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PREFACE

In 1971 in some notes I prvared on a proposed prc/ramme of
social work studies at thy, Regina Camus, it was recommended tAat there
should be early consideration of a five -year study which should oave as

one of its major intentions the staking out of essential questions related to social service manpower problems common to the province of
Saskatchewan and other similar regions in Canada.

This study was to

have the dual focus of developing a research design for future related
studies and gathering preliminary data on social service personnel who
are potential social work students - B.A.'s, non-degree social service
and health personnel, and others.

In view of the fact that the School of Social Work at that
time did not have a faculty or any research funds, the recommendation
carried with it several tongue-in-cheek features which have now been set
aside.

With the encouragement of colleagues and the full co-operation of

the provincial Department of Continuing Education and federal Department of
Manpower and Immigration a grant of $35,000 was secured, allowing the
initial portion of the study to begin in the Autumn of 1972.

Dr. George Maslany and his research staff, in a very brief
period, have gathered useful planning data, staked out sortie "essential

questions" and set in motion a way to further studies of this sort.

His

work has gone far beyond the 1971 terms of reference and has taken up a
certain posture which states in a definitive way that the human service
community should be listened to, challenged, and listened to some more.

Harvey Stalwick, Director
School of Social Work
May 14, 1974
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RESPONSIBILITY FOR REPORT

The production of this final report is the sole responsibility of the Research Director, Dr. G.W. Maslany.

All of the

interpretations that were derived from the data are those of the
Director.

Liability for any misrepresentation which may have

occurred rests with the Research Director.
The content of this report does not reflect any of the

attitudes, opinions, or policies of any of the organizations or
persons associated with this study, such as its funders (Department
of Continuing Education and the Department of Manpower and Immigration), the Advisory Committees or the University of Saskatchewan,
Regina Campus.

The Research Director shall have sole right to act as
senior author in the preparation and submission of any articles
to professional journals.

It will be his prerogative to choose

any junior authors he may wish.

This exclusive control by the

Research Director over possible publications which might result
from this project will be waived by him twelve months after the
completion of the final report.

At that time these publication

rights will be transferred to the Director of the School of
Social Work, University of Saskatchewan, Regina Campus.

It would

be left up to the discretion of the Director as to any further
use that may be made of the report.

Copies of any possible public-

ations resulting from the study will first of all be forwarded to
representatives from the respective levels of government for their
preliminary approval.
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RESEARCH DIRECTOR'S PREFACE

This study was undertaken as an attempt to obtain a
desvription of the profile of the social services in this province.

We'accomplished this by using a number of different

techniques to obtain a variety of qualitative and quantitative
data.

By far the most time-consuming procedure consisted of
the interviews we had with various sectors of the social services.

These interviews provided us with the "soft" data (as opposed to
the so-called "hard" quantifiable data derived from the questionnaire).

The time invested in this interview phase was, however,

well spent since it enabled us to orient this study to what has
commonly been referred to as "action research".

We were not

merely passive spectators but also helped out where we could.

In some cases we helped consumers of social services find their
way through the bureaucratic jungle of multi-services, multiagencies.

In other cases we offered our assistance to various

agencies which requested it, in particular for evaluative research.
Furthermor-, many of the persons whom we contacted had been unaware of the recent developments in and the nature of the
University of Saskatchewan, Regina Campus, School of Social Work
and its Community Education Centres or of any of the other

educational resources which are presently available.
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Although this study will officially terminate shortly,
the contacts we developed by way of these interviews will be
maintained.

The contacts will hopefully provide invaluable feed-

back to all educational resources concerned with the social
services in this province so th,AL their educational programs remain (or becc.de) relevant to the needs of those carrying out and

receiving social services.

It would be misleading to imply that everything went off
"without a hitch", because there were problems -- big ones.

We

were accused by some of being too radical; by others of trying
to preserve the status quo.

There was resistance to the project

by some groups who questioned its relevance -- surveys such as
the present one being regarded with great suspicion as a strategy

which the "powers" employ to delay urgently needed social change.
Others were suspicious for other reasons, regarding the project
as an attempted coup by the professional social work association
(SASW) and the School of Social Work to take over other professional groups, especially psychiatric nurses.

Whenever possible,

we attempted to answer these and any other objections, concerns
and criticisms either in person or by letter as best we could.
In most instances our efforts were rewarded by subsequent improved
cooperation, although in other instances we were admittedly not
so successful.

Nonetheless, this type of resistance (from a small

proportion to be sure) was anticipated both in severity and extent

x
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when we first planned to undertake the study.

Less qualitative, though more comprehensive in terms of
the number of persons covered, was the questionnaire.

Despite

the length of this instrument we received a gratifyingly high
rate of returns.

The study did make us aware of the shortcomings

and advancages of both methods of obtaining information.

1. The Openended Interview is excessively time-consuming and expensive,
consequently only a small proportion
At
can %7e contacted in this way.
the same time it allows for the
accumulation of a lot of valuable
information which, however, is
difficult to process later on.

2. The Questionnaire is designed to
be easily administered, returned,
coded and processed; however, it
lacks the flexibility and personal
contact afforded by the interview.

We suspected the influence of a measurement method factor
(i.e., asking the same questions by different means) would lead to
somewhat different responses.

Nonetheless, we doubted that the

difference between the questionnaire- and interview-derived data
would be so extreme as to invalidate the results obtained from
either.

It is not a vastion of which technique is the better,

since many factors including time, budget, reliability, and subject
cooperation all needed to be considered in making that decision.

It was especially disheartening to us to be informed that
the financial support through which this study was funded (Section 10,
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Adult Occupation Training Act) would be terminated because of the
discontinuation of this program for cost-shared research between
federal and provincial governments.

We had looked forward to the

possibility of expanding the present study both regionally and
longitudinally in subsequent years and of at least keeping up on

an ongoing basis the type of monitoring we had been engaged in
for the past year.

We will, therefore, be obliged to solicit

funds for projects which are "spin -offs" of the present one
elsewhere.

We are very thankful for the financial assistance

we have received; without it we would not have been able to do
what we have done.

xii

ABSTRACT

comprehensive study of the social services was carried
out in the province of Saskatchewan in 1913.

A broad definition

of social services was adopted which included many groups which
had not previously been considered in similar studies.

The pri-

mary focus was placed on personnel involved with a variety of
areas such as financial assistance, corrections, manpower counselling, child, family and psychiatric services and geriatrics.

The ultimate purpose of the Study was to determine what
kinds of qualifications were needed am the social services so as
to provide guidelines for ensuring an alequate supply of appropriately trained personnel for the social service employment market
in the province.

A questionnaire was used to determine the jobs social
service employees were performing and the types of education and
experience they had obtained and the type they were seeking to
better enable them to carry out their employment responsibilities.
They were asked for descriptive information about their organizations, the criteria used for hiring and promotion within them,
the means and goals of social services they provided, their ed-

ucational background and attitudes towards consumers of social
services.

The employees' supervisors were asked similar questions

regarding themselves as well as what type of education and experience they regarded as being most desirable for the employees
under their charge.

This Study went one step further than most

other similar studies since the same questions that were asked
of social service personnel were also asked of persons within
consumer organizations (e.g., welfare rights and self-help groups).
No less than 33% of the persons contacted in any of the
sample groups completed and returned the questionnaire.

The

highest rate of return (47%) came from the employee group.

The

findings revealed that the three groups (supervisors, employees,

and consumers of social services) were not necessarily consistent
with one another with regard to what they considered to be most
relevant and important for effective social work.

Only rarely,

however, were the differences major ones.

The most consistent information obtained from all three
groups was that social work-related university education was considered to be the most desirable type of formal education.

However,

all of the groups placed the most importance on personal qualities
(maturity, empathy, etc.) for effectiveness in the social service
field.

Next to personal qualities, supervisors and employees placed

nearly equal importance on related experience and educational
background, whereas consumers rated the importance of educational
background significantly lower than they did related experience.
This finding is further illustrated by the fact that twice the
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proportion of supervisors as consumers felt that educational upgrading for employees would be of value in their work.

The data concerning educational background indicated that
the combined categories of univelsity Bachelor degrees and social
work related training accounted tor the largest group of social
service staff.

The employees' iiii-entions regarding upgrading

and the trends regarding future social service positions imply
that this will continue to be thr, case, with social work-related

training becoming more prevalent.

Now that the survey instrument has been developed, we

hope to be able t carry out an ongoing monitoring of the questions
with which it is concerned and possibly additional ones on at
least a biennial basis.

Consideration has also been given to the

geographic expansion of this project to cover western Canada.

The

Study was never intended to be simply a "one- shot" effort.

To our knowledge, there are no other studies such as
this one in progress at the present time.

None of the other

studies reviewed have 1) dealt with supervisors, employees, and
consumers; 2) adopted as broad a definition of social services;
or 3) were designed with the possibility of longitudinal extension
and geographic expansion.

Other studies have been similar to this

one in one of these regards but not in all.
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CHAPTER I

INTRODUCTION

The traditional approach to writing up a study of this
nature is to produce a lengthy review of the literature, an approach
which we considered would have been both misleading and redundant
here.

The purpose of this study was to find out about social

service employers, employees and consumers of their services in
Saskatchewan.

Our review was to determine whether there was any

comparable research currently being done or had recently been
completed in this field in Saskatchewan.

The closest we came to anything comparable was the
Davis (1973) proposal.

Even if that had actually reached the

stage of being implemented, there would still have been justification to carry out the present study because of the differences
in approaches of the two.

Davis's was prescriptive, with a

restricted focus compared to our study, while our study was intended to be descriptive of the whole range of social services
in the province.

With respect to avoiding the redundancy mentioned earlier,
there are very excellent reviews of the literature relating to
social service manpower research reported in the studies cited
in the followl4g section.

We recommend that anyone wishing more

detailed information about this related literature should obtain

these studies.

There simply does not seem to be any point in us

getting caught up in the conventional academic strategy of reorganizing (rearranging) the work (e.g., references) of others

and intimating that by so doing we have contributed any new
insights.

PURPOSE OF THE STUDY

The general purpose of this project was to avoid the
commonly expressed criticisms about the way in which social
work personnel usually go about planning.

We are all familiar, frequently painfully
familiar, with the dilemma that confronts
managers and researchers in operating
agencies as they try to cope with the
problems of manpower and manpower
utilization. We seem to be in a general
and long-standing crisis about manpower.
When we undertake action to alleviate
it, we find ourselves not knowing what
to do or doing something that doesn't
work the way we want it to work. At
that point we demand more research.
But when we do undertake research, we
find that it takes a lot of money and
a long time. We feel that we really
can't wait, we have to do something.
We say research will take too long,
and what we need is action now. And
thus, the cycle continues. We don't
have enough time or money for research
and we can't act to our satisfaction
because we feel we don't know enough
and we must have new knowledge.
(J.S. Fine, 1971, p. 15.)
Pins (1971) makes a similar point.

Social work is a profession that has a
tendency to do one of two things when
it comes to changeable stuff. It is
either slow to change, holds on to the
familiar, makes small changes in
studies and worries them to death or,
under pressure or its own disgust, it
tries to be radical and make too much
change too fast without thought or
planning (p. 15).

on August .2o,

1971, a general meeting of interested persons

was held to discuss the possibility of and problems associated with
establishing a Social Service Manpower Research Project which
would respond to lime foregoing criticisms.

The meeting attracted

45 persons associated with education for or the delivery of social
services.

Dr. Harvey Stalwick, the newly appointed Director of

the School of Social Work with the University of Saskatchewan,

Regina Campus, outlined that the purposes of this study would be
to provide information for the planning of a SSW degree program.
The Ad Hoc Committee for the School of Social Work had
earlier agreed that they wanted to encourage the development of
a School which was unique to the needs of Saskatchewan.

1

Dr. Stalwick was in complete agreement with this principle.

The

strategy of transplanting a curriculum from some other established
School was unacceptable.

Moreover, he contended that the most

important point was that all those interested in social work
education in the province should be given the opportunity to
provide input into the planning of the new program.

This

meeting and a Manpower Project would be a first step in making
these plans become a reality.

1

Report of the Ad Hoc Committee on a School of Social Work for
the Regina Campus, September 1970.
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The objectives of such a study would be:
1) to assist with policy formulation
for curriculum development

2) to give direction to the setting
up of an administrative structure
for the School
3)

to provide for a continuous review
of the impact of the School's
educational programs on the social
services in the province

At this same meeting it was decided that a specific
study should be undertaken:
1)

to determine the demand for proposed
programs offered by the School of
Social Work by persons:
a) who are currently (or have
been) employed in some
aspect of the provision of
social services (subsequently
identified as the potential
"external studies" students)

b) employed in social service
delivery system with less
than an undergraduate degree
interested in obtaining a
Certificate in Social Work.
This group would include
those who do not have a BA
such as the psychiatric
nurses, the public health
nurses, welfare workers and
others who are interested
in changing their careers
to social work (also referred to as potential "external
studies" students)
c) who are undergraduate
students at the time of their
application for admission into a BSW degree program

2)

to consider the design of longitudinal
studies to evaluate the impact of the
School of Social Work and also to
develop projections for the demand of
variously educated personnel for the
social service delivery system.

The reactions to this proposal were generally favourable;

however, there was some rather outspoken opposition expressed
that development of an academic program based on the "expressed
needs of today" would do little to prepare the students to handle
the challenges of tomorrow in the everchanging social services.

Nonetheless, the concensus was that this criticism could be met
by maintaining ongoing research if a continuous and regular
review were to be carried out.

There were also other reasons for conducting the Social
Services Manpower Project.

In 1972, the Canadian Association of

Schools of Social Work (CASSW) published a monograph

1

describing

the criteria on which Schools of Social Work across Canada would
be accredited.

The criteria which the Manpower Project would

endeavour to satisfy were as follows:
1.2 Development and Evaluation
1.2.1 The School shall include planned
provision for ongoing and
effective self-study.

1Manual of Standards and Procedures for the Accreditation of
Programs of Social Work Education. Canadian Association of
Schools of Social Work, 1972.
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1.2.2 The school shall provide that
the objectives of its program
be responsive to changing
social conditions, professional
developments and advances in
knowledge (p. 3)...
6.

External Relationships
6.2

With the Profession: the school
shall establish and maintain
collaborative relationships
with professional social work
membership associations.

6.3

With the Community: within its
resources, the school shall
assure
- that its program is
responsive to community
needs, problems and
aspirations;

- that it is providing
leadership, services, or
other inputs to the community;
- that the community is
kept informed of its
objectives and programs (p. 6).
Our contact with other Schools of Social Work which are

applying or intend to apply for accreditation (which includes
virtually all of these Schools in Canada) has indicated that the
School at the University of Saskatchewan, Regina Campus, is the
only one which intends to satisfy these criteria by using a
large-scale applied research approach.

The reason being that:

Traditionally, schools of social work
have developed based on a felt need
for more professionally qualified

personnel. But without having the
necessary information to determine
the number of graduates required
the net result was that these parameters are not decided by the need
of manpower but rather upon a university or provincial government's
willingness to provide resources
(Stubbins, 1967).

To express this point more bluntly, most of these Schools
seem, from our observation, to be either determining the need
for their programs by "the seat of their pants" or
by "arm-chair" speculation,

1

neither of which are any practical

substitutes for a research approach.

We have made this point

with faculty of other Schools and in some cases our claim has
been vehemently denied; however, the fact remains that we have
not as yet received any information to change this view.

1

Impression obtained at the Canadian Association of Schools of
Social Work Annual Conference, Kingston, Ontario, May, 1973.

REVIEW OF THE LITERATURE

The need for Manpower studies of the social services
has been extensively and well documented.

The following studies

are regarded as providing the primary theoretical rationale for
the present project.

Educational Coordinating Council (Oregon Study)

1

Mr. J. Rude, Program Administrator for this project indicated there was considerable similarity between our project
and theirs.

2

Having read the proposal for our project he

commented:

As a state planning agency our interest
in curricular improvements is not as
immediate as it would be if a school of
social work were to conduct a study. We
were perceived as a neutral party,
bridging the vested interests of the
social work agencies and the educational
institutions.
The Council originated as a response to extensive
criticisms that social work training was unrelated to the
objectives of social service agencies, uncoordinated with
functions expected of graduates hired by these agencies and unjustifiably expensive.

The graduates of Oregon social service

institutions were found lacking the necessary skills to function
1

2

Educational Coordinating Council, Study of the Impact of Training
in the Human Services, Oregon, 1971.
By personal communication, January 23, 1973.

adequately as entry level employees in the social services.

The

agencies could not afford to train these new graduates to develop
competencies which they should have acquired prior to graduation.

As a result they concluded that training must become more responsive to agency needs; however, this could not be accomplished
without considerable difficulty.

The problem centered around

the difficulty in defining what was meant by "Human Services",

and objective and understandable specification of the skills
required.

They proposed to create an information system which would
enable them to determine employer expectations (how high or low),

entry-level employee performance (the improvement which occurred
between entry into an academic program and entry into a job) and
any inconsistency (and how much) between agency expectations and
academic output.

This information system would necessitate extensive
collaboration between academic institutions and social service
agencies; however, this type of cooperation would not necessarily
be forthcoming in all cases.

In order to optimize the relevance

of their information system they would both entertain and solicit
suggestions and criticisms from the suppliers of information to
help them improve the service they were providing.

This system

would also require a continuous monitoring to take place with
educational institutions having to be flexible enough to adjust
to demands by either changing or improving their programs.
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The

problem here was that what the agencies identify as relevant
and important was not necessarily amenable to any kind of measurement; on the other hand, what may have been measurable may not
have been regarded by them as being relevant.

In any event if

a skill couldn't be or was difficult to measure it would be

equally difficult to determine if the educational institutions
could provide training for this skill.

Proposal for Establishment of Career Planning; and Curriculum
Development in Social Services in Florida (Florida Study)1

This proposal was related to the creation of an office
which essentially would have the same function as the previously
described Educational Coordinating Council in Oregon.

This

office would deal with issues concerning Manpower Utilization
in Florida's largest social service agency and in making projections for future demand.

They would also attempt to co-

ordinate agency expectations of social service graduates with
different qualifications and the products which social services
educational programs were providing.

They would not only be

concerned with assisting these educational institutions in
developing more relevant programs (pre-service training) but would
also help agencies set up in-service training (continuing education)
programs which would complement those offered by institutions.
1

Florida Board of Regents. A proposal for the establishment of
career planning and curriculum planning for the Human Services
in the Florida university system.
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Relationship of the Oregon and Florida Studies to Present Project
Although our approach and theirs are markedly similar
in terms of ultimate objectives, the Council's program
more ambitious and extensive.

1

is far

The research which they intended

to carry out simultaneously, we had intended to carry out
successively (longitudinally).

In simple terms, they intended

to cover a lot of ground in a short time while we hoped to
cover the same ground over a more extended period.

It should

be noted, however, that they had some very pressing immediate
problems to resolve which argued against the long-term cautious
time-table we were hoping to follow.

While our study may not have generally been as comprehensive (or expensive) as theirs, we obtained information from
a wider sphere of those associated with social service.

They

sought data from social service educational institutions and
agencies; we included a group whose interests were not necessarily
represented by the aforementioned, namely, the recipients of
the service which these agencies provide.

1

The Educational Coordinating Council's program is the only one
worth mentioning here as it is the only one we are sure was
ever implemented. We are uncertain whether the Florida proposal
got beyond the planning stage.

12

Deployment of Canadian Social Work Graduates (Crane Study)

Crane had indicated that there appeared to be a change
in the supply-demand ratio of social service graduates to
employment opportunities in social service agencies.

