =

- envelope for return to the researcher. The completed studies will be handled only by the o

‘participant and the researcher “The studies will be returned to the researcher via sealed

o ‘envelopes through the 1nter-agency marl system ~Should a sealed envelope become S

L *;opened by another or through the. inter-agency mail del1very, there is no way to 1dent1fy .
S the partlcrpant except through careﬁrl handwr1t1ng analysrs : . .
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© 12. Risks and Benefits

There are few risks to participating in the current study. One risk is the possibility of
participant confidentiality being revealed to co-workers and/or supervisors. This may

~ occur as a result of participant negligence due to: leaving a completed study in view on a
desk, talking about answered questions with co-workers and/or supervisors, giving the
- completed study to co-workers and/or supervisors rather than placing the completed -

~ study in the sealed envelope, and/or failing to return the completed study in the sealed
envelope to the researcher. This risk will be controlled by detailed instructions included
in the informed consent about the process of returning completed studies. There are no
other risks anticipated through participation in the current study.

The benefits of participation in the current study are findings apply directly to the San
Bernardino County Child Protective Services agency. Because of the possibility of
employee turnover and feelings of burnout among Child Protective Services employees,
it is important to discover the factors that contribute to morale. The findings will help the
~ Department of Public Social Services, Child Protective Services agency, management
and supervisors implement a plan to help raise morale among the Child Protective

~ Services agency in San Bernardino County. '

13, Informed Consent

Informed consent will be in written format. The informed consent will include an
explanation of the nature and purpose of the current study, the research method, duration -
of research participation, and a description of how confidentiality will be maintained.

The informed consent further explains the participant’s right to voluntary participation
and the right to withdraw from participation at any time and information about
foreseeable risks and benefits. The informed consent will include a statement that the
current study received the approval of the Department of Social Work Human Subjects
Committee of California State University, San Bernardino and who to contact regarding
questions about the current study. Informed consent requirements will not include the
signature of the participant. Rather, participants will acknowledge consent by marking an
X or a check mark in a designated spot on the consent form.

14. Debriefing Statement

The current study will contain a debrleﬁng statement descrlbmg the reasons for the study,
the way to obtain the general results of the study and the persons to contact if the
participant has any questions or concerns as a result of participation. The current study
does not 1ncorporate the use of deception, therefore debriefing for this purpose is not

requlred
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. APPENIDX G
APPROVAL 1LE TTER

DEPARTMENT OF PUBLIC SOCIAL SERVICES

- DLPART\’IENI‘ OF PUBLIC SOCIAJ SLRVICES

TR ZAMD R TG A s o)

COLNI\’OFS\\mw, '
S| T

. Decembef.lb, 1997

"DR TEREQAMORRIS ‘ T T
_ CALIFORNIA STATE UNIVERSITY, SAN BERLARDINO
'DEPARTMENT OF SOCIAL WORK - ‘
5500 UNIVERSITY PARKWAY
_ SANBERNARDINO Ca 92407-2397 =

- This letter serves as notification ‘to the Department of Social Work at California “State
University, San Bernardino, that Kathryn Sioclair has obtained consem from the Department of
"/, Public Social Services, San Bemardino County, to conduct the rescarch project entitled. L
,“‘Factors Contrtbutum to Morale of Child Protecﬂve Servxce Workers-in San Bernardmo R
‘ Coung : - :

Thls le:ttf'r also serves'as notlficauon to the Department of Social Work thaf thc Department of

. -Public: Social” Services; San. chardmo County, lS gwuw consent to a‘low DPSS staff to.
B rt«c:patc in thLS rosea:ch pro_)ect

Lol 1t you have questwm reaardmg thxs lenbr of conscnt you may contacr Katmyn Sxmleu Intcm o
M;at(909)387-5]44 v

: //// R R ./2 - o

/7‘—“ ~ _7aturc o S e . Date” -
G‘?(Y N‘LL:,MS‘V;"7 I Y 'D‘enﬁty Diréctqr*.Childrehfs Ser‘;'iccs‘f_ o

o
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