Whereas

the number of social service graduates was expected to more than
double between 1969 and 1972, an apparent levelling off of investment in new social programs was taking place.

As a consequence,

these graduates were obliged to seek out non-traditional kinds of
employment.

The primary purpose of the study was to trace the diffusion
of social service graduates in the complex structure of social
welfare-related programs in Canada.

The secondary objective was

to determine the goals of the social service delivery system as
described by different levels of graduates with respect to the
positions which they had secured and the means employed by them
in attaining these goals.

Crane's Study dealt only with social service graduates,
who are still a very small minority educational group in the
In other words, most social

social services in Saskatchewan.

service employees in this province have never had any social
service-related academic training.

Nonetheless, although few of

the results of his study may have had any bearing on the present
study, his methodology was considered to be the most appropriate
model for our own study.

Of particular interest to us was his

13
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survey instrument (the questionnaire, its distribution and the
method of analyzing and interpreting the data derived from it).

We were also quite fortunate to be able to solicit the assistance
of Professor Crane, commonly acknowledged to be one of the foremost Canadian experts in the area of social service manpower
research, as one of the consultants to the present project.

Relationship of Crane Study to Present Study
This study is remarkably similar to the present one in
all respects except the population of interest.

On the one

hand, our survey instrument was essentially an adaptation of
Crane's.

On the other hand, while Crane's study focused on

graduates of social service programs (in Canada),

our study

was more interested in these graduates as simply one component
(and a small one at that) of social services employees in
Saskatchewan.

There were two findings of Crane's Study that were of
particular relevance to the present study.

The first of these

involved the employment of social service graduates.

Of the

MSW graduates, 93% had secured employment within seven to nine
months following graduation.

As might be expected, the results

of the BSW graduates were slightly lower with only 61% being
employed within that time.

The results for technical and com-

munity college graduates (outside of Quebec) were even more
discouraging since only 46% were engaged in full-time employment
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seven to nine months after completing their program.

The second

finding of interest was what Crane had found out about the SIAAS
(now Kelsey Institute of Applied Arts and Science) Welfare Worker

Technolqgy graduates since there has been a great deal of controversy surrounding this program in recent years.

There were 31

graduates from this program included in his sample.

Since this

number was quite small, no separate analyses of this particular
group of graduates were reported in his study.

Crane was, however,

able to provide us with separate analyses of the SIAAS group for
our own purposes which indicated that these graduates had a
slightly better chance of achieving full-time employment (58%)
that, the National average for graduates of Canadian technical

institutes and community college graduates.

Social Work Manpower Needs in Manitoba and Saskatchewan (McArton Study)2
The main purpose of this study was to answer the question
of whether there would be enough positions in Manitoba and
Saskatchewan for University of Manitoba social work graduates to

1

Although all of these programs have long waiting lists of prospective students, it would be interesting to know how many would
still persist in trying to get into these programs, especially the
community college ones, if they knew they had only a 50-50 chance
of obtaining a job relating to their training as long as a year
It would also be of interest
after they completed that training.
to determine whether organizations (e.g., Departments of Manpower
and Immigration or Indian Affairs and Northern Development) would
continue to provide financial sponsorship for applicants wishing
to pursue studies in these programs. Are these investments sound ones?

2

Social Work Manpower NeedE.in Manitoba and Saskatchewan.
McArton, D.
Report of a study. The Manitoba School*Nof Social Work, January May, 1970
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fill.

No relevant. survey of social service manpower had been

carried out since 1954.

McArton wanted to determine whether,

where, and how many employment vacancies existed and also to find
out if the opportunities for social service graduates were indeed
expanding as had been assumed.

Furthermore, she wanted to

determine the percentage of present positions which were filled
by occupants with less qualifications than were considered
desirable by the employer.

The sample for the study consisted of
Two groups of organizations
present employers of social workers, and
parallel organizations which do not have
professional social work staff at the
present time. Both groupings included
hospitals, school systems, welfare
offices, recreation and adult education
settings, church organizations, day
nurseries, nursing homes, homes for the
aged, public housing developments, community development programs, organizations
concerned with particular groups such as
native people, trade unions, industrial
and commercial concerns (p. 1) .1

Questionnaires were used to obtain the necessary information from both types of employers.

McArton was successful in

obtaining an extremely high rate of returns.

The results indicated that there was a continued expansion of welfare services and engagement of university educated

1

Summary of Findings of Mrs. Dorothy McArton's Study of Social
Work Needs and Job Opportunities conducted between January and
May, 1970, for the University of Manitoba School of Social
Work.
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social service personnel occurring, even though many agencies
were reporting that their demands for these graduates were
tapering off primarily due to financial constraints they were
being subjected to.

This led her to caution that social service

graduates will be in a far more competitive field in the future
because of the tendency of employers to prefer the most highly
qualified applicants (MSW's over BSW's).

She suggested that a

graduate class of 100 to 120/year from the University of Manitoba
should not oversupply the field.'
Survey_ of Manpower Needs in Southern Ontario Social Service
Organizations (Melichercik and Magee Study)2

The purpose of this study was similar to that done by
McArton
...of gaining a more comprehensive
picture of the current needs,
practices and preferences regarding
social work personnel as experienced
or perceived by social welfare
organizations (p. 12).

The results were intended to provide information to the Curriculum
Committee of the School of Social Work at Waterloo Lutheran
University which would give them direction for the development and

'It should be noted that her enrollment projections did not anticipate the creation of a new School of Social Work in Saskatchewan.

2Melichercik, J. and Magee, L. Manpower Needs in Social Services:
results of a survey of organizations employing social work personnel in southern Ontario. Paper presented at "Canadian
Federation of Social Service Students Annual Conference" at
Sudbury, Ontario on January 1973.
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possible expansion of their academic programs.

They hoped to

accomplish this by determining the current conditions of the
market for social service personnel.

More specifically, the survey aimed to
find out something about the growth of
social welfare positions, about the
present occupants of these positions,
the development of present personnel
and about the expectations of the
employers of graduate social workers (p. 1).
.

They suggested caution regarding the making of any
sweeping interpretations or recommendations based on their
results because
...the field of social welfare (and
society at large) is too much in a
state of flux and any survey will at
best provide only a glimpse similar
to that provided by a still photograph of a moving object...However,
while acknowledging possible shortcomings, the data appears adequate
to serve at least as a tentative indicator of the state of the rurrent
market for social work personnel and
of some emerging trends (p. 12-13).

Their results indicated that the rapid growth of social
welfare programs had begun to abate, primarily because of
financial constraints being imposed on hiring budgets.

In the

future, employers would be in a better position to be more
selective in their hiring than they have been in the past because they will have more qualified persons from whom to choose
(i.e., it will become a buyers market).

The researchers also found that social work graduates had
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begun to replace BA personnel.

Nonetheless, the BA graduate

still represented the largest single educational qualification
group employed in the social services.

Of particular interest was the fact that a large proportion of the MSW's were employed in positions other than direct
service positions, which was ironic since their training was
almost exclusively related to provision of direct service.

In

oler words, a large number were involved in doing what they have
never been academically trained to do.
...graduate social workers practice
the skills they learned at school
for a year or two, then move on
into specialized positions, learning
to perform their new duties by the
seat of their pants (p. 15).

More training at an academic level was, therefore, indicated to
better prepare MSW's for the supervisory, administrative, and
research responsibilities which many inevitably undertake a
short time after graduation.

Relationshi
Survey

of Melichercik - Magee and McArton Studies to Present

The major distinction between these two studies and ours
was that, while they obtained all of their data from the personnel
representatives of organizations both similar (Melichercik and
Magee) and identical (McArton) to the ones we studied, we
received our data from persons directly involved in the dispensing and receipt of social service.
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Of these two approaches,

theirs

is definitely the simpler way to proceed.

There are

fewer sampling units which need to be surveyed when one is con-

tacting only agency representatives than when one goes a step
further and contacts all those who are actually directly involved with social services.

It would be inaccurate to contend that one of these
approaches is any better or more correct than the other.

The

approach chosen depends entirely on the questions being asked.

We

were seeking answers to somewhat different questions than they
were.

Description and Follow-up of Social Service Training in Alberta
(Alberta Study) 1

This study was undertaken at the request of the Alberta
Colleges Commission.

In 1969 and 1970 there had been further
requests from colleges, school boards
and technical institutes for expansion
of social service programs which are
presently in existence...Before expanding social service programs...the
Commission requested that there should
be some basic research to determine the
need for such programs and the extent
to which graduates are presently being
utilized in the field of social service
throughout the province (p. 1).
1

Paterson, J.G., Sawatzky, D.D. and Olivia,F.D. Summary report
of description of follow-up of trainees from social services programs in colleges and technical institutes in the province of
Social Services Education Special Research Project.
Alberta.
Alberta Colleges Commission, 1972.
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The general scope of the study was to
determine the following:
1. The manpower requirements by
type, level and number in the
social services area. Were
the needs of employers,
employees and clients being
met?

2. The impact of a BSW program
(in Calgary) on job description and role definitions of
various positions. Would
these change as a direct
result of this new academic
program?
These objectives were translated into six independent
studies which were conducted simultaneously.

One of the most

remarkable features of these studies was their relatively minimal
cost considering the ambitiousness and comprehensiveness of the
overall project.

The reason that it was carried out so cheaply

was that five out of the six studies were carried out in partial
fulfillment of the requirements for a graduate degree.

Had

similar studies been carried out by the private sector, the cost
would have undoubtedly been at least ten times greater, with no
guarantee of them being any better.

The coordinated theses

approach appears to be an ingenious and effective way of getting
a lot of good quality research done very cheaply.

1

These studies resulted in a set of recommendations, the

1The

maximum amount allowable for the total project was specified
(Cited in Appendix A - Summary
by contract not to exceed $7,200.
Report of the Social Services Education Special Research Project

major ones of which are paraphrased below:

1. The need for social service is expected
to increase for at least the next decade.
2. Social service graduates have a high
rate of employment and express a high
degree of job satisfaction.
3. Liaison between social service agencies
and training institutions should assist
institutions in providing relevant and
practical education. Courses of questionable relevance should either have their
relevance clearly explained or be dropped.

4. Entrance requirements should be related
to institutional programs offering equal
opportunities to all with the necessary
qualifications.
5. Applicants should be made more knowledgeable about various educational programs
available and the kinds of employment for
which those programs will make them
eligible.
6. There should be a continuity in social
services educational programs enabling
a technological or community college
graduate to go into a university social
service program.
7. mSW's should be used more extensively
for in-service training which is desperately needed especially among those
who have never had any previous social
service education.
8. The preferential hiring of university
graduates without social service-related
degrees should be discontinued since there
was no evidence produced to indicate
that they were any better qualified than
untrained people.

9. Planning of social services educational
institutions is currently primarily the
prerogative of the heads of these instiIt should come under the
tutions.
auspices of a planning and advisory
agency consisting of social service
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agencies, professional association
members and educational institutions.
This advisory agency could facilitate
the coordination advocated in point 3.
10. Criteria for promotion and leadership
should become more objective and
related to on-the-job performance.
The roles and functions of variously
qualified personnel need clear delineation and clarification.
11. There is a definite need for more professional and better qualified persons,
especially of the MSW level to carry
out the functions of social development,
preventative social service, rehabilitation and upgrading and supervision of
personnel. This burden of responsibility
should rest with the MSW's because they
were identified as the most capable in
all aspects of social service identified.

12. It was suggested that there would continue to be an expansion of and creation
of new social development programs.
Properly trained workers would be needed
to man them. The major priority of these
programs should be to bring about equality
of opportunities for disadvantaged people,
especially native persons whether they
were living on the reserves or not.
13. The final recommendation consisted of
advocating the use of analyses from
1971 census data based on Statistics
Canada's Occupational and Standard Industrial Classifications Manual for
aiding social service academic institutions to plan their enrollment to make
it consistent with the employment
market demands of the future.

RelatiorlioftheAllDertaShePreserlsiltOne
In all humility,we must admit that this Study addressed
many of the same problems as we did but that they covered a much
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wider scope than we had.

Whereas we designed our study to deter-

mine what skills were needed for the tasks to be done in the
social services so that we could eventually be in a position to
study which group was more competent at these tasks, the Alberta
group tested differential competence at the same time as they were
defining employment roles.

Much like the Oregon and Florida

studies, they simultaneously carried out studies which we had
hoped to conduct successively over an extended period of time.
There is, however, one minor catch and that is that, at
the same time as they were defining employment roles (in one
study), they were assessing differential competence in another.

This seems to be somewhat of a logical absurdity, much like trying
to build a roof independently of and at the same time as the
foundation.

To extend the analogy, the roof and foundation may

not necessarily line up, in that the differential competence
study may not be dealing with the same variables which the
employment role study has defined.

To put it bluntly, their

ambitiousness appears to have gotten the best of them in that
they became caught up in a tautology of which they were unaware.

It just doesn't make sense to be able to carry out a study to find
out what social service personnel are doing (and define roles) and
at the same time determine which group is better than the other.

The only logical train of study is for one to follow the other.
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1

Study of Mental Health in Alberta (Blair Report)
The purpose

of this report W3 to provide recommendations

for the improvement of the total mental health system of services
in Alberta.

The report covered the entire genic. of service

ranging from those provided by the government to those provided
oy the community.

It was specifically concerned with

...the diagnostic, treatment, rehabilitative,
preventive capabilities of the mental health
system, the evaluation of the effectiveness
of current programs and strength of supportive research will be singled out for
special attention...Finally the report will
focus on the provision, development, and
sensitive management of the people who are
vital to the success of any mental health
service
It will assign the highest priority to:
organization and administration of health
services; an integrated, community-based
system for the delivery of care; and
personnel for the system and their remuneration, education and development. The
importance of improved programs of treatment,
rehabilitation and prevention will be
stressed and the need for a great deal more
research will be documented (from the
Preface, p. 1).

Blair also recommended at that time that
Another full-scale study of these services
should take place in not more than three
years' time and there should be a continuous
routine evaluation of the effectiveness of

A Study of Mental Health in Alberta. A report on
1Blair, W.R.N.
the Alberta Mental Health Study, 1.968, Volumes I and II. Human

Resources Research and Development Executive Council, Government
of Alberta. Paper presented at the Canadian Psychological
Association's Annual Meeting, Victoria, B.C., 1973.
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programs and the adequacy of services
in the meantime (from the Preface,
P. i).

He described in Volume II of this Report that a great
deal of remedial action had taken place since the first volume
had been produced with many of their recommendations having
been implemented or acted upon.

This report has significance to the present study
primarily because it was concerned with an area of service
similar to and overlapping with social services, the focus of the
present study.

There are, nonetheless, differences between the

two studies, the less obvious ones of which are listed below:

Present Study

Blair Report
1. Blair had the broad mandate of reorganizing
mental health service.

1. Our purpose was to obtain
a descriptive profile of
the social services as they
exist at the present time.
If any major reorganization
(as those recommended by
Blair) was carried out with
respect to the social
services, many of the results
of this study would become
obsolete overnight.

2. Their study was technocratically oriented.
They received the bulk
of their information in
the form of briefs, position
papers from expert persons,
professional agencies and
organizations (academic and
Virtually no
executive).
input was obtained from the
mass of mental health

2. Our study was relatively
more democratic. It was
focused on all social "frontline" workers, their
immediate supervisors (but
rarely their Generals) and
consumers of their service.
The only time we contacted
the senior executiveadministrators was in those
cases where the organization
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Blair Report - continued

Present Study - continued

employees or recipients of
these services Mow would
they like these services
to be changed?). In order
to have any chance for input to the Report, one
would have to be either
invited or step forward.
Those who did were invariably a highly select

was so small that these
senior persons and the
immediate supervisors were
one and the same. We went
out to these persons through
our interviews and survey
questionnaire rather than
making them come to us. The
rationale we adopted here
was that not only those who
stepped forward had a useful
contribution to make.

group.

Proposal for Experiment in Differential Use of Manpower in
Social Services in Saskatchewan (Davis Study)T
Closer to home, a proposal was drawn up which was intended
to assist in the reorganization of the provincial department responsible for commissioning it.

The rationale of the proposal

was described as follows:

As a main theme of this paper is to
address itself to the increased complexity of our society and, therefore, the diversification of social
service needs, it will become necessary to first examine the needs that
have developed through the eyes of
the front line workers who are most
concerned about these needs and their
inability to deal with them because
of "the system" as they call it or
because of lack of necessary skills (p. 4).
Although it does not appear that this study was ever
commenced, it was theoretically and methodologically quite sound.
1

Davis, J. A proposed experiment on the differential use of manpower in the social services. Report commissioned by and submitted to the Saskatchewan Department of Social Services, (1973).
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It also tends to expose another side to what had up to now been
1

a one-sided argument.

The other studies cited suggested that

persons who were not functioning as well as expected were the
result of either inadequate or inappropriate training or personalities (i.e., lacking qualities required before one enters
a training program because the program won't influence or improve
these qualities).

Davis suggested that poor functioning may not

simply be due to inadequate persons being in an adequate "system"
but also could be due to adequate persons being unable to operate
because the inadequate "system" in which they are required to
work doesn't enable them to make the optimal use of the skills
they possess.

Sinfield (1969), commenting on the British

Seebohm Committee, reported outspokenly what Davis had
intimated:

It is important that social workers
should in their training learn more
about group and community work and
more about the dynamics of society
and social change. But too much
stress must not be placed on
teaching new techniques, skills and
methods in manipulation of the
client - whether it be individual,
family or community (p. 29).

1

Even if the study had been carried out, he present study would
not have been redundant since Davis was dealing with only one
aspect of social services in Saskatchewan, the Department of
Social Services. Although this Department is by far the largest
single employer of social service personnel in the province,
this Department represents only a part of the total social
service picture here.
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Table 1

provides a "bird's eye view" of all of the

studies cited which should easily enable one to make general
comparisons between the present study and the others and also
among each of the others.

These descriptions were randomly

arranged in this Table.
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PR0JECTION3 OF SOCIAL SERVICE MANPOWER NEEDS

One of the most uneconomic aspects of research involves
needless repetition of others' research
conducting isolated studies.

I

or, on the other hand,

Reviewing literature on related

research is the primary method of avoiding these problems.

An

adequate review will reveal similar areas which have been studied
and thus enable the researcher to synthesize his work with any
related work that has already been done.

At the same time, a review enables one to avoid needless
duplication.

During our review we came across the Job

Vacancy Survey produced by Statistics Canada (under contract to
the Department of Manpower and Immigration).

created to fill a need similar to the one

This Survey was
described in our

proposal for the present study.
The lack of comprehensive data on
job vacancies makes labour market
analysis at the present time
virtually impossible. Such
analysis of labour market data is
of crucial importance for the
planning of vocational education
programs for prospective entrants
into the labour force, for occupational training and re-training of
persons already in the labour force,
for business planning and for the
purpose of enabling the manpower
authorities to plan intelligently
I

Although we do not deny the necessity of replication of studies.
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to meet expected labour surpluses
and shortages.1

This Survey would be based on the CCDO (Canadian Classification
Dictionary of Occupations). Table 2 indicates the positions of
most of the social service employee classifications about whom we
would wish to obtain information.

Occupations in Social Work and Related Fields - 233
Social Workers - 2331
This unit includes occupations concerned with diagnosing and treating
social inadequacies in and providing
professional counselling to individuals
or groups and recommending and applying
solutions to difficult social problems
that affect individuals and communities. (p.36)

Others Not Elsewhere Classified - 2339
This unit group includes occupations,
not elsewhere classified, concerned
with activities in social work and
related fields. Occupations concerned with soliciting financial contributions for social work programs
are in this unit group. (p. 36)
Occupations in Community Welfare - 2333
This unit group includes occupations
of a non-professional nature concerned with performing tasks similar
to those of a social worker but
specializing in social welfare work,
such as organizing and supervising
non-profit social, recreational and
educational activities in youth clubs,
community centres and similar organizations (p. 36)

lEconomic Council of Canada, 1964, p. 178.
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TABLE 2

Canadian Classification and Dictionary of Occupations' Listing

of "Occupations in Social Work and Related Fields"
Social Workers (2331)

-

Adoption Agent
Case Consultant
Case Investigator
Case Reviewer
Case Supervisor
Case Worker
Child Consultant
Child Welfare Consultant
Children's Aid Investigator
Children's Counsellor
Counsellor
Court Worker
Detention Attendant
Detention Worker
Family Counsellor
Group Social Worker
Medical Case Worker
Medical Social Consultant
Medical Social Worker
Parole Agent
Parole Director
Parole Officer
Parole Supervisor
Probation Officer
Psychiatric Social Worker
Social Worker
Welfare Case Worker

Welfare Organization
Any industry
Any industry
Any industry
Any industry
Any industry
Welfare Organization
Welfare Organization
Welfare Organization
Welfare Organization
Welfare Organization
Welfare Organization
Juvenile Court
Juvenile Court
Welfare Organization
Welfare Organization
Any industry
Any industry
Any industry
Any industry
Any industry
Any industry
Any industry
Any industry
Any industry
Any industry
Any industry

Others Not Elsewhere Classified (2339)

Case Aide
Home Supervisor
Juvenile Officer
Placement Secretary, Welfare Agency
Probation Worker
Research Worker
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Any industry
Welfare Organization
Any industry
Any industry
Any industry
Welfare Organization

TABLE

2 (continued)

Canadian Classification and Dictionary of Occupations' Listing

of "Occupations in Social Work and Related Fields"
Occupations in Community Welfare (2333)

Activities Director
Boys' Worker
Charity Worker
Child Welfare Worker
Community Centre Worker
Community Service Worker
Counsellor
Department Secretary
Department Supervisor
Director
District Leader
Family Visitor
Field Director
Field Secretary
Field Supervisor
Field Worker
Field Worker
Girls' Worker
Group Leader
Group Worker
Home Visitor
Interviewer
Interviewer, Welfare Department
Investigator,
Investigator, Welfare Department
Official
Official
Placement Secretary
Public Welfare Worker
Recreation Leader
Recreation Supervisor
Relief Officer
Settlement Worker
Social Contact Worker
Social Service Worker
Supervisor
Welfare Agency Supervisor
Welfare Investigator
Welfare Interviewer
Welfare Officer
Welfare Supervisor
Welfare Worker
Worker
Worker, Welfare Agency

-

Community Centre;
Welfare Organization
Any industry
Any industry
Any industry
Any industry
Boy Scouts; Girl Guides
Welfare Organization
Welfare Organization
Community Centre
Youth Organizations
Welfare Organization
Welfare Organization
Welfare Organization
Welfare Organization
Red Cross
Welfare Organization
Welfare Organization
Welfare Organization
- Welfare Organization
- Welfare Organization
- Welfare Organization
- Any industry
- Wtlfare Organization
- Any industry
- Community Chest
Y.W.C.A.; Y.W.C.A.
- Welfare Organization
- Any industry
- Any industry
- Any industry
- Welfare Agency
- Welfare Organization
- Welfare Organization
- Any industry
- Community Centre
- Any industry
- Any industry
- Any industry
- Any industry
- Any industry
- Any industry
- Welfare Organization
- Any industry

Their sampling unit for the Survey, in other words the
places in which these social service personnel were located, was
based on the "Standard Industrial Classification Manual".
Table 3.

Division 10 - Community_Business and Personal
Service Industries
Major Group 2 - Welfare Organizations - 828
Establishments primarily engaged in providing basic domiciliary care only;(no
treatment or personal nursing care) such
as homes for the aged, blind or senile,
boarding houses for the aged, day nurseries, shelters, etc. Also included
are voluntary welfare organizations such
as the Canadian National Institute for
the Blind, Canadian Welfare Council,
Community Chest and United Appeal OrganThis industry excludes cusizations.
todial institutions for delinquents or
criminals, i.e., corrective institutions
which are included in Division 11 (p. 40)
Public Administration and Defence.
Religious Organizations - 831
Establishments primarily engaged in providing facilities for holding religious
services or for the prcmotion of religious
Faith healers are included.
activities.
Establishments maintained by religious
organizations primarily for educational,
health, charitable, publishing or other
purposes are classified according to
principal activity in the appropriate
(p. 40)
industries.
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See

TABLE 3

Standard Industrial Classification Manual's Listing of
"Community, Business and Personal Service Industries"

Welfare Organizations (828)

Canadian National Institute for the Blind
Charitable home operation
Charity organization for society
Child welfare organization
Day nursery, providing care, not education
Federated charities organization
Home for the aged, not providing treatment or personal nursing
care

Home for the blind
Shelter for the unemployed
Society for the Prevention of Cruelty to Children
Soup kitchen, priva#e welfare
Welfare organization

Religious Organizations (831)

Salvation Army
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Division 11 - Public Administration and Defence
This division covers establishments
primarily engaged in activities that
are basically governmental in character.
From the viewpoint of type of economic
activity, establishments engaged in
such activities as enacting legislation,
enforcing and administering the law,
collecting public revenues and controlling the disbursement of public funds,
are clearly governmental in character
and do not belong in any other branch
of economic activity (p. 42).
The relevant areas in this Division are:
1. Other Federal Administration - 909

2. Provincial Administration - 913
Although the occupational classification is quite detailed,
the industrial one seems to apply to very few privately operated
social service organizations contacted by our survey.

Table 4.)

(See

It is difficult, for example, to determine where a

family service bureau would be included.

The most ludicrous

feature about these classifications is the wide variety of
different names for organizations and individuals carrying out
substantially the same function.

The estimates produced by this body for specific

occupational groups have negated the necessity of making
similar projections as we had proposed to do.

Their projections

for various occupational categories, including social work which

they have reported regularly on a quarterly basis since 1971, are
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TABLE 4

Standard Industrial Classification Manual's Listing of
"Public Administration and Defence"

Other Federal Administration (909)

Indian Affairs and Northern Development Department
Manpower and Immigration Department
Penitentiary
Prison, federal
Unemployment Insurance Commission
Veterans' Affairs Department

Provincial Administration (931)
Industrial school, Government, (reform school)
Prison, provincial
Reformatory, provincial
Workmen's Compensation Board

far more comprehensive than any which we might have hoped to carry
out.

Furthermore, their survey is ongoing; ours would have simply

been a one-shot effort.

1

We will, therefore, attempt to negotiate

access to the quarterly reports they provide in order to obtain
the information about available and projected vacancies for social
service-related fields which will be so essential to the proper
planning of student intake in the University of Saskatchewan
School of Social Work.

Hazards of Prediction
There are many problems associated with carrying out
useful projective studies.

For example, Galby and Wright (1966)

addressed a similar problem as ourselves in attempting to discover
...for which professional groups within
the social services in Great Britain
estimates of future manpower demand had
been made, to examine the data and
assumptions on which such estimates
were based and to suggest lines along
which further work...could most fruitfully proceed, in order that as complete a picture of staffing needs over
the next ten years should be obtained (p. 1).

They emphasized that accurate manpower projections for
the social services were quite essential so that a sufficient
number of properly trained persons would be available to meet

1We had hoped that this study would be expanded longitudinally;

however, it is unlikely that further funds for this would be
forthcoming from the same source (through the Adult Occupation
Training Act).
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employer demands in the future.

Furthermore, it would also be

highly wasteful if these demands were overestimated with the
consequence that training institutions produced more graduates

than the employment market could absorb.
They go on to state that even though
...manpower demand forecasts in the past
have been inaccurate does not argue
against forecasting but shows the real
need for the development of forecasting
methods and the collection of more comprehensive data on which to base projections (p. 1).

Regardless of how much valid data is obtained and how
sophisticated the analyses of it, inaccuracies in prediction are
bound to occur for the following reasons:
1.

scientific breakthroughs are unpredictable
and can affect manpower demand

2.

the effects of major economic and social
revolutions or improvisions can usually
not be anticipated1,2

Taking these possibilities into consideration, they cautioned

against anything but the most short-term attempts at making any
1

For example, it seems quite evident that some national or, at
least, provincial Guaranteed Annual Income plan is inevitable.
Furthermore, this kind of plan will lead to a major reorganization of social services. It is still unclear, and opinion
is divided, as to whether this will lead to an increase or decrease in need for the different levels of social service
In any event, any long-term projections prior to
graduates.
the introduction of GAI will be hazardous.

2

Neither the Alberta Colleges Commission Study nor the McArton
Studies' recommendations for the projected enrollment necessary
to fulfill manpower needs for social service graduates in the
future anticipated the creation of a School of Social Work in
Saskatchewan.
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manpower projections especially in the social services.
The predominant strategy adopted when making projections
is to look behind you in order to anticipate what is coming up
ahead.

The basic assumption made is that any changes which occur

in the future bear some functional relationship to what has
occurred in the past.

These changes can usually be expressed in

terms of some mathematical model in which all of the pertinent
variables may not have been included.

In some instances this strategy is the most fruitful one.
For example, fairly accurate predictions can be made of population
changes, but in all cases, there is the element of indeterminancy
or error in prediction.

In population projections; discrepancies

between actual and projected changes can be the result of anything ranging from an unforeseen catastrophy such as a large
scale war to a breakthrough in medicine.
In other cases, looking into the past in order to prepare

for the future is contraindicated,especially in those areas such
as the social services characterized by
...a state of intellectual and social
upheaval which historians may mark as
the central determinant of the latter
half of the twentieth century (Cohn.
1970, p. 9).

In situations like this where the only constant is change, there
is no useful regression equation, no matter how elaborate,

which

will serve as any substitute for dealing with the situation here
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and now, or making educated guesses about what the future has in
store.

Haphazard as these approaches may seem, they emphasize

looking ahead, not into the past.

One wouldn't get very far

driving down a winding road by making decisions as to which way
to steer on the basis of the ground which has already been
covered.
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GOALS OF SOCIAL WORK
This is one of the most topical areas in social service
manpower research.

The problem is that it is exceedingly difficult

to specify what the objectives of social services are (Davis, 1973)
Countless number of agencies simply
assume their objectives to be understood and have not really clarified
in writing for themselves or others
their own philosophies, programs or
policies. Sometimes the agencies'
positions are defined in terms of
what it does not do, not what it
does or inspires to do, which leads
to complicated double talk and buck
(Watson, 1965, p. 3.)
passing.
Fine (1971), however, pointed out that "identifying and
specifying purpose and objectives in a clear operationally useful
manner is one of the most difficult tasks in organization life"
(p. 20)

She further specified that
...the purposes of any agency should not
be formulated in terms of means. For example, an agency's purposes would not be
formulated as 'giving social services' (p. 23).

The point she makes is an important one since means (e.g. counselling) can easily be confused with the ends
1

1

that these means are

It may seem ironic but our experience in the study has been that
the representatives of the consumer's self-help groups with whom
we met were more able to identify the goals of social service
than were either the employers or employees. For example,
frequent mention was made by consumers that social services
should provide for their basic needs (shelter and sustenance) and
to improve opportunities for them to get "off welfare" (e.g., by
education).
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supposed to attain.

Very closely related to the necessity of clearly and operationally identifying the goals of social service is the question
of differential competence.
lack

Armitage (1971) contended that "the

of an agreed upon set of descriptions of different types of

social practice has obvious implications for any attempt to assert
or measure competence (p. 180)".

This was a major obstacle to attempts
to define whether or not there was a
real shortage of social service manpower, what forms such a shortage took
and what effect, if any, such a shortage was having. Education planners
were left in a position of having to
act with no better guide for their
actions than their own assumptions
and objectives. The educational institutions were, in other words,
forced to "fly blind" in introducing
new programs of social service
education (p. 180).
Furthermore
...owing to the lack of agreed upon
definition of social work competence,
differential educational programs
may not be preparing students for
different kinds of competence. For
this reason we may be aimlessly

'Social service personnel frequently described their responsibilities as being primarily counselling or therapy (a means)
without being able to indicate what the purpose of this intervention was even if it was as vague as "enhancement of quality
Some of these personnel almost seeMed cpnvinced
of life".
that their casework, groupwork, etc., was an end in itself.
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floundering from one manpower crisis
I also suggest that
to another.
until clearer correlation between
different educational programs and
social work competence is established,
we should not lock differentially
educated social workers into arbitrarily determined status positions
in the social work hierarchy but
allow for a variety of experimental
programs to emerge in which the
competence of the workers will be
tested in cooperation with and contrast to differentially educated
workers. This presupposes that
agencies are willing to scrap their
(Kinanen, 1971,
rigid hiring policies.
p. 188).
In plain 1nglish,what they were saying was that,without

being able to agree upon what social workers are doing, it would
be very difficult (if not impossible) to determine whether any
one educational level is any better at doing social work than
any other.

What was implied was that we might be very surprised

to find out that educational level was not the crucial variable
at all in determining competence in the field.

no manpower crisis is (or ever was) with us.

Consequently,

More and more

education may not necessarily lead to better and better competence
in the social services.

Titmus paraphrased this (as cited by

Sinfield, 1969).

To what extent, if at all, are contemporary social needs being artificially
developed by the professional, administrative and technical interests upon
whose skills the services depend?
What, to put it crudely, are we getting
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for our money? Is an increasing proportion of the cost going, first, to
those who do the welfare rather than
to those who need the welfare and
second, for treating at a higher
standard the symptoms of need rather
than in curing or preventing the
causes of need? (pr. 23-24).

Despite the vague objectives of social services (it is
difficult to determine whether they are being realized or not), and
the hazy relationship between educational level and competence in
the field, social service graduates usually get the first chance
at the jobs in the social service field.

I have referred to the

selective preference in social service agencies as possibly being
due to a kind of "occupational imperialism" or "professional
nepotism" (Maslany, 1973, p. 1), strong words to emphasize that I,
like many others, am not convinced that the employment advantage
given to social service graduates in the social service may be
justified.1

Regardless of the fact that this competence has not been
shown to be unequivocally related to educational type or level,
our contact with most employers has been that they do indeed
have very "rigid hiring policies" (Kinanen, 1971, p. 188) and it
would be an almost impossible task t" persuade them "to scrap"
1

The Alberta Colleges Commission (see Bibliography) has produced
evidence through its research which justifies the preferential
treatment given to social service graduates. What it found was
that the practice of giving preferential consideration to general
BA graduates was unwarranted since they did not seem to be any
more competent than those without this educational background.
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those policies.

Through our employer contacts we were made aware of the
occupational imperialism-nepotism phenomenon which we termed the
"mirror effect".

1

On one occasion, we had arranged to meet with

two employer representative$ from two (correctional) institutions.
We asked them about their hiring policies.

The first indicated

that he would never consider hiring social workers because they
were far too idealistic and their training too general for them
to be of any use in that setting.

What he wanted were employees

with psychological (objective) kinds of training.

We later

asked the same question of the head of another institution which
ostensibly had the same function as the former and the employer
there expressed antithetical preferences to the foregoing.

The

latter stressed that he would never hire any psychologically
trained person ("they only know how to give tests - they don't
know how to get involved in on-going, long-term relationships
with people").

Only those with a background in social work were

given any consideration there.

The irony here is that two institutions which purport to
carry out the same function have such diametrically opposed
hiring preferences.

We strongly doubted that exposing either to

1

We may be guilty here of giving new names to old concepts or
else contributing nothing more than coming up with another
"semantic" breakthrough but sometimes analogies lead to a better
understanding of a phenomenon.
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any of the research we have reported in this section would have
had any effect towards changing their unsubstantiated biases.
Often our roles as researchers proved to be rather
frustrating to us in that we would have liked to have had more
of an opportunity to change and remedy some of the shortcomings
we became aware of through the course of our interviews.

For

example, we would have liked to have been able to force an
employer to hire non-graduates for certain positions just to find
out if one group could handle these positions as well as social
service graduates (Kinanen, 1971).

The point, however, is that

we had no'such powers and neither did we try to exercise anything more than subtle coercion.

We hati our opinions, but we

tried our best not to let them show through and affect the
responses of those we met.

Conscious suppression of our biases

was the only way we had to avoid a "Hawthorne" effect from
occurring.
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CHAPTER II

PROCEDURE

Stage I: Definition of Social Service Organizations and Personnel
The following definitions of social services which had
been derived from Crane's (1972) proposal were the basis for the
selection of the social service organizations surveyed in this
study.

An organized activity that aims at
helping towards the mutual adjustment
of individuals in the social environment. This objective is achieved
through use of techniques and methods
which are designed to enable individuals or groups in communities to
meet their needs and solve their
problems of adjustment to a changing
pattern of society and through cooperative action to improve economic
and social conditions (p. 8).
Since the above definition is so general that it would almost
apply to any group, Crane cited another more specific one which
he had obtained from Professor Nicholas Save of Laval University.
...by social services is meant the
organized effort by individuals
through special knowledge and skills
to ameliorate or eradicate an unacceptable social condition or to
meet...social needs within the
community. Such services are sanctioned by the community and may be
supported by tax money, voluntary
contributions or through proprietary
auspices.
The services are usually
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related to meeting the physiological
and social needs of the individual,
his family or social group (p. 8).
We had hoped to encompass a reasonably broad range of
persons into the focus of our study.

We felt that the results of

other studies which had been seeking the answers to similar questions
as

ours,

were not of much use to our study because their

definitions of social services had been excessively restrictive.

For example, Crane's (1973) Study sampled only those who graduated
from social service-related programs; however, it was quite
obvious that there were more persons employed in the social
services than those with social service-related academic training.
Other related studies had similar shortcomings with respect to
our purposes.

For example, Davis identified social services with

a governmental department responsible for this function; but
again, there were a large number of social service personnel who
were not employed by this department (even though this department

was, by far, the largest single employer in this province),

Still

others have regarded the definition of "social service worker"
and "social worker" to be a matter of professional licensing or
issue at all (Perretz, 1962).

non-licensing and not a debatable

Stage II:

Operational Definition of Social Services

Of the above we felt that Crane's and Save's definitions
would be useful to our purposes.

We applied them to formally
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organized groups obtained from a wide range of directories concerning social service groups and organizations located in this
province.

(See Appendix C.)

When selecting those we considered

should be included in our survey, we experienced great difficulty
at times in objectively "drawing the line" as to which could be
categorized under the term "social services" and which would more
appropriately be regarded as belonging to an allied field.

Some

fairly arbitrary decisions had to be made as to which should be
included and which should not.

For example, all those organ-

izations with the term "social services", "welfare" (or variations
of these) contained within their names (q.g.,-Department of Social
Services, Saskatchewan Association of Social Workers, etc.) were
automatically included.

On the other hand, there were some such

as legal organizations and teaching institutionwhich would have
easily corresponded to the above definitions but we nonetheless
decided that they should be excluded.

Wherever there was any

doubt about the appropriateness of including an organization we
included it.

ization

We felt that it would be better to include an organ-

that should probably have been excluded than to exclude

one that we might later have wished we had included.

In other

words, the advantages of including too wide a range of groups
seemed to far outweigh any possible disadvantages of this selection
procedure.

Our broad definition of the social services led to mis-
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understanding which failed to be sufficiently clarified in, for
example, the covering letters accompanying our questionnaires.

The connotations of the terms "social service" and "social worker"
were hard to counteract.

Responses ranged from

this doesn't

apply to me because I have neither a BSW nor an MSW nor do I
want or ever intend to get one" (most common); to "...I hear you
aro doing a study on the Department of Social Services; we are not
connected with them" (less common but nevertheless occurring
It did not matter that we

often enough to warrant rention).

anticipated this ambiguity and tried very hard to explain that
we were using the term "social services" in a very general sense.
There vas still a significant number who either outrightly refused to change their definitions ("I am not involved in social
service no matter what you say") or just could not be gotten

through to ("you must have gotten4y name by mistake, I have only
114..

a grade...").

Where we could, weeither tried to inform directly

(for example, an interview) or we sent letters assuring them there
was no mistake.

This usually resulted in better cooperation,

but not always.

We suspect that a proportion simply didn't feel

they should be included in our study and, consequently, would have
nothing to do with it.

The lesson here is that we probably would have been better
off to include some form of a twenty-five word or less text-book
definition of social services in our letters accompanying the
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questionnaires, a practice we had deliberately avoided.

However,

there would still have been the problem of getting the people we
dealt with to read it, understand it and act on it in order to
change their personal definition of social services.

Stage III:

1

Interviews

At this stage, we set up interviews

2

with representatives

of the organizations we had identified as "social service" related in Stage II.

The purpose of this stage was to obtain

reactions to our proposed study

3

from these organizations and to

obtain descriptions of their function (social services) and
hiring policies.

The interviews also served to help us to

develop an appropriate survey instrument for the study.
These interviews were conducted on an open-ended basis
and in many cases covered subjects which were not included in the

lit would have been as difficult as trying to sell Protestant

Bibles to a Catholic.
2

For format of Interview see Appendix F., p. 171; for Summaries
of Interviews see Appendix D., pp. 101 - 138.

3

Had it not been for these preliminary interviews, we would have
received very few reactions to the study. Although we sent out
close to 300 copies of our study proposal, most of the persons
we had contacted indicated that they had only read the proposal
when we told them that we would be coming to discuss the study
with them.
In other words, had we not arranged these interviews, very few would have known anything about the study.
Providing persons with information about a project is no
guarantee that information will be read.
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format.

They were usually tape recorded, later transcribed and

edited.

They were then sent back to the interviewee for any

changes, deletions, or additions he or she wished to make.

If

the transcripts were not returned to us we assumed that no misrepresentation had been made.

We also requested permission (which

was usually granted) to quote these interviews.

The interviews were reviewed for recurring themes which
could be used as a basis for items and alternatives within the
items on the questionnaire.
the interviews

It should be noted,however, that

were not the only source used in developing the

survey instrument.

We also relied upon incorporating material

from questionnaires developed elsewhere for similar studies.

1

The

pilot questionnaire, which was the first result of the interpretation
of the information obtained from the interviews, can be fovnd in

Appendix F., pp. 176 - 181.

The following is an example of an exceptionally good interview (not really a typical one) with representatives of a
consumer group.

We have decided to include it here in total so

as to give a reader the general flavour of these interviews and
also to show how these interviews could go off on a tangent which
nay not have corresponded to the interview format but may, nonetheless, have been considered worthwhile enough to pursue.

1

Those sources from which we adapted questionnaires appear, preceeded by an asterisk, in the list of references.

Notes on interview with Mrs. Agnes Letendre, President and Mrs. Penny
Kipling, Secretary, Melfort Anti-Poverty Association. Melfort, Sask.

Interviewer:

I guess to start with we'd like to find out what your organization
is doing.

Letendre:

Well, we are not doing much right now because we have been working
trying to start a thrift-shop which would be open five days a week;
We were also wanting to start a
but we can't find a right place.
day-care centre. We have a membership of eighteen with about eight
to ten people attending meetings.

Interviewer:

What about informing people of their welfare rights.
too?

Letendre:

We didn't know half, not even three quarters of our rights until
we got into this group. Now the Department of Social Services are
I don't know, they have a different attitude
all willing to tell us.
towards us now.

Kipling:

For example, the regulations (of the Department of Social Services)
state that you have to ask for "Special needs" if you want them.
Social Services staff won't tell you about them. We had to find
out about this by ourselves. This is kind of stupid. If they put
them there, for heaven sake's a lot of people are doing without
because they don't know.

Interviewer:

Well, this book (Your Welfare Rights) is that the kind of thing
your group uses?

Kipling:

Yes but it just covers the bare necessities, it doesn't even say
anything about linen or dishes or what happens if your furniture
Most people just try to scrimp and save out of the
falls apart.
money they do get. That's what I did for the first while until
I found out about "special needs" provisions.

Interviewer:

Do you actually feel a difference now working with social workers?

Kipling:

Yes, my worker even offered me a cigarette when I went in there.
You'd
You used to go in and see your worker and you would leave.
You
through
you.
meet them on the street and they'd look straight
might as well not even be there.

Letendre:

You go in there now and the social service staff are all coming and
saying "hi".

Kipling:

That's one thing your School can do. Make sure you drum it into
everyone's heads that we are human beings.
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Do you do that

Interviewor:

That's the kind of thing that almost can't be taught to a pon4on.
It almost has to be in them.

Kipling:

You feel bad enough when you have to yo in there and ask for helh,
in the first place.
The first meeting that Mr. X (a senior Department of Social Services
staff from Regina) called together, he was a little flabbergasted
at th,_ things that were going on that he didn't know about. And
we had tried to get in touch with him before. He didn't know.
It's more or less our right to be able to go over the worker's head.
I'm not saying every time you have a spat with your worker you go
see the supervisor; but when you are in desperate need and things
aren't working out. For the longest time you couldn't get an
answer as to why you weren't allowed to get this or do this. I was
cut off welfare once and I was given no reason. And I tried phoning
the svpervisors and there was just no way I could get a hold of
anybody.

Letendre:

They could be sitting right there in that office and yet they will
tell you they are not there.

Interviewer:

I guess that is one of the important things about this group; the
educational factor for the people on welfare. They find out that
they are people themselves, not only trying to get the worker to
realize that. Do you make much use of the appeals procedures?

Kipling:

Nobody bothers appealing. There were only twenty appeals last year
and there are 1200 in this region. Most people don't know what
they can appeal about. How many people want to walk out of their
worker's office and then ask for a form to appeal? Maybe six months
from now we will start making appeals, once people realize they are
not going to get cut off ( of their welfare cheques).

Letendre:

Our members are scared, even after they join the group.
one lady who thought there was some trick to this.

Kipling:

She thought the Department of Social Services was sucking everyone
in and now they were going to get Lack at her. She phoned long
distance and she was really upset.

Interviewer:

Have you tried to put any pressure on the Department to come out
with their own literature?

Kipling:

Most of the people
Yes about everything; even about "special needs".
that really need it don't know about this provision and they are
What the workers say goes and people don't know
too scared to ask.
that the workers aren't gods.
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We had

Letendre:

Some of the workers now are telling their clients to join our group

Kipling:

If people join a group it helps the worker too because they won't
be having people asking for things they are not entitled to because
they will learn from us. One of the things that a supervisor said
is that the workers have got so many policies and regulations that
you can't expect them to remember everything.

Letendre:

We should have been using the "special needs" provision earlier but
instead we have been taking money out of the food and clothing all
Now we know where we stand.
along.

Kipling:

Most of them
Well, I've got a private beef' with the social workers.
are young and they don't know what it's like to fight and they go
through their course and they sit in the office and then they tell
you "Well, you ought to be able to live on this".

Letendre:

At one of our meetings they suggested that we get more married people
involved in becoming social workers. That's kind of hard.

Interviewer:

You feel the problem with social workers is a general lack of experience"'

Letendre:

What does a young girl know about what you have to put on a table
when there are five kids sitting down? What does she know? She
doesn't know it until she's had to face it.

Kipling:

And they don't know the down periods you go through - thirty days
in a row - you get to go out once a month to shop around and the
next month you sit there every night and figure out how the money's
going to go around. Most of these young workers have no idea what
you go through. Then the kids come home and their friends are going
swimming or joining Brownies and you are having a hard enough time
getting through to the next cheque.

Interviewer:

You find that that is really hard on the kids?

Kipling:

Oh yes, that's really bad.

Letendre:

I had an RN phone me and she said there are more mental cases from
Welfare from women worrying about where the next cent is going to
come from and that the kids can't join in because they don't have
the money. The next thing. they start loafing around. They are
This is why we wrote to the
into trouble before you know it.
Recreation Board here and we are trying to see if we can get swimming
lessons at half price. We don't want them for nothing. We haven't
got an answer yet. They can't even afford to go to camp.

Kipling:

There is something else S.C.A.P.O. was talking about:- setting up
a "Welfare Camp" which won't work. You get "there go the welfare
kids to the welfare camp". It sets them apart. This is another
thing that bugs me - do you know that if I put my two girls up for
adoption, put them in a foster home, they would be able to do any-

thing and see anything? The welfare hands out money for this and
But for me, because I kept my kids, they are doing without..
that.
Letendre:

I have a son and he left home last year and went into a foster h'
He got a lot more money than when I kept him at home. This is en
thing I don't like to see. When you are trying to raise your kid.;,
why don't they help you more?

Kipling:

They talk about second and third generations on welfare as if they
are punishing these kids for staying at home, what can you expect?
They don't give them a chance to even take part in the community.
Home is where they are supposed to be.

Interviewer:

The children are just maintaining the system.

Kipling:

A lot of kids have the ability and the gumption to get out and go
to university and there is just no way they can get there.

Letendre:

We were really going to town at the Advisory Meeting and you would
be surprised at how many saw it our way.

Kipling:

The guy from Carrot River was really mad at us because he had just
got his welfare rights group started and here we were lambasting
But they (The Department of Social Services)
their (ESP) project.
didn't even tell them that their medical coverage would be cut off,
that at the end of the project they would have to go on unemployment
for six months and then they would have to start from scratch and
go back on assistance and do without clothing allowance for three
months.

Interviewer:

This is the summer project for ESP?

Kipling:

Yes, those ladies are all excited. They figure as soon as they take
their garden off the project, everybody's going to come running to
It's ridiculous, they are taking them off welfare
them with jobs.
so they can go on unemployment.

Letendre:

It's just like she
We are having enough trouble with our group.
(Penny Kipling) said: "I'm not going to go out and work until my
last kid starts to school. Then I'll go and work to get off welfare."
She wants to be home with her kids and it's no more than right.
Who wants to leave their kids when they are that small?

Kipling:

I tried working right after she was born and it was such a hassle,
I'm not lazy. I was working but it
I figured to hell with it.
got too upsetting never knowing from one day to the next if you
were working. I told these guys if these people have the incentive
to go out and work, they will find ways of making money, not by
putting out that thing (ESP Project).
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Interviewer:

About your problems with the young workers and that, about the only
way they can compensate for their youth is to make sure they have
empathy so they can pick up and understand people's problems.

Kipling:

Well, maybe if they were dirt poor for about five years.
people just don't know.

Letendre:

I think that when one walks through the welfare door and wants
help, they have really put up a hard battle. Like Al Skagen
(from S.C.A.P.O.) said that that was the hardest thing he ever had
I don't want it
to do. I want my cheque and I want it earned.
given me.

Kipling:

Mr. X ( the senior staff from the head office of the Department)
was quite mad because just about everybody had the same attitude.
I walk through my house and I point at the things I bought by
scrimping and saving and then I look at those things that the
government paid for and they just burn me. As far as the others
were concerned, the government should be buying everything but
There is a stigma attached.
that takes away your pride.

Letendre:

I'd like to see counselling set up with people who have been through
It - the problems of a young girl, young boy, a married couple that
are still together and a separated couple.

Kipling:

Each office should have one worker with psychiatric training; one
worker with marriage counselling; so that when a problem comes up
Something really specific.
you can refer them to that worker.

Letendre:

Yes because there is really no one you can go to. Especially for
these young boys - they don't want to see a worker, no way!
If he could go and talk to somebody else, it
That's dynamite.
would work out a lot better.

Kipling:

This thing you are doing isn't for that two-year course at
Saskatoon (Welfare Worker Technologist Program at S.I.A.A.S.)?

Interviewer:

No

Kipling:

Oh, because that thing ought to be closed right down. There
is no way these people have training in how the client ticks.
They must not do very much there. Most of the front-line workers
are only twenty or twenty-one. Now they are talking about
having clerk typists you go to to fill out your forms (if and
when separation of financial services from social services comr.!s
about). That is even worse. What they need is social workers
The way this guy (Mr. X) was talking,
trained as social workers.
the first person you would go and see would be the clerk typist.
Then you would have the worker, then the supervisor - you are
going to have things really spread thin.
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Interviewer:

How they are going to set it up is to have workers on a counselling
Some workers have large virtually unmanageable
level with people.
caseloads whom they are supposed to help. You end up worrying Jur,.
making sure their cheques get out to them.

Kipling:

Well, sometimes they don't even worry about the blasted cheque.

Letendre:

Usually it's the man who won't admit he needs help who needs
help. We had one where the worker had to come to the house.
The man would not go to ask for help.

Interviewer:

You have to work on public relations.

Kipling:

I think that is the biggest problem.
In Melfort it is really bld.
You need education for everybody even for the legislature. Right
from the bottom up to the top.

Interviewed by Harold Hugg
Transcribed by Debby Behm
by G.W. Maslany
Edited
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Our study was conducted independently of any of the person:;
with whom we dealt.
to this situation.

There were certain advantages and disadvantages
The advantage was that we received quite can-

did descriptions of their perspectives.

At times it appeared

that the interview served as a sort of cathartic experience for
those we contacted in that it gave them an opportunity to get a
lot of things "off their chests" which they would likely not have
done had we been carrying out an in-service evaluation.

The

disadvantage, however. was that we were usually regarded as being
some sort of passive reporter-researchers (historical types) who
were obtaining a description of a situation without being able to
influence or have any effect on what we saw.

1

It is difficult to

determine whether the advantages of our situation outweighed its
disadvantages.

Even if they didn't, there isn't really anything

we could have done about it.

A further selection occurred at the interview stage in
that a number of the organizations interviewed indicated that
they actually had no direct social service kinds of contacts with
clients but served purely an administrative function (e.g.,

federal Department of National Health and Welfare, Unemployment
Insurance Commission, etc.).

During the interviews we were

occasionally informed about other organizations who would have

1 "...researchers

come and go, furthering their own careers
leaving the poor behind, unaffected (Caro, 1971, p. 313)".

63

come within the scope of our study but of whose existence we had
previously been unaware (e.g., newly founded consumer groups).
It also became very clear during this stage that we were
being regarded by many as being salesmen for forthcoming graduates
of the "Regina School of Social Work".

In our opinion, we were

doing no such thing but thought of ourselves as carrying out a
purely descriptive function.

If we were promoting anything, then

that would have been higher education, paTticularly of the social
services type.

Consequently we prepared a booklet entitled

"Summary of Academic Programs Related to Social Service in
Western Canada 1973-74" (Appendix B., pp. 45-83) of which we
intend to distribute approximately 1,000 to those who
requested them (an option on the questionnaire).

In this way

we would hope to make interested persons cognizant of the
variety of programs which are available, where they are located,
what they offer, etc.

Stage IV:

Obtaining Lists of Names of Possible Participants in
the Survey

We next obtained lists of names, from the organizational
representatives we contacted during Stage III, of persons to
whom we would subsequently send the three types of questionnaires
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(employee, supervisor or consumer).

1

Included in these lists

were the names of those who were dispensers of social services
(employees and supervisors).

The method used to obtain the

majority of the names of social service personnel (employees) was
simply to write to the organizations requesting this information.
(Correspondence located in Appendix F., p. 192).

Membership lists were obtained from the Saskatchewan
Psychiatric Nurses Association and the Saskatchewan Association
of Social Workers.

A total of 132 letters was sent to various agencies and
organizations requesting the names and working addresses of their
employees.

After ten days, 84 reminder letters (see Appendix F.,

p. 194) were sent to those organizations which had not replied,
Wherever possible, telephone calls were made to those who did not
respond to the reminder letters.

As has already been mentioned,

some of those who did not initially answer felt they were not
sufficiently involved in the provision of social services to
justify their participation in this survey.

A small number of

organizations had disbanded by the time we requested a list of
their employees.

We were unable to reach or get a response from

the remainder either by letter or telephone.

1

As a result, we

The contacts that had been made earlier with organizations by
means of the personal interview were helpful in producing in
terest and cooperation in this stage and the remaining stages
of our study.
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received lists of names and addresses of slightly over 2,000
employees from 93 social service organizations.

A very small number of organizations requested that we
send the questionnaires directly to them and they would distribute them among their employees themselves.

In some cases, this

was done because the employees wanted to be certain that their
responses would remain anonymous, even though we tried our best
to assure them that any responses on the completed questionnaires
would be kept perfectly confidential.

Some names of persons supervising social service personnel
were also secured from the letters sent to organizations asking
for a list of their employees.

1

Most of the names of supervisors,

however, were received by way of the employee questionnaire.

One

of the items on the questionnaire asked the employee to provide
us with the name and working address of his or her immediate
supervisor.

2

Although the distinction between dispensers and consumers
1

2

From the list of social service personnel obtained from the
Department of Social Services, we could, to a large extent,
identify those holding supervisory positions by their (Public
Service Commission) job classifications.
Though some persons were mentioned frequently, we only sent one
questionnaire.
This "keeping track" was quite complicated since
a number of names recurred (possibly without our knowledge) on
our various lists. For example a person's name might appear on
a professional association list and also on the staff list provided by the organizations.
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members who would take care of distributing the questionnaire was
made available to us at a SCAPO conference.

1

Stage V: Distribution and Rates of Return for Questionnaires
This stage consisted of distributing one of the three
questionnaires to each of those persons identified during the
previous stage as falling into one of the following groups:
1. Dispensers of social service
a)

b)

employees (employee questionnaire)
supervisors (supervisor questionnaire)

2. Consumers of social services
a)

consumers (consumer questionnaire)

The first draft (Appendix F., p. 174) of the employee
questionnaire was pre-tested (piloted) on 70 social service
employees in Winnipeg, Manitoba.

Half of the participants were

offered a payment of $2.00 for the return of a completed questionnaire to us, the other half were not offered any payment.

In this

particular case, the rate of return did not seem to be affected
by whether or not the participants were offered payment.

The

overall percentage of return for both groups combined was 72.8%.
In fact, the rate of return from those who were offered payment
was lower (68.7%) than the rate of return from those who were not
offered payment (710.3%) .
1

This unexpected result was probably

Saskatchewan Conference of Anti-Poverty Organizations Annual
Conference, Saskatoon, September 25 - 27, 1973.

was rather clear cut, the distinction between employees and supervisors was at times difficult to make on the basis of the information we had available.

Therefore, in these ambiguous cases,

we sent those persons an employee questionnaire, on the first

page of which was a note asking them that if they felt their
position was more accurately described as a supervisory one, to
return the uncompleted questionnaire with a note to that effect
and we would forward them a supervisor's questionnaire instead.

Finally, a small number of supervisors names were recieved by way
of correspondence and direct contact with certain organizations
during the course of the study.

Through these various means we

compiled a list containing 408 supervisors' names.

We also intended to obtain membership lists from consumers of
the social services organizations in order to mail the questionnaires
directly to the consumers.

We ultimately decided against this strategy

because we were informed by the executives of some of these groups
that our rate of return would be poor since their members would be
afraid that we might disclose their responses to the staff of social
service organizations with which they were involved (which might lead
to some form of retaliation against them by these staff).

Therefore,

in cases such as these the consumer groups gave us only the approximate number of members each of them had.

Some groups sent us lists

of their members; others did not reply at all.

The distribution of

the questionnaires was handled by an executive member within every
organization with which we had contact.

The major source of names

and addresses of various consumer self-help groups and the executive
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due to the fact that one agency (who was promised payment) received
a large number of questionnaires and, for some reason, experienced
some difficulty in distributing the questionnaires to their employees and/or having them complete the questionnaires (perhaps

the workers were away from their ofaces much of the time).

As a

result, we were not convinced that our question "Does payment of
subjects make any difference in rates of returns?" had been
answered.

1

In a letter accompanying the questionnaire we also

solicited suggestions for improvement of the instrument.

Those

suggestions and criticisms that were made invariably proved to be
quite helpful and every effort was made to incorporate them into
the study.

Employee 932estionnaire

A total of 2,053 employee names were received.

Each of

these persons was sent an employee questionnaire (Appendix F.,
pp. 209 - 226), an accompanying letter (Appendix F., pp. 196 - 208),
and a self-addressed business reply envelope.

We had composed

seven accompanying letters which varied slightly from one another.

The specific one sent depended on the means by which we obtained
their names.

The letter explained the purpose of the study and

3.

Our final decision was that even though payment of subjects may
not have a very noticeable effect on the rate of returns, it
The only reason for paying
probably would not lower this rate.
subjects was based on the belief that they might be more motivated to make a return if they received some tangible form of
reinforcement like money.
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also that we would pay each respondent $1.00 "as a token of our
1

appreciation" for the return of a properly completed questionnaire.

After a period of two weeks, reminder letters (Appendix F.,
p. 228) were sent to those persons who had not yet returned their
questionnaire.

It appears that these letters had an important

effect on improving the rate of return in the period immediately
following the mailing of the letters.

Of the 2,053 questionnaires

which were distributed, 887 completed questionnaires were returned
to us before our deadline (December 21), although we were still
prepared to pay those subjects who sent us their completed questionnaires after this date.
persons.

We received no answer at all from 1,011

Of the remaining 155 questionnaires which were mailed, 55

were returned uncompleted by persons who identified themselves as
supervisors, 40 had been sent to subjects who were subsequently
identified as being supervisors by other employees and 60 questionnaires were returned uncompleted by persons who had retired from
the social services,.had moved out of the province, or for some
other reason did not wish to complete the questionnaire.

The

number of questionnaires returned which we were able to use for
purposes of the study represents approximately 47% of the known
possible returns.

1

Had we not been subjected to such extreme time

Some employees were not sent the payment because it was against
their department's policy.
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constraints (which was primarily our own fault

1
)

in
that the study
i

had to be completed by the end of January, 1974, at the latest, we
would have sent at least two more follow-up letters to the nonrespondents.

This would undoul,tedly have raised our rate of returns

in excess of the 60% minimum which we had anticipated in our proposal for this project.

Nonetheless, it is unlikely that there

are any systematic differences between the respondents and nonrespondents.

Crane (1970) had a random sample of non-respondents

to a questionnaire in his survey personally interviewed.

He sub-

sequently compared the results of this sample with the results of
those who completed the questionnaire, finding both to be so
similar as to suggest that the returnees were not a biased sample
of the population being studied.

Supervisor Questionnaire
The supervisor questionnaires were mailed approximately
one month after the employee questionnaires were sent out.

2

They

were mailed out to 408 persons over a period of ten days (the latter
ones were sent out as we received additional names from the returned
employee questionnaires).

Over a three-week period, 149 question-

naires (37%) were returned to us which is comparable to the employee

;We had seriously underestimated the amount of time necessary to

complete this study. What we ended up doing was far more extensive than we had originally planned.
2

December 10-14, 1973.

71

returns even though we did not have the time to send out a followup letter.

In addition, twelve were returned uncompleted by persons

who indicated that they did not want to complete the questionnaire
for various reasons.

1

The supervisors were also offered $1.00 for completing the
questionnaire.

A few were quite indignant that we would equate the

effort they had to go through in completing this questionnaire with
the "measly sum of a dollar".

We had anticipated that we would

receive this kind of reaction but nonetheless, we decided that
likely more good than bad would come out of paying our subjects.

Personal letters of apology and explanation were sent out to those
persons who mentioned their distaste for the $1.00 bribe.

Consumer Questionnaire
On November 13, we sent 50 consumer questionnaires to
the president or another executive member of each consumer group
for which we did not have the numbers of members.
sent the number they requested.

Others were

Also included were a distribution

form and a letter outlining the distribution procedure to be
followed. (Appendix F., pp. 242 - 260.)

We still included a

letter explaining the purpose of the study and a prepaid
self-addressed envelope with each questionnaire for each

1

It should be noted that some of those who did complete the questionnaire also indicated that they were reluctant to participate
because they felt we were invading their privacy ("how did you
get my name?"), the study had no relevance to their position, it
The significant thing is that
was a poor survey instrument, etc.
they participated anyway.
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respondent.

We agreed to pay each respondent $2.00 for a properly completed questionnaire and an additional $.50 per person for each
properly completed questionnaire to the organizations responsible
for distributing the questionnaires.

1

(See Appendix F., p. 245.)

A total of 1,390 consumer questionnaires was mailed to 32
organizations.

Since we did not have a record of the exact number

of members in each organization,50 questionnaires was only an
estimate of the average membership of each group.

In one case,

an additional 75 questionnaires were requested to accommodate the
organization's membership.

Sixteen of the organizations informed

us of the number of questionnaires which were actually distributed;
however, we heard nothing at all from the other sixteen groups.

According to the information returned to us by the organizations who distributed the questionnaires, and the information
contained in our records, 579 is the maximum number of questionnaires which could have been distributed.

A total of 188 completed

questionnaires was returned during the four-week time limit following distribution.

This figur

represents a 33% return, which we

are certain greatly underestimates the actual rate of returns since

we were not sure that all 579 of the consumers actually received
a questionnaire to return.

1

The reason for paying the consumers twice as much for completing
a less involved questionnaire than the other two groups was that
if any group needed an incentive to participate, this was the
group.
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9.1

Through our preliminary interviews we were made aware of
how difficult it would be to obtain any data from the consumers,
1

especially by means of a questionnaire.

We were led to believe

that, even if personal interviews were to be employed, many would

be fearful of taking part in them.

The point was that we had

neither the time nor the manpower to carry out these interviews
considering that the survey of consumers actually had quite a low
priority in this stiply.

The reason for the low priority was not

because we regarded this part of the study to be of low importance
but because we were not sure that we would come up with any method
for obtaining the information we wanted from this group.

The

"big break" came when w: were invited to give a presentation to

the Annual SCAPO Conference (see footnote page 68).

This Con-

ference had representatives from most of the major poverty,
clients' rights and self-help groups in Saskatchewan in attendance.
These representatives unanimously showed an interest in cooperating
in the study.

Furthermore, it was agreed at that time that it

would be better if they took the responsibility of distributing
the questionnaires to their members themselves because they were

more likely to elicit the cooperation of their members.
1

This

As has been indicated earlier, many among the consumers were
afraid that their responses might be used against them (e.g.,
the Department of Social Services might cut them off "welfare").
Furthermore, many of these people are barely literate and they
would find it extremely difficult to make out and answer most
of the items in the questionnaire.
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made very good sense to us since we were very interested in getting
a good rate of returns.

It would also relieve us of a great deal

of responsibility. and work.

While we have criticized other studies about the restrictive
focus in their research on social services with respect to consumers

of social services; we, the critics, deserve criticism because of
our restrictive focus of those on the other side of the social service desk.

The reason for this was that we found no other organi-

zations representing consumers of social services than those concerned with issues of offsetting and alleviating poverty (these
groups are themselves of recent origin).

There were simply no

organizations whose membership consisted of those involved in,

for example, casework (counselling) for the purpose of collectively
lobbying to improve standards of casework and to make sure they
got their fair share of it.

One may ask why we were so fanatically concerned about just
dealing with organizationally-based consumers.

The point is that

without these organizations any study of consumers would be virtually impossible.

For example, we could not very well go into a

social service agency and request the names of all the persons
they were treating or ever had been treated there so that we could
define a population from which we would later draw a sample to
study.

Clearly, a release

their clients' names would be re-

garded by most agencies as an unjustifiable betrayal of privileged
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information.

In most cases we would not get the information.

Those who would help us would probably represent a very small
group and we are back again where we started - with a biased reIn any event,

stricted sample of recipients of social services.

we were well aware that there was more to recipients of social
services than recipients of financial assistance (and we are not
even sure how representative a sample we have of them).

Admitting

a shortcoming is a long way from alleviating it, but at least, we
have anticipated our critics.

Our expectations had been that the rate of returns from
these consumers would most likely be so low that it would prove
to be a waste of time to even attempt to obtain any data from
them in any other form than, possible, by personal interview.

We

had expected that a questionnaire (if it were to be at all comparable to the one we sent to the employees and supervisors) would
probably be too complicated for them to understand.

We knew that

this group might not, for the most part, be literate enough to
read the questionnaire (apart from the reluctance to fill it out
because of being suspicious about its purpose).

Although we were

correct in these anticipations, those organizations which took on
the task of distributing the questionnaire put a great deal of
effort into helping their members complete it.

We would not have

had any hope of getting anywhere near as high a rate of returns
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as we did had it not been for the cooperation of these organizations.

The effective liaison they served between their members and the
survey has important implications for any further research we, or
any others, may hope to carry out with this kind of group or similar groups elsewhere.

The following two pages contain some of the relevant data.

Figure 1 summarizes the number of returns on a weekly basis for
each of the groups.

Figure 2 is an overall view of the total

number of questionnaires sent to and returned by each of these
groups.

FIGURE 1
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FIGURE 2

DATA ANALYSIS

Method of Statistical Analysis
The simplest of statistics were considered to be sufficiently adequate to analyze the data derived from the questionnaire
and obtain the descriptive information that we are seeking.

We

calculated nothing more complicated than the mean, standard deviation, percentages and, occasionally, mode.

1

The most obvious criticism against this approach is that
we should have used an inferential technique involving tests of
significance such as analysis of variance rather than relying on
interpretations based on "eye balling" the results.

We did not

do so for a number of reasons.

We could have carried out a multivariate analysis of
variance; however, not without great difficulty.
all respondents did not answer all items.

First of all,

Had we only analyzed

the results from those who completed all of the items on which we
wanted to compare the groups, we would have been left with only
a small handful of comparable questionnaires - a sub-sample which

might not have been characteristic of the total group of respondents.

Secondly, had we used least-squares estimates to

calculate the missing values and conducted the MANOVA with

1

The data were analyzed on a Xerox Sigma Computer using a set of
programs referred to as "Statistical Package for the Social
Sciences" (Nie, Bent and Hull, 1970).
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missing values being replaced with these least-square estimated
values we would have been making some questionable assumptions.

Although we had a computer program to make these estimates, the
computer time required for such a task would be so expensive that
it hardly seemed to be worth it.

We are pointing these possibilities out in order to try
to convince a reader that we would have employed more complicated
analytic procedures than we did had we deemed them to be appropriate.

Above all, we wanted to avoid being statistically

pretentious by getting engaged in all sorts of mathematical
acrobatics and wizardry.

We felt this would have clouded the

issues with which we were concerned.

Quite frequently, statistical significance and practical
significance are confused.
occurred here.

This confusion would very likely have

A little known rule-of-thumb in statistics is "the

larger the samples the better the chances of obtaining significant
differences" or conversely "the smaller the samples the less
chance one has of detecting any differences" even if there are
differences between the populations from which the samples have
been drawn.

Because of the large size of our samples, we were

certain to detect a large number of statistically significant
differences which would have had no practical value.

The conventional statistic analyses have been developed
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for use with populations of infinite size; we were dealing with
finite ones (persons involved with social service organizations
in Saskatchewan).

Furthermore, we obtained reasonably high

proportions of returns from these populations which should allow
us to assume that we had fairly accurate estimates of their
parameters.

Statistics are only of value when analyzing randomly

drawn samples of a population.

When, on the other hand, entire

populations are drawn, no statistical tests are necessary because any differences which are detected are actual differences.

For example, although it may be meaningful to talk about statistical significance when dealing with data from samples, it makes
no sense to speak of statistical significance when referring to
data derived from populations.

When making interpretations based on data derived from
samples, two errors in estimation are possible; however, when
dealing with entire populations as we were, only one of these
errors can occur.

In the first case, a sample (even if it is

drawn randomly - and they rarely ever are) may over or underestimate a population parameter (referred to, for example, as
the standard error of the mean, etc.).

To add to this error and to

contribute to further confounding of the estimation of a parameter, is the problem of incomplete returns received from the
samples drawn.

The non-respondents are not necessarily an un-

biased sample of those who have been contacted, although this is
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frequently the assumption which is (or more accurately, has to
be) made in order for the results to have any meaning.
Others have assumed then" are no systematic differences
between respondents and non-respondents in their samples,

1

and

we are similarly arguing that there are no systematic differences
between respondents and non-respondents in the populations we
were surveying.

Our argument here is primarily based on an appeal

to authority and precedent.

We feel confident and justified in

assuming that we have effectively determined the population
parameters of our three groups.

Since we have determined these

population parameters, no inferential analytic techniques are
necessary.

In any event, even if the statistics derived from

our returns were biased so as to actually seriously under- or
overestimate the various parameters in which we were interested,
there would be no statistical techniques available that could
compensate for an unknown bias.

One of the primary reasons for trying to survey entire
populations rather than samples from them was that we had anticipated a large distribution of the results of this study.

Were

our analyses too complicated, few would have understood them.
Describing and comparing groups on the basis of population
parameters would greatly simplify presenting and interpreting

1

Crane's (1970) finding of no systematic differences between respondents (who completed a questionnaire) and non-respondents
(who were later interviewed) to a social service survey tends to
support this assumption.
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the results so that they could be communicated to and understood
by a wide range of social service personnel -- especially those
who participated in any of the stages of the study.

Reliability of the Survey Instrument
Many of the items used in the survey instrument were
adapted from well established survey instruments; some were taken
verbatim from other instruments.

Because the items were obtained

by this method, they had in effect already been tested for reliability in other surveys.

(As has previously been mentioned, the

sources from which we obtained items for the survey instrument are
preceded by an asterisk in the list of references.)

The reliability

of the items was dependent upon the truthfulness of the respondents.
Their answers were accepted at face value and no attempt was made
to determine what respondents "really" meant by the answers they
gave.

The items were constructed to ensure the truthfulness of

the responses.

Every effort was made to remove any implication

in the wording of the questions which would suggest there were any
...vrrect or preferred answers.

Multiple choice questions were used

to a large extant and respondents were given the opportunity to
rate each choice with a three-step rating of most important,
important or least important.

In addition to the multiple choices,

respondents were allowed additional choice of an "other" category,
which could also be rated, if they did not agree with any of the
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specified choices.

Questions were wordea in a non-threatening, direct manner.

The sample was asked about matters of which they had knowledge.
The items they were asked to rate did not infringe upon their
privacy but were usually concerned about such subjects as the
type of work they were doing or the work someone else was cluing

but with which they were directly connected.

The questions as)Cmg

for personal information were simple and to-the-point.

Many items

were purely descriptive; for example, the subjects were asked what
type of employment they had previously been engaged in and for
how long.

The few non-multiple choice type of questions were

straight forward and easily answered.

They asked only for infor-

mation such as the post-secondary educational institutions a person
had attended.

CHAPTER III
RESULTS

The results contained herein may be regarded as falling
into one of three basic categories.

These categories are listed

according to the kind of reactions we expect.
1.

"That's obvious - why did you bother
asking that?"

2.

"So what - of what use is that
information anyway?"

3. "That's interesting." (the most
gratifying reaction).
Our responses

to these anticipated criticisms and comments

are:

1. Many of our results posed no surprises.
All they did was reaffirm what was
already commonly known.
In other cases,
however, we may have helped to resolve
controversy, or else, correct some
Apart from that,
erroneous assumptions.
if a large number of our results tended
to be consistent with so called "common
sense" or what personal experience had
led one to believe, then the less obvious
or unknown ("that's interesting") items
would have greater credibility.

2. The only retort we have to the "so what"
critic is that whatever may appear irrelevant to one person may be relevant
to another. The "pat" answer we have
for them is that we had a definite
reason for including every item. Quite
clearly, that this study involved a
great deal of expense, time and effort
does not make it necessarily worthwhile.
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Interview Data

As has already been stated, although the data gained
through the interview stage of the project can be considered more
qualitative than the information gained via the questionnaires, it
was more difficult to meaningfully organize.
On the following pages are charts of the most commonly
recurring themes which emerged from the interviews.

(Summaries

of the interviews may be found in Appendix D, pp. 104 - 138).

Be-

cause of the nature of an open-ended interview, one must be very

careful when summarizing the comments made not to misinterpret and
indeed distort them.

Making every effort not to give our own

interpretations to what the interviewees said, we arranged the

recurring themes into categories taking from each interview only
those points which could be easily defined.

The following charts cannot be considered "tables" as
are others in this report, as we have simply reported the number
of times each particular idea occurred.

The figures do not add

up to totals representing the number of organizations stating each
particular idea, because in several cases more than one interview
was obtained with each agency.

Also, we may not have received an

answer to each question from each interviewee.

Nor did we set

pre-defined categories, but rather allowed the categories to become evident as we went through the interviews.

For the purposes of these charts we divided the organizations
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into four groups:

governmental; private (e.g., Family Service

Bureau); "street" (e.g., Indian-Metis Frien ?ship Centres and

service centres such as S.I.G.N. [Society for the Involvement of

Good Neighbours] in Yorkton, or the Street Clinic in Regina); and
consumers.

We interviewed fifty persons from government agencies,

18 from private agencies, 16 from "street" organizations, and 22
(9 - inmate, 13 - self-help) from consumer groups.

The chart entitled "Objectives/Services Offered" characterizes the organizations according to their stated goals and means
of obtaining those goals.

The next chart portrays the numbers of

employees with each particular education leval within each type
of organizacion.

The next three charts reveal that interviewees

were quite specific and open in their opinions on social work
education, programs which should be included in social work
education and desirable qualities of social workers.
Few people from any of the types of organizations other

than consumer groups made any comments at all on the subject of
consumers of social services.

The ideas (comments) portrayed on

the charts regarding consumer groups give a different angle on

the thoughts of consumers concerning social services than does
the information gleaned from consumers through the questionnaire.
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Objectives/Services Offered

Type of Organization*
Objectives

C

S

P

G

System-oriented Objectives

1. Legal and penal reform

1

2. Improvement in the delivery of
social services
3. To relieve workload of social
workers

2

2

Client-oriented Objectives
1. Day care centre for underprivileged children

1

2. Home for ex-inmates

1

3. Work training or sheltered
workshop training

1

1

4. Home care for patients
released from hospital

1

1

5. Home for unwed mothers

1

6. Special-care home (nursing
home)

1

7. Group home for mentally retarded
children

1

8. Treatment centre/home for mentally
or emotionally disturbed children

2

9. Service centre

5

General Objectives

*C
S
P
G

1. To attain closer communication
between staff and inmates

1

2. Client support for each other.
To create better ability to
voice opinions.

3

=
=
=
=

Consumer
Street
Private
Government
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1

General Objectives - continued
C

S

P

3. Feedback from consumer groups

G
1

4. To create client independence
(from workers)

3

2

5. To inform members of legal or
welfare rights

7

1

6. To provide a normal, rather
than ilstitutional life style
for children

1

7. Behaviour modification

1

2

8. Rehabilitation

1

1

11

9. Assistance in finding housing
and improvement in housing
available

4

10. Academic educational programs

1

2

9

2

1

1

11. Public or community education

1

3

12. To provide information

1

2

5

2

4

13. Community work and community
development

Means of Obtaining Agency Objectives
Client-oriented Means
1. Counselling

3

2. Family and marital counselling
3. Therapy group for ex-inmates

4

3

6

4

3

2

1

1

4. Awareness of inmate needs
5. Work projects e.g., homemaking,
meals-on-wheels, meals, food
CO-OpS

2

6. Financial assistance

1

3

7

1

7. Child welfare

2

8. Medical social work

2

1

9. Recreation

3
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4

1

CS

Client-oriented Means - continued

P

10. Aptitude testing

G
7

11. Finding employment and
mobility programs

2

12. Work with groups

2

1

12

1

1

3

System-or Organization-oriented Means
1. Administration

5

2. Informal research

1

3. Work with and referrals to
other agencies
4. Use of volunteers
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11

1

3

3

4

2

Education Level of Employees

Education Attained
Number of Employees
S

P

G

Social Work Related
6

1. Kelsey Institute (formerly S.I.A.A.S.)
2. Enrolled in B.S.W.

3

3

3. B.S.W.

1

14

33

4. M.S.W.

Non-university Related
5

22

1

13

14

2

50

2. B.Ed. or teaching certificates

4

1

20

3. M.A. or partial post graduate

3

2

7

16*

1. R.N.

2. R.P.N.

General University
1. B.A.

Non-university
12

1. Grade 10

20

3

2. Grade 12

28

3. Grade 12 and experience

1

4. Saskatchewan Technical Institute
5. Partial university

6. Experience - no specific
qualifications

26

*of which 15 were volunteers

3
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7

64

81
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Courses/Programs That Should Be Included in Social Work Education

Number of Comments

Courses/Programs

C

S

P

G

2

3

3

4

Programs

1. An increased amount of field
work
2. A night course in counselling
for Workman's Compensation
Board Counsellors

3.

3. Special classes for those who want
to work in the north and with
native populations

4

General Classes
1. Administration

1

1

2. Group work and group therapy

2

1

2

2

4. Casework

1

1

5. Community organization

1

1

6. Counselling

1

1

3. Human behaviour and psychological
needs

2

1

7. General medical knowledge

8. Knowledge of law

3

9. Knowledge of other agencies and
resources

4

1

4

Classes on Specific Concerns
1. Drug addiction of all types

1

2. Recreation

1

3. Child care

1

4. Sociological factors of offenders

1

5. Operation of institutions

1
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C

S

P

G

Classes on Specific Concerns - continued
6. Judiciary system

1

7. Federal and provincial law

1

8. Criminology and corrections

2

9. Economics and labour market
awareness

2

2
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Comments On Soc:Al Mork Education
Number of Comments

Comments

C

S

P

G

1

1

4

1

1

1

2

3

S.I.A.A.S.* Welfare Worker Program
1. Favourable - S.I.A.A.S. grads
are generally good
2. Unfavourable
a) S.I.A.A.S. grads are not
flexible enough; training
is too specialized and rigid

b) Better qualified people are
available (B.A.'s and B.S.W.'s)
Social Work Education in General
1. Favourable - degrees are important

3

1

2. Unfavourable
a) Schools of social work are too
rigid and protective

b) Degrees are not important

3

2

c) Social work education is too
theoretical

d) Social work education is too
general

2

3

2

1

1

4

1

3. Experience and education
a) Experience and education are
both important

b) Experience is relatively more
important than education

5

3

c) A social worker's ethnic background is important

7

3

6

3

d) Ethnic background is not
important
e) You have to have experienced
the situation to understand it
*

Now known as Kelsey Institute

11.6

9

3

12

3

1

4

Social Work Education in General - continued
C

S

4. Miscellaneous
a) Questionable usefulness of
Community Education Centres
Program

b) Personality is relatively
more important than
education
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P

G

1

3

3

Desirable Personality Traits of Social Workers

Personality Traits

Number of Comments
C

S

P

G

Personal Characteristics
1. Teaching ability

1

2. Common sense

2

3. Maturity

1

4. Sense of humour

1

5. Good self-image and stability

2

Inter-personal Skills
1. Ability to accept people as
individuals

2

3

1

10

1

2

3

3. Avoidance of "I" "thou"
attitude

5

1

4

3

4. Warmth and understanding

4

3

4

8

5. Ability to be genuine

3
3

2

10

2. Personal involvement with
clients

6. Communication skills
7. Human relationship skills

7
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Comments on Clients Groups

Number of Comments
C

S

P

G

Problems of Clients Groups
1. Clients are afraid of belonging
to self-help groups

5

2. Children of families receiving
assistance are singled out and
discriminated against

7

3. Problems between clients and
social work agencies may be
the clients' fault as well as
1

4

the agencies'

Comments on the Agencies

1. Workers are doing the best
they can but are tied by
the system

7

2. Workers are too bogged down
by paper work or administrative
work

5

3. Caseloads are too big

4

4. Social workers seem more helpful
about explaining rights, etc.,
when clients are members of
self-help groups

3

5. Clients feel the Department does
not inform them of their rights
especially'hpecial needs"

4
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1

1

3

Comments Prom Inmates

Number of Inmate Comments

Comments from Interviews
1. Manipulation is an important
factor

4

2. Self-help groups are not a good
idea for ex-inmates

1

3. The help inmates give each other
is the only thing that really
helps

2

4. Realistic life situations in
correctional institutions are
important so that inmates can
learn to cope with the real world

6

5. Inmates must have meaningful
activity

3

6. Counsellors don't know their clients
and don't understand their problems

5

7. Inmates may have immediate problems
but it takes a long time to get to
see a counsellor

2

8. Counsellors are caught between the
pressures of both inmates and
administration

3

9. Guards, because of direct contact,
know inmates better than counsellors
do

2
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Questionnaire Data

We have presented only the highlights of the figures and
tables cited in this report.

The adage that "a picture is worth

a thousand words" is especially appropriate here.

The narrative

accompanying the tables was included primarily to give those who
might be reading this report and who are unfamiliar with inter-

preting graphs and tables some idea of now to go about making these
interpretations from this type of information.

The others, for

whom all this may be "old hat", can have their choice of either
going directly to the tables or reading the summaries of them in
accompanying interpretations (or viewing both and checking out the
consistency of our interpretations with theirs).

We have used two symbols throughout the tables and
figures.

These are as follows:

"N" refers to the percentage of

subjects In each one of the three groups who answered the particular item.

In order to determine the actual number of persons

who responded to an item, one would have to multiply the total
number of persons who returned questionnaires in that group by
the percentage of persons who answered that item.

"T" refers to

the total number of different responses to a particular item and
this symbol is used wherever the subject has had the opportunity
to endorse more than one alternative in an item.

In these cases,

the number of responses is greater than the number of responding
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individuals.

On each table and figure we have indicated the numbers
of the questions from the questionnaires from which we derived
The symbols "E", "S", and "C"

the data for the tables or figures.

before the question numbers refer to the employee, supervisor or
consumer questionnaire respectively.

Also the symbol "S.D." is

used to refer to standard deviation on all figures that report
means.

Preceding the narrative and tables and figures is an
organizational diagram which gives an overview of the categories
into which the questionnaire data can be classified.
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Figure 10 - Importance of Employee Qualities
Figure 11 - Pelevance of Fields of Study
Figure 18 - Relevance of Academic Subjects
(sec Educational Backcround)
Figure 12 - Usefulness of Social Service Skills
Figure 13 - Relevance of Areas of Knowledge
Figure 14 - Supervisors' Rating of Academic Training
Table 19 - Consumers' Rating of Academic Training

kialities of Importance for Effective Social Work

Figure 5 - What Are the Criteria for Hiring
Ec Criteria for Hiring
Fiire 6 - What
Table 16 - Have Qualifications Remained the Same
Table 17 - Direction of Change of Qualifications
Table 18 - Should Qualifications Change
Figure 7 - What Are Criteria for Promotion.
Figure 8 - What ::hould Be Criteria for Promotion
Figure 9 - Motives for Entering Social Services

Cr..terra for Hiring and Promotion.

1
24
18
25
26
27
28

-

Employees' Major Subjects
Relevance of Academic Subjects
Highest Education of Sample
Universities Attended
Non-university Institutions Attended
Education of Staff Supervised

Figure 19 - Motives for Upgrading (Why?)
Table 29 - Percentage Planning to Take Social
Work Upgrading (Who?)
Table 30 - Social Work Program Sought (What?)
Table 31 - Methods of Upgrading (How?)
Figure 20 - Reasons for Not Taking Upgrading

Educational Upgrading

Table
Figure
Table
Table
Table
Table

Educational Background

Table
Table
Table

Areas of Work
Importance of Various Goals
Importance of Methods (Means)
What a Social Worker Should Be
Influenced By
21 - Are Social Workers Overworked
22 - Is Enough Time Spent With Clients
23 - Does Work Involve A Caseload

-

Table
Figure
Figure
Figure

20
15
16
17

Means and Goals of Social Services

and Selarien
Table 12 - Present Emplaier
Figure 4 - monthly Income
Table 13 - Previous E-.ployment
Table 14 - Types of Consumer Groups
Table 15 - Consumer Group Membership

7
Comparison of Sample by Age
Comparison of Sample by Sex
marital Status of Sample
Number of Dependents of Sample
Population of Place of Residence Up to Age Fifteen
Communities of Employment or Residence
Professional Association Memiaership

Social Service and c:onnuner Organizations

Table 5 Table 6 Table 7 Toole 8 Table 9 Table 10 Table 11 -

General Information

37
38
39
40
21
41
42

-

Awareness of Consumer Groups
Effect of the Awareness
Willingness to Help Consumer Groups
Are Staff Aiding Consumer Groups
Attitudes Towards Consumer Groups
Have Dispensers Been Recipients
Type of Recipients

Table 32 - Who Should Take Responsibility
Table 33 - How Much Help Would Employer Sive
Table 34 - Would Employee Pay for Upgrading

Financial Resoonsibility

Table
Table
Table
Table
Figure
Table
Table

Consumer Group Pelated Data

Table 35 - Are Employees Working Independently
Table 36 - How Are Employees Most Effective

Supervision

Organizational Diagram of Tables and Figures Formulated From Questionnaire Data

FIGURE 3

General Information
Table 5 indicates that the three groups being compared
were of similar age.

As one might expect, the supervisors were

the oldest, an average of six years older than the employees
whom they were supervising.

The consumers fell midway between

the two.

Table 6 compares the groups on the basis of sex.

Although there were roughly similar proportions of males and
females within the employee group, there were more than twice as
many males who attained the rank of supervisor than females.
Also of interest in this Table is the fact that almost three
times as many female consumers responded as did males, although
one would have expected that there would be equal proportions of
either sex contained within this group.
Some interesting results are presented in Table 7.

As

one would have expected, most of the people in two of the groups
were married; however, there were very few who were married in
the consumer groups (about half as many as among the supervisors).

The consumers also had the highest rate, by far, of being either
separated, widowed or divorced than did the other two groups.

These results have face validity in that one would have expected
more problems in these regards from those receiving social services than from those who were involved with the dispensing of
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these services.

Table 8 describes each of the three samples on the
basis of the number of dependents they claimed to have.

Despite

the great difference in income between supervisors and consumers,
1

they both reported the same mean number of children.

The em-

ployees reported the fewest number of dependents but we strongly
suspected that the difference between the employees and the supervisors in this regard was primarily a function of the difference
in ages between the two groups.

Since employees are an average of

six years younger, they have not had as much of a chance to have
as many children as the supervisory group.

Table 9 summarizes an item which was only included in
the employee and consumer questionnaires.

It was eliminated from

the supervisor questionnaire in order to cut it down to a basic
minimum number of questions.

We were afraid that if we were to

ask the supervisors too many questions, their rate of returns
would he lower.

Surprisingly, the largest proportion of persons

among the employees and consumers stated that they had spent
most of their youth living on farms.

This percentage appears to

be disproportionate to the actual distribution of the population

1

I have heard enough supervisors in this sample (whom I know per sonally) complain about the high cost of supporting a family.
If they are having problems, then I am almost afraid to ask what
sorts of problems the consumers must be having in raising and
providing for their children.
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at present, but this may not have been the case more than fifteen
or twenty-five years ago when many of the sample were under the
age of 15 (i.e., the province's cities were smaller then or they
may have lived elsewhere).

The responses to one of our items concerning the size
of the present community in which the respondents live was not
reported here because we found a small percentage (primarily consumers) who made some obvious errors.

These persons indicated

that they were currently resident in towns ranging in size from
50,000 to 100,000 which is impossible as there are no cities of
that size in the province.

When we cross-tabulated the towns

they reported to have lived in with the size of the communities
they checked off, this error became obvious (i.e., it was more
likely that the name of the communities they indicated was cox...,

rect and the estimated size was wrong than the other way around).

Despite the fact that this error was slight, we decided to discard this item altogether.

Instead we classified the sample

according to the towns in which they specified they worked or
lived according to the population categories employed in the
item taat was not reported.

Table 10 indicates a breakdown of

the subjects on the basis of the population categories and also
on the basis of the communities in which they either worked or
lived.

This Table indicates that the majority of the groups live

in either Regina of Saskatoon.

(It should be noted that we re-
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ceived a very small percentage of the total consumer returns from
The interesting feature here is that the supervisors'

Saskatoon).

distribution among the different population categories was quite
similar to the employees'.

The consumers, however, were mo.t.a

likely to be located in smaller areas consisting of populations
less than 5,000 (29%); whereas only 11% of the employees and 7%

of the supervisors were located in these communities.

Presumably

the employees keep in contact with their clientele by commuting
to these smaller localities.

Table 11 gives a listing of the membership in professional associations.

Of the 94% of the employees who answered

this item, 48% indicated that they belonged to one or more
association.

On the other hand, 100% of the supervisors answered

this item of whom 64% indicated that they belonged to a professional association.

This Table also shows that the most common employee
association was the Saskatchewan Psychiatric Nurses Association;
for the supervisors, the most common was the Saskatchewan Association of Social Workers.

Although there were 55 associations

listed by the employees, 80% of the employees were members of one
of the first four organizations listed.

The supervisors listed 30

associations, the first four of which accounted for 76% of the
membership.
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TABLE 5

Comparison of Sample by Age*

Employee

Supervisor

Consumer

Mean

33.7

39.8

36.8

Standard Deviation

10.94

9.44

20 - 65

25 - 64

Range

*Response rate for each group on this item was> 98%.
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14.72
16 - 57

TABLE 6

Comparison of Sample by Sex

Employee

Supervisor

Consumer

N = 99.1%

N = 100%

N = 99.5%

Male

51.2

70.5

25.7

Female

48.8

29.5

73.8

E - 2
S - 2
- 2
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TABLE 7

Comparison of Sample on Marital Status

Marital Status

Employee

Supervisor

Consumer
N = 98.9%

N= 98.5%

N = 100%

21.2

10.7

21.0

Separated

2.8

1.3

25.8

Widowed

2.2

1.3

8.1

Married

69.9

82.6

34.9

2.6

3.4

8.6

-

1.6

Single

Divorced

.8

Other

E - 3
S - 3
C - 3
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TABLE 8

Comparison of Sample on Number of Dependents

Number of
Dependents

Employee

Supervisor

Consumer

N = 98%

N = 95.3

N = 94.1%

0

46.6

26.1

17.5

1

14.8

i2.0

29.4

2

18.4

22.5

22.6

3

10.0

19.0

12.4

4

6.1

14.1

6.8

5

2.1

3.5

5.1

6

1.5

2.1

4.5

.4

.7

1.7

Mode

0

0

1.00

Mean

1.29

2.06

2.06

Standard Deviation

1.56

1.66

1.81

7 or more

E - 4
S - 4
C - 4

TABLE 9

Population of Place of Residence up to Age
Fifteen

Population of Place
of Residence

.Employee

N = 98.5%

Consumer
N = 94.7%

Farm

33.2

30.3

Less than 500

12.2

14.6

500 - 1,000

5.9

12.4

1,000 - 5,000

6.8

6.7

5,000 - 10,000

6.1

2.8

12.9

5.6

4.6

3.4

12.6

10.1

5.6

14.0

10,000 - 50,000

50,000 - 100,000

Over 100,000
Moved more than three times

E-6
C-5

TABLE 10

Communities of Present Employment or Residence

Communities by
Population

Employee

Supervisor

Consumer

N = 98.5%

N = 98.7%

N = 97.9%

i) Regina

ii) Saskatoon
10,000 - 100,000

58.1

51.7

48.1

Over 100,000

27.8

34.7

51.6

20.3

17.0

6.5
11.5

36.7

34.8
10.0

9.5

1.1

6.5

7.5

7.1

iii) Prince Albert

11.0

12.9

iv) Swift Current

2.7

2.0

2.2

4.6

4.8

1.1

i) Moose Jaw
ii) North Battleford

v) Yorkton
5,000 - 10,000

4.1

6.0

0

0

i) Estevan

1.1

.7

0

ii) Weyburn

4.9

3.4-

0

i) Melfort
ii) Preeceville
iii) Tisdale

3.2

3.4

0

0

0

9.8

0

0

3.8

1.1

Less than 500
i) Laird
ii) Sedley

13.6

3.4

3.2

1,000 - 5,000

13.0

2.0
0

0

1.1

2.0

13.0
0

Northern Saskatchewan

3.6

.7

2.1

Other

2.7

.7

1.6

E - 7
S - 6
C - 6
E - 8
S - 7
C - 21 (b)

from which we determined the cities in which respondents
were located

TABLE 11

Professional Associations

Employee

Supervisor

T = 411*

T = 136*

Saskatchewan Psychiatric Nurses
Association

57.2%

16.2%

Saskatchewan Association of Social
Workers

14.4%

32.4%

Saskatchewan Criminology and
Corrections Association

4.4%

7.4%

Canadian Association of Social
Workers

3.6%

19.9%

Others

20.4%

24.1%

Number of associations

55

30

Professional Association

*This total is greater than the total number of respondents
to this item since some indicated membership in more than one
organization.

E - 10
S -

8

Social Service and Consumer Organizations and Salaries

Table 12 gives a breakdown of the employees and supervisors on the basis of the organizations by which they are currently employed.

Although the largest proportion of persons we

contacted was employed by federal and provincial government
departments, 18% of the employees and supervisors were working
for non - governmental agencies.

Despite the fact that the pro-

vincial Department of Social Services is by far the largest single
employer of social service personnel, it accounted for only
approximately 36% of our samples in either the supervisory or
employee category.

In other words, our study of the social

services in Saskatchewan did not become simply a study of the
Department of Social Services with a few other token organizations
included (as some of our critics facetiously commented w_aid
happen).

Figure 4 describes the sample on the basis of the
salaries reported by the dispensers.

Although there was some

overlap, there was a substantial difference between the supervisors
(mean = $1,080.49 per month, standard deviation = $255.01) and

the employees (mean = $713.47 per month, standard deviation = $201.35).
The reason for the employees' mean being comparatively high was
that a small proportion of this group reported earnings of rather
large salaries (e.g., medical doctors).
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Therefore, it would be

more meaningful to cite the modal salary for the employees which
was in the $600.00 to $699.00 range.

The distribution of salaries among the supervisors also
deserves meh:ion.

A small proportion of supervisors were earning

relatively low salaries.

The majority of these were supervisors

in the smaller agencies.

Apart from this, the distribution was

bi-modal.

This sugnested to us that we may have two distinct

sub-groups within the supervisory category, both of whom would be,
nonetheless, supervisors.

An examination of the positions

described by the supervisors suggested that this interpretation
is probably true.

The lower income supervisory group (modal

income of $900.00 to $999.00) were supervisors of employees,

whereas, the higher income group bracket (modal $1,100.00 to
$1,199.00

were usually supervisors of the former kinds of super-

visors.

The means for the highest salaries employees and supervisors could be earning within their particular job classifications were somewhat higher than the means for the present
salaries of each group.

The mean for the highest salary for each

group is as follows: employees - $805.64 per month, standard
deviation = $197.23; supervisors - $1,143.93 per month, standard
deviation = $252.87.

Both employees and supervisors were asked to specify
their job classifications.

The responses to this item proved to
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be very difficult to meaningfully organize as over

classifications emerged from the two groups.

A comparatively

such
large number of people were employed under a few job titles

however, were restricted
as Social Service Worker I; many titles,
to only a few employees.

Respondents were asked to be as specific

from some
as possible, but problems still arose, for example,

stating their classifications as being "Social Worker" while
others stated their classification as "Social Worker I".

We had no

the same
method of discerning whether the two titles referred to
jobs or not.

Many job classifications included the titles

Obviously all of these

"supervisor", "director" or "counsellor".

classifications did not refer to the same types of positions, but
in many cases may have been different titles for similar positions.
seemed to be
In some smaller organizations, almost all employees

"supervisors" or "directors" of something.

Asking respondents to

state their job classifications did very little to help us to
understand the work that was being performed as the possibilities,
which we could not distinguish, ran from the extremes of very
different jobs being performed under very similar titles to very
similar jobs being performed under slightly or very different titles.
The employees were asked to designate their work as being
full-time or part-time.

Very few (7%) worked part-time.

who did, many were psychiatric nurses.

Of those

It did not seem - necessary

to ask supervisors whether or not they worked full time, as super-
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vision of other employees can logically be considered a full-time
responsibility.

Table 13 shows a breakdown of the dispensers according
The largest number of

to their previous employment experience.

employees had previously been involved in nursing.

Supervisors

were most likely to have had previous employment in some field
of the social services.

It was not surprising that 18% of the

supervisors as opposed to only 8% of the employees indicated any
previous experience in administrative areas since supervisory
positions have administrative responsibilities.

Although a

fairly large percentage of both groups of dispensers stated that
they had previously worked in "other" fields than those listed
in Table 13, no pattern emerged for either group.

Office work

and "labouring" jobs were, however, frequently mentioned by both
groups.

The biggest surprise regarding this item was the rela-

tively high percentage of both groups who had indicated they had
previous experience in "direct sales".

This was essentially a

"garbage item" which was included as an alternative and had little

more justification than to fill in space.

We had not expected that

there would be such a high percentage of former salesmen in these
two groups.

The supervisors reported that they had worked an average
of eleven years with their particular organization (standard
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deviation for this figure was 9.7).

Although they may have workou

for several years with one organization, many may have been employ-

ed in several positions as they worked their way up to being
supervisors.

Table 14 gives the breakdown of the consumer sample on
the type of groups to which they bel9nged.

Most of the 33% who

specified that they belonged to an "other" type of organization
were members of single-parent groups.
Table 15 lists the sixteen groups from which the consumer
sample was obtained showing the percentage of the total sample
who responded from each group.

Ninety-eight percent of the con-

sumers who returned their questionnaires answered the related
question.

The highest percentage of the total returns was

received from Central Community Services located in Regina.
Messrs. Tom Brown, Al Skagen and Chuck Kowalski deserve special
mention for the assistance they provided us.

With their help,

we were able to make the contact with the majority of the consumer organizations listed.

Without it, we would have had little

hope of receiving as much cooperation as we did from these
organizations.
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TABLE 12

Present Employer

Employer

Employee

Supervisor

N = 97.9%

N = 98.7%

71.6

I. Provincial Government

67.3

Departments
.7

Culture and Youth
Education
Northern Saskatchewan
Public Health
Social Services
Core Services

.2

2.2
23.2
34.8
7.0

15.6
38.1
8.8

2.6

.7

.9

4.1

9.2

13.0

13.0

16.6

United Appeal Supported

3.7

6.9

Non United Appeal Supported

9.3

9.7

5.3

2.1

Agencies
Miscellaneous

II. Federal Government
III. Private Agencies

IV. Miscellaneous

E - 8
S - 7
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TABLE 13

Previous Employment Experience

Employment Field

Employee

Supervisor

Nursing

22.5

20.1

Social Services

18.3

38.3

Direct Sales

14.1

11.4

Human Services other than
Social Services

13.8

18.8

Teaching

12.5

12.1

Administration

9.8

31.5

Agriculture

7.2

6.0

Religious Field

2.3

5.4

26.2

28.9

Other

E - 26
S - 13
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TABLE 14

Type of Group to Which Consumers Belong

T = 157

Type of Group

Anti-Poverty

65.6

Foster Parents

1.9

Inmates

0

Other

32.5
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TABLE 15
Consumer Group Membership

N = 98.3
Consumer Group

Central Community Services, Regina

23.9

Saskatchewan Valley Anti-Poverty Association,
Laird

13.0

Marianna's (Single Parents), Regina

12.0

Joint Action Co-op, Regina

10.3

Preeceville and Area Self-Help Group

9.8

Battlefords Self-Help Group, North Battleford

7.1

Unemployed Citizen's Welfare Improvement Council,
Saskatoon

6.5

Seekers of Security Welfare Rights Centre, Regina

4.3

Tisdale Low Income Group

3.8

Swift Current Anti-Poverty Association

2.2

Humboldt Improvement Council

1.1

SCAPO, Moose Jaw

1.1

WOW Garments, Regina

1.1

Rights of Social Security, Yorkton

1.1

Duck Lake Willing Workers

.5

Nipawin Ongoing Social Action Group

.5

C - 21 (b)
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Criteria for Hiring and Promotions
Figure 5 denotes the relative importance of two major

criteria in the hiring of social service personnel.

The super-

visors rated both related experience and educational background
as being of approximately equal value, as did the employees (the
latter rated both of these criteria as somewhat more important
than did the former).

The consumers, however, rated related

experience as being more important than educational background,
although the difference between the ratings was not great.

The

other criteria mentioned were:

Supervisors

Employees

Personality, aptitude,
ability to relate to clients,
interest in clients, maturity
and understanding, interpersonal skills.

Ability to relate to people,
seniority, personality,
maturity, interest in one's
work.

When the question was asked "what should the criteria for
hiring be?", social service-related experience was consistently

rated by all three groups as being more important than educational
background, although employees and consumers both seemed to think
that related experience was more important than did the supervisors.
The consumers rated related experience much higher than they did
educational background.

As one would expect, the responses to the

"other" category for this item were similar to those listed in the
question referred to above.

(See Figure 6.)

Table 16 indicates that most employees considered that
remained the same since
the qualifications for their positions had
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they were hired; however, almost half of the supervisors indicated
that these qualifications had changed in the past five years.
Table 17 shows that the proportion of employees who indicated that the qualifications for their positions had increased
was twice as great as those who felt the qualifications had
decreased(but this proportion should be interpretea with caution
since only a small percentage of those employees who could have
answered this item did).

The proportion of supervisors who

indicated that the qualifications for the positions which they
were supervising had increased rather than decreased was more
than four to one.

The purpose of the related question here was to find out
the specific ways in which qualifications had changed.

The most

common employee response related changes to increases in educational
requirements (e.g., to MSW, university degree, BSW).

There was

also a significant incidence of employees who described :hanges
of a more subjective nature such as requirements for intelligence,
adaptability, imagination and interpersonal skills.

For example,

one person stated that his position had changed from;
"...being oriented towards custody and
autocratic discipline to emphasis on
developing relationships and positive
discipline, supervision and under(comment of a correctionll
standing."
officer)

Supervisors also mentioned that educational requirements have generally
been increased with a trend towards professional social work
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qualifications rather than general university degrees.

Also

characteristics such as
stressed were certain subjective personal
maturity, motivation and flexibility.
Table 18 reveals that more employees felt that there
their positions
shouldn't be any changes in qualifications for

than did supervisors (who were split aboi

evenly on this question).

for the positions
When we asked the question "if the qualifications

be, how should they
have not been changed and you think they should
there should be an increase
be changed?", employees specified that
degrees or social
in educational qualifications such as univeristy
work-related .degrees.

A substantial number also indicated that

to the work that
there should be more training related specifically
administration, human relationwill be carried out on the job (i.e.,
special education).
ship skills, individual casework, group work and

who stressed the
This was much the same point as was made by those
importance of job related experience (Figure 6).

On the other hand,

placed on the necessity
among the supervisors, a stronger stress was
for professional training in social work.

They also mentioned the

relevance and the importance of having a "correct attitude".

Some

to be more imof the supervisors considered practical experience

portant than educational qualifications.
Closely related to the areas concerned with criteria for
various criteria
hiring and job qualifications is the importance of
for determining promotion within an organization.
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The attitudes

expressed by employees and supervisors were highly similar regarding
the criteria they felt were being used for promotion within their
organizations.

Both tended to agree that "on the job performance"

was the most important criteria and that "previous work experience"
was the least important.

Supervisors, however, considered length

of time on staff as being less important than did the employees.
A "garbage item", "knowing the boss" was purposely inserted here
to make sure that we weren't having a "motherhood" effect occurring (i.e., there is something good about everything that we were
citing - nothing was bad).

That the two samples rated this

alternative as low as they did, made us confident that the entire
range of the scale (from most important to least important) was
being used.

Personality, initiative and other characteristics,

all of which could easily have been incorporated into those
categories listed for this item, were mentioned in the "other"
category.

It was a case of giving different names to the same

concepts.

This information is summarized in Figure 7.
Figure 8 representing the information from the question

"what should the necessary qualifications for promotion be?" was

probably the most impressive of all.

The three groups defined

attitudes which were highly consistent with one another; their
profile of ratings were virtually identical.

They unanimously

agreed about the importance of merit and personal attributes; and
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and "knowing the boss". The
on the relative unimportance of seniority
those cited in the
"other" items listed here were similar to
originality, initiative. etc.).
previous paragraph (personality,
and supervisors on the relative
Figure 9 compares employees

motives for entering the social
importance they assigned to various
services.

comparison is beIt should be kept in mind that this

entering the field and the
tween employees' personal reasons for
be important.
motives that supervisors felt should

The reason

was "desire to help people".
rated as most important by both groups
expect) was associated with "no
The lowest rating (as one might
other employment available".

The one major way in which the

with respect to a
employees differed from the supervisors was
facilitate social change".
motive concerning "better ability to
cited in Figure 15
The results here are consistent with those

which indicate

with social
that supervisors were more concerned

change than were employees.

Consumers were asked a similar

required to rate motives, they were
question but rather than being
items they considered to be
simply requiree to check off those
important.

cited in Figure 9.
Thg, responses were similar to those

of the consumers inEighty-four percent (the largest number)
"was the most important motive
dicated that"desire to help people
about social change" (43%).
followed by "to better be able to bring
experience" (23%) were of
"Area of interest" (27%) and "life
"status" and "no other
intermediate importance, while "salary",
of very low importance
employment available" were all cited as being
(less than 5%).
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TABLE 16
Have Employment Qualifications Remained
the Same as When Staff Were Hired?

Employee

Supervisor*

N = 88.9%

N = 94.0%

Yes

82.8

59.3

No

17.0

40.7

*Supervisors were asked whether the qualifications for
the positions they were supervising had remained the
same over the past five years.

E - 35
S - 19

TABLE 17

Direction of Change in Employment
Qualifications for Employees'
Positions

Employee

Supervisor

N = 3.3%

N = 46.3%

%

Increased

Decreased

E - 36 (a) & (b)
S - 20 (a)

%

61.3

85.5

32.3

14.5

TABLE 18
Should There Be Changes in Employment
Qualfications for Employees:

Employee

Supervisor

N = 76.6%

N = 59.1%

Yes

22.5

47.7

No

77.2

52.3

E - 37 (a)
S - 21 (a)
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Social Service Field*
Importance of Motives for Entering the

Employees

Supervisors
N (%)

91.3
.6

.6

S
79.9

89.9

.6

Life experience
74.4

94.0

Voiunteer work
85.1

92.6

.6

7

.6

Desire to help people

.7

78.6

80.2

91.9

.7

.2

.2.6

Better ability to
facilitate social change

76.6

91.2

.6

1.11

82.0

89.9

Salary

Problem or area of
special interest

73.6

8.7

Status

No other employment
available

9.9

Other

TI II

S.ti

employees were asked
reasons for entering the field, whereas the
*Supervisors were asked what should be the
what their reasons aTtually were.

8-

33

E - 28

Qualities of Importance for Effective Social Work
Figure 10 refers to the relative importance of various
qualities to competence in the social services.

All groups re-

variable with
garded "one's personality" as the most important
respect to competence.

The consumers considered life experience

(presumably
to be more important than did the other two groups

because the former felt they had more of it than the latter).

On

considered that
the other hand, both supervisors and employees
educational qualifications were more important than did the
felt they had
consumers (again, presumably because the former

more of it than the latter).

Surprisingly, the consumers rated

did either of
previous work experience as being more important than
the other two groups.

Supervisors indicated it to be the least

since probably they
important quality (which is quite surprising,

had more work experience than the other two groups).
of
Figure 11 represents the rating of the relevance
various fields of study of social work education to social work.
relevance of
All groups seemed to agree fairly well on the medium

physical
family services, community planning, group work and
rehabilitation.

The consumers had a consistent tendency to

identify all of the areas of education listed as being slightly
more relevant to social work (with the exception of community
planning and group work) than did the dispensers.
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The consumers

recipients of social
identified child welfare and study of the
areas, while the supervisors
service as being the two most relevant
and family services.
and employees indicated group work

employees on their
Figure 12 compares the consumers and
attitudes about the usefulness of various skills.
of both groups was much the same.

The profile

Both attributed the highest

skills and less
importance to human relationship and counselling
(though we would
importance to the need for supervisory skills

asked this of some of the
have expected a different answer had we
(although
supervisors) and the skills of speaking and writing well

useful, they were not
the latter skills were regarded as being
relationship skills or
regarded as being as useful as either the
counselling skills).

about the releConsumers and employees were also asked

social services (Figure 13).
vance of certain kinds of knowledge to
social services as having
Cons;:mers rated legislation related to
the greatest relevance.

Their lowest rating went to social work

to have some importance.
policy although this was also considered

rating of the importance of
Probably contributing to their high
currently being
legislation is the fact that active campaigns are
more aware
carried out by consumer groups to make their members
of their rights.
resources"
The employees rated "knowledge of community

(although this category
as being of relatively high importance
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was not substantially differently rated by the consumers).

While

the consumers felt that "the system" had to be changed before
social work education would be of any effect, the employees felt
far less strongly about the necessity for social change than did
the consumers.

Figure 14 is a rating by supervisors of the various kinds
of academic qualifications with relation to competence in the
social services.

The most highly rated were graduate or under-

graduate degrees in social work; the lowest rating was assigned
to grade 12 and "no minimum qualifications".

The special note

of interest here is that welfare worker technologists received
only slightly lower ratings than the BA graduate in social
sciences and slightly higher ratings than the general BA graduate.
Ranking these er_-ademic qualifications on the basis of their means,

their ordering was similar to how their relevance to social service positions would have been ranked, for example, by the
Public or Civil Service Commissions.

This shows that, in the

case of the largest employer of social service personnel, qualifications are ranked correspondingly to the way supervisors feel
they should be ranked.

In another question, the majority of the consumers indicated that university social work training (37%) and classes
in areas specifically related to a person's job (43%) would be
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for social service
the most important kinds of academic training
personnel.

Both technical institute or community college pro-

received very
grams (13%) and just any university training (1%)
answered this
low endorsement from the 95% of the consumers who
item.

(See Table 19).
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Psychological services

98.3

89.3

-R.c.

89.1

88.0
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89.4

90.2
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88.6

83.9

87.9
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90.6
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Relevance of Various Fields of Study in Social Work Education to Social Service Positions*
Employees
Supervisors

Med1'.:al services

88.8

86.6

86.2

.7

.6

SD

Mental health

86.'

85.2

92.6

.7

N (i)

Corrections

85.x{

89.9

86.7

.8

Consumers

Punlic Assistance (i.e.,
administer.ng financial aid

87.5i

89.9

71.3

Family services

Study of recipients of
social services

86.7

85.8

4.3

Child welfare

Pesearch

75.4

10.1

.7

Administration

20.1

Other

Employees and superv;_sors were asked to relate these cate;ories to their specific work or the work of the staff under their
charge; velnumere were a...ked to relate them to social wcrk in genera:.
E - 22 (a)

S - 32
C
15 (a)
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Usefulness of Various Social Service Skills to Social Service Positions*

Employees
Consumers

93.6

94.5

88.3

92.0

93.1

C

.7

.8

.5

.5

F.

.7

.7

.7

.5

.5

C

SD

Counselling skills

91.8

90.4

.7

N (%)

Supervisory skills

90.1

88.3

E

Clear expression of
ideas - written

88.0

3.7

Human relationship skills

Clear expression of
ideas - oral

7.2

Other

*Employees were asked to relate these skills to their specific jobs; whereas consumers were asked to
relate them to social work in general.
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FIGURE 13

Relevance of Knowledge of Certain Areas to Social Service Positions*

Employees

Human growth and development (e.g., classes in
general psychology)

91.9

90.2

88.3

91.5

91.5

.7

.7

.6

.7

.6

.7

.6

.6

.7

Consumers

Knowledge of cow:unity resources (e.g., location
and services provided by various social services

88.6

61.9

.7

.7

SD

Social work philosophy

87.3

91.5

.7

N (%)

Social work policy

87.6

81.9

E

Legislation (i.e., knowledge of statutes relevant
to social services, e.g., landlords-tenants act)

77.8

2.7

or related ag.:,ncies)

Social work education cannot be made relevant
until the system is changed

3.2

Other

111 1 1 III

*Employees were asked to relate these areas to their specific jobs; whereas consumers were asked to relate them to social work in general.
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FIGURE 14

Relevance of Various Academic Qualifications to Social Service Positions Cited by Supervisors

Bachelor of Arts
(Social Sciences)

Bachelor of Social Work

Graduate work in social work-related
fields (e.g., MSW)

77.9

76.5

78.5

76.5

80.5

.7

.6

.6

.6

.7

.7

SD

Welfare Worker Technologist
Certificate

75.2

.6

N(%)

Grade XII (with social servicerelated experience)

76.5

(General)

Bachelor of Arts

Grade XII

.5

21.5

71.8

No minimum education qualifications

Other

TABLE 19

Relevance of Various Types of Training
to Competence of Social Workers Cited by Consumers

Type

of Training

Consumer
N = 94.7%

Specific classes in areas of relevance
to the person's job

42.7

University social work training

37.1

Technical or community college program

12.9

Any university training

1.1

Other

6.2

C- 14
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Means and Goals of Social Services

Table 20 gives the breakdown of the dispensers on the
basis of the kinds of problem areas with which they deal.

Employees were more likely to be involved with individuals and
families than they were in the other areas; the supervisors
indicated themselves to be very heavily involved in all of the
areas listed (consistently more so than the employees).
of the "other" responses which occurred here were:

Some

community

organization, public relations, court work, interdisciplinary
problems, and maintaining staff morale.

We also asked the employees about any volunteer work
they had done prior to their present job.

1

Almost half of them

indicated that they had been involved in some form of volunteer
work which was primarily in areas of youth, recreation and church
groups.

They were also asked whether they were working in other

areas, in addition to their present job.

Of the 93% who answered

this item, 29% specified that they were.

The work they were doing

was spread among a number of areas primarily relating to either
human services or the social services.

It should be noted that the

majority of the 29% doing other work apart from the present job were
not being paid for it; however, 19% of the 29% indicated that they
were getting remuneration.

1

It does not seem that any more than 5% of the

This data is not reported on a Table or Figure.
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social service staff is "moonlighting".

If anything, this per-

centage probably overestimates the number who are engaged in
employment apart from their regular jobs since some respondents
to this item seemed to have interpreted it wrongly, believing that
it referred to the kinds of activity involved in their regular
employment.)

We were interested in discovering the importance of various
goals of social services by comparing what employees were doing
in their specific jobs to what supervisors and consumers felt
social workers should be doing (Figure 15).

The most important

goal cited by all three groups was that of helping people become
self sufficient (although, surprisingly, the consumers rated this
item of a slightly lower importance than either of the other two
groups).

It is quite noteworthy that the supervisors' profile

was highly similar to that of the consumers even though consumers
generally have only indirect contact with supervisors.

Supervisors

and consumers rated "changes in welfare philosophy", "increasing
opportunity for social-political participation of disadvantaged
groups" and "improving the organization and delivery of social
services" as important; however, the employees' rating of the
importance of these areas in their specific jobs was much lower.

1

The reason being that the hours they described totalled to the
proverbial 40 hour week.
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This does not at all deny the existence (a minority) of employees
who may be very outspoken (even militant) about the necessity for
social change.

The point is that employees, as a whole, agreed

with the other two groups on the importance of more spectfic.
client-oriented goals, but felt that the other goals mentioned
above were not particularly relevant to their jobs.
Figure 16 compares the three groups with respect to their
ratings of the relative importance of various kinds of intervention.

Again, supervisors and consumers were asked what the

importance of the categories should be and employees were asked
the importance of these categories as they related to their specific
jobs.

The profiles of consumers and supervisors were far more

consistent with one another than were either of these with the
employees'.

Employees had a consistent tendency to rate all areas

other than counselling, therapy and rehabilitation of relatively
lower importance.

Supervisors rated rehabilitation (which involves

more than counselling) as the most important.

Consumers gave the

highest rating to the most concrete methods which included rehabilitation, child care, financial assistance, adequate housing
(rated by them as the most important) and job placement.

In

other words, while the employees feel that, in their work, it is
very important for their clients to talk about their problems
(via counselling), the clients want practical things (adequate
housing, financial assistance, rehabilitation).

Figure 17 discloses one of the most interesting findings
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of the entire study.

Employees and supervisors agreed very highly

with one another about the relative importance of various factors
when deciding upon a course of action with a client.

Consumers

indicated a parallel profile when they were asked to rate these
factors in terms of how important each should be in reaching a
decision.

factor

The client was regarded as being the most important

ollowed closely by the employee's own judgment.

On the

other hand, the advice of the supervisors, agency policy and community expectation were all considered to be of relatively lower
importance.

When, however, consumers were asked how important

they felt each of these factors actually were when it came to
deciding a course of action with a client, the most important
factors which emerged were agency policy and the advice of the

supervisor, followed closely by the employee's own judgment and,
to a lesser degree, the client.

The status of community expecta-

tions remained unchanged in the relatively low rating of importance.

As far as the clients are concerned, the way that decisions

about them are being made is not the way they should be made;

however, the employees and supervisors are suggesting that the
way their decisions are made is consistent with the way that
consumers think they should be made.

The three groups were asked whether they felt that social
service personnel were overworked.

They indicated roughly similar

and even proportions of affirmative and negative responses to this

15)

item.

Table 21 represents the across-the-board consistency among

the three groups.

In relation to the question of being overworked, the
employees and consumers were asked whether enough time was spent
with clients.

Although the difference wasn't really substantial,

more consumers felt that social service staff were spending enough
time with clients than did the employees.

One would have expected

the results to be reversed (i.e., consumers complaining that their
workers didn't have enough time to spend with them).

This is re-

ported in Table 22.

Table 23 reports the results of a question asking both
employees and supervisors whether they were involved in working
with a caseload.

Almost twice as many of the employees as

supervisors indicated that they were working with caseloads.
We also asked how many they actually had on their caseloads.

The mean caseload for employees was 39.5 (standard

deviation = 26.1) while for the supervisors the mean equalled 31.3
(standard deviation = 30.6).

As the standard deviations indicate,

the range of caseload sizes varied greatly with some reporting
caseloads which seemed to be unbelievably (unmanageably) large.
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TABLE 20
Does Employment Involve Dealing with Problems in any
of the Designated Areas

d) Supervision and consultation

c) Client self-help groups

b) Small groups

a) Individuals and families

Areas of Work

53.6

64.9

54.4

57.2

92.8

EMPLOYEES

95.5

96.4

64.8

68.6

91.7

SUPERVISORS

67.2

71.7

72.9

71.0

70.3

86.0

EMPLOYEES

90.6

89.9

92.6

70.5

67.5

89.3

SUPERVISORS

YES

e) Education and staff development

97.0

39.E

52.0

66.7

f) Administrative responsibilities

g) Other

E - 38
S - 22

FIGURE 15

95.6

90.9

e

96.0

96.6

93.3

S

89.9

93.1

93.6

85.6

C

.7

.7

.8

.5

.7

.6

.7

.6

.6

.4

.6

S

.7

.7

.6

.7

.5

.6

C

-

Importance of Various Goals of Social Services*

Employees

Supervisors-- -

Provide nd/or maintain minininm
standars of physical well being

91.9

94.0

93.1

.7

SD

Help pecplc to bncome selfsufficient

89.5

95.3

91.0

N(%)

Help pt:ople to avoid dependence
on social services

88.7

90.6

10.1

Consumers

Irl.rove the organisation or
dlive.ry of social services

88.7

4.7

Bring about Changes in welfare
philosophy, attitudes or policies
of society ae a whole

disadvantaged grcis

Increase opportunities for social
and/or f-olitical participation of

15.5

Other

E - 39
S - 34
C - 10

*Whereas employees were asked about this item in reference to the specific job they were doing, supervisors were asked what
social workers should be doing.

FIGURE 16

Importance of Various Methods of Achieving Social Service Goals*
Erploiees
r.rvisors

Consumers

care

Family planning

Ra:labilitation

%.S

86.9

64.4

o3.6

65.3

84.9

81.6

91.7

E

83.9

8-.9

89.

89.3

56.5

88.6

91.2

9).6
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S

91.3

92.0
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96.3

94.1

86.8
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C

,6

6

.6

.7

.7

.8

.7

.8
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.7

.7

.6

.6

.6

.6
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.6

.7

C

N

Provide financial
assistance

64.7

69.3

88.8

Counselling and therapy

L-7anize anJ/,r work with
client self-help. groups

85.3

68.6

7.4

:ork with volu..teer

Job placement

Prf,vide &dequate housing

Child placement and/or

Presenting briefs, papers
or lectures

;'42.c,

2.7

7, re asked what means a social worker should use; whereas erployees were asked wL.It nua%s

.7
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Supervisors
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FIGURE 17

Importance of Factors Influencing Social Service Employees When Deciding
upon a Course of Action to Take with Clients

C
95.2

C*

.5

.5

E

.5

.6

.5

S

.7

.7

.6

.8
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.7

.6

.6

.5
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88.8
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.6

.5
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E
95.3

86.2

86.7

.6

.6

.11111

93.9
94.6

87.2

86.2

.7

Consumers**

The client
93.2

94.6

87.8

86.2

S.D.

Employee's own
judgment

91.5

95.3

86.2

N (%)

Advice of the
supervisor

92.1

95.3

Agency policy

91.1

Community
expectations

53

workers should be influenced by
*These figures represent consumers responses to what social
**What social workers should be influenced by
E

S - 44
C - 31, 32

2.5

grIr

TABLE 21
Are Social Service Personnel Overworked?

Supervisor

Consumer

N = 84.8%

N = 91.3%

N = 87.2%

Yes

53.5

47.8

51.8

No

46.3

52.2

48.2

Employee

E - 34
S - 18
C - 13

(b)

(b)
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TABLE 22

Is Enough Time Spent with Clients?

Employee

Consumer

N = 84.1%

N = 89.4%

Yes

39.4

54.8

No

60.3

45.2

E - 34 (a)
S - 13 (a)

TABLE 23

Work Involves a Caseload

Employee

Supervisor

N = 92.6%

N = 98.0%

Yes

64.2

34.2

No

35.6

65.8

E - 33 (a)
S - 17 (a)
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Educational Background
Table 24 contains a list of the top seven major subjects
taken by the employee group while at university.

The most common

of these was psychology (31%) with sociology and social work (12%
and 11% respectively) running a distant second.

In addition to

asking employees about their majors, we asked those who were not
planning to take any further education which and how many classes
they had taken in all.

Both psychology and sociology headed the

lists again (46% and 39% respectively) with the remainder, in-

cluding social work, being very minimally represented.

These

responses confirmed the information reported about major suLjects

that the most popular university courses among the employees
were firstly, psychology and secondly, sociology.

Figure 18 shows the rating supervisors and employees gave
to various academic subjects with regard to the relevance these

subjects had to social service positions.

The profiles were

highly consistent with one another with the exception of "education"
(i.e., teacher training).

Supervisors considered education to be

less relevant to their employees' positions than did the employees
theruselves.

Psychology, sociology and social work were rated as

being of comparably high relevance while those rated as having
little relevance were history (least relevant), followed closely
by social stuales, political

science and anthropology.; (in that

order).

1S060

Table 25 describes the sample on the basis of their highest
educational qualifications achieved.

This Table compares the

educational qualifications employees themselves claimed to have
and the educational qualifications the supervisors claimed that
the staff under their charge had.
groups are quite similar.

The proportions cited by both

The 27% which has been included in the

"other" qualifications category (first column) probably would
have been lowered substantially had we allowed for a category
which specified medically-related certificates or diplomas for the
related question on the supervisor questionnaire.

The supervisors

seemed, on the whole, to be better qualified than the employees,
with a substantially high proportion of them having had social
work-related training.
Probably the most revealing comparison is the consumers'
educational level with that of the other two groups.

More than

90% of the consumers reported having completed their education
to grade 12 or less; 27% of the employees and 14% of the
supervisors reported having completed this educational level.

It

should be noted, however, that 23% (this percentage is not recorded
on Table 25) of consumers stated that they had started, but not
completed, a university or other post secondary course.

These

percentages suggest that one of the main features distinguishing
the dispensers from the consumers of social services is the
educational level they have.
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By far the most popular university qualification among
the employees was the BA degree.

Among the supervisors, it was

the social work-related degree (MSW).

The largest percentage

of any of the categories (university or non-university) among the
employees, however, was the Psychiatric Nurses.

Furthermore, it

appeared that there was little chance of a person with only a BA
degree or Psychiatric Nurses Certificate ever attaining a
supervisory position.

Although 24% of the employees indicated

that they had Bachelor degrees and 24% indicated Psychiatric
Nurses Training, only about 11% of the supervisors had these hinds
of backgrounds.

We strongly suspect that the majority of the 14% of those
among the supervisors without any post-secondary training are
holding their positions primarily because of seniority.

Regar-

less of the experience they may have accumulated or competence

they might have, were they to quit their jobs tomorrow, most
would probably have trouble getting back into the social service
delivery system the day after, even if it were just as an employee.

From this Table, it appears that the best way of getting
away from becoming a consumer of social services is to have further
formal education (although this isn't necessarily a guarantee).

The best way of becoming a supervisor is to obtain a social workrelated degree (especially an MSW).

Table 26 shows that, among the employees, the largest
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proportion received their university education in this province.
Among the supervisors, the largest number attended either the
University of British Columbia or the University of Saskatchewan.

Seventy-nine percent of the employees and 77% of the supervisors
attended one of the four universities listed in this Table.

Table 27 indicates that the most common non-university
post-secondary institutions referred to by the employees were-the
Saskatchewan Training School at Moose Jaw, the Saskatchewan
Hospitals in Weyburn and North Battleford and the Institute of
Applied Arts and Science in Saskatoon.

The supervisors received

their non-university, post-secondary training at a number of
institutions, none of which was significantly mentioned more
frequently than any other.

Table 28 gives a breakdown of social service positions
cited by supervisors on the basis of educational qualifications.

This Table, which we thought would be relatively straightforward,
posed great problems for us.

In short, the data we received

from it proved to be a real mess.

Since we had two levels of

supervisors (i.e., supervisors responsible for direct service
workers and supervisors responsible for supervisors who were
responsible for direct service workers), some of the direct
service staff were undoubtedly reported more than once.

Therefore, the total number of positions cited (1,227) does
not represent that many independent positions but probably
a far smaller number.

In spite of the unforeseen overlap, the
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proportions of staff in each of the categories can still be usefully interpreted, however, only with great caution, keeping in
mind the element of redundancy reported above.

According to these proportions, the grade 12 (with experience) group and the BA graduate group are the largest in the
field, closely followed by the category of "no minimum educational
qualifications".

The BSW and the welfare worker technologist

seemed to be very poorly represented (the latter only slightly
better than .the former).

Only 20% of the supervisors responding indicated any
vacancies at present but it appears that the term "vacancy" was
not properly clarified.

Some interpreted it to mean (as we had

hoped they would) that this referred to the number of positions
which they have available at the present time.

However, a size-

able portion of the respondents included in the "vacancy" category those positions which were currently occupied but by
persons with less than the minimum qualifications for the position
(a technical but not an actual vacancy).

In this regard, the

highest number of vacancies were for people with MSW's followed
closely by BA graduates.

Although there was only a small per-

centage (4%) of positions vacant for BSW graduates, there were
quite a few more positions reported as being vacant for the
welfare worker technologists.

It should be noted that there is

a bit of inconsistency between these results and those reported
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(E.g., Table 30 - The Types of Social Work Training

elsewhere.

Sought and Figure 14 - Supervisors' Rating of Relevance of Various
Academic Qualifications.)

These other results tend to favour all

social work-related education over any other kind while in this
Table only the MSW appears to be in demand.

The inconsistency

would probably be resolved by the interpretation that the figures
in Table 28 represent the vacancies according to "agent policy";

while on the other hand, other results reflect personal attitudes
about the relevance of various kinds of education to social work.

Social service personnel seem to be of the opinion that the kinds
of qualifications they have are not as high as they would like
them to be.

Comparison of the present number of staff with the projected number of staff shows a slight decrease in the proportion

BSW
of non-university and BA graduates with a slight increase in
and MSW graduates.

According to the Table, if these projections

are accurate, the BSW and technical graduates (with specific
approxisocial service-related training) would still make up only

mately 10% of the positions in the social services.
We also asked the supervisors to specify the number of

part-time staff they had in each of these categories, but, due to
the problems we experienced in organizing the results concerning
the full-time staff, and since part-time staff was mentioned

only rarely, we eliminated consideration of them.
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TABLE 24

Major Subjects Identified by Employees

T = 277*

Major

Psychology

30.7%

Sociology

14.3%

Social Work (including Casework, Groupwork)

11.2%

Education

4.7%

Political Science

4.3%

Physical Education

3.9%

English

3.9%

Other (e.g., Arts and Science
majors, Theology, Admini29.0%

stration)

Number of major subjects mentioned

41

*This number represents the total number of majors
cited rather than the number of responses to this
Some respondents had more than one major.
question.

E- 17
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FIGURE 18

History

Social Studies

Anthropology

Political Science

Sociology

Psychology

20.3

20.2

12.0

15.9

17.6

44.5

51.9

E

$38.6

87.9

U4.6

85.9

86.6

84.6

92.6

91.9

S

.7

.7

.8

.6

.8

.7

.7

.6

.7

.7

.7

.6

.6

.6

.7

.7

.6

.6

1

1

1

1

1

1

1

1

1

1

1

1

i

1

1

1

1

1
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Relevance of Certain Academic Subjects to Present Social Service Positions

Employees

Economics

20.4

83.9

.8

.7

Supervisors

Social Work

17.0

90.6

.8

SO

Education

21.6

85.9

(%)

Humanities

16.3

14.8

S

Administration

18.9

Other

E - 19 (b)
S - 31

t-a

ON
Op

TABLE 25

Employee

Supervisor

Consumer

32.4

2.2

.5

0
0
0

0

.5

1.0

0

37.6
22.8

N gm 96.8%

0

60.4

N mr 88.6%

0

13.6

98.4%

0

27.1
*

5.3

1.1

2.3
11.3

1.0

3.1

10.6
16.5
*

1.0

12.1

4.5

6.1
5.3

3.0
4.5
37.9

0

.5

*

23.5
3.6

20.1
4.3

1.6

45.4

1.4

2.7

11.7

6.2

3.9
1.6
6.2

11.4

1.0
*
*

*

*

4.8
2.4
12.7

24.4

16.6

*

23.9

19.9

27.4

0

27.1

28.1

28.1

T = 1227"

N = 81.2%

Present Number
of Staff Cited
by Supervisors

Comparison of Sample cry Highest Educational Qualifications

Educational Qualifications

Educational Qualifications

Grade 8 or less
High School
i) partial
ii) complete

Certificates (e.g., administration, education)
Diplomas (e.g., administration, education)
Metheal-related Certificates or Diplomas
i) Psychiatric nurses
ii) Others (..g., R.N's, certified nursing
assistants)
Bachelor Degrees
i) Bachelor of Arts
ii) Other Bachelor degrees (e.g., B.Ed., B.Sc.)
Social Work Related Courses
Welfare Worker Technical Course
ii) BSW
iii) NSW
Graduate ile,-;rees

Other qualifications (university and non-university)
*There was no basis for co parison for these items.

*This nuLlber represents the total number of employees cited by the supervisors.

C - 11, 12, 14, 15, 17
S - 10
C - 7 (a), (b)

TABLE 26

Universities Attended

Employee
T = 578*

Supervisor
T = 83*

University

University of Saskatchewan
i) Saskatoon campus
ii) Regina campus

21.7

68.9

14.5
7.2

38.4
30.5

University of Manitoba, Winnipeg

5.0

20.5

University of British Columbia,
Vancouver

3.3

25.3

University of Toronto

1.4

9.8

21.4

22.7

Others

Number of universities mentioned

53

15

*This total is greater than the total number of respondents
to this item since some had attended more than one university.

E - 17
S

10
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TABLE 27

Non-university Post Secondary Institution Attended

Employee
T = 290*

Supervisor
T = 16*

Institution

-,

Saskatchewan Training School,
Moose Jaw, Sask.

20.0

18.8

Saskatchewan Hospital, North
Battleford, Sask.

18.3

12.5

Saskatchewan Hospital,
Weyburn, Sask.

15.2

12.5

Kelsey Institute of Applied Arts
'and Science, Saskatoon, Sask.

12.8

0

Grey Nuns Hospital, Regina, Sask.
Other (e.g., Hospital for Mental Diseases,
Brandon, Manitoba)

Number of institutions mentioned

2.8

12.5

30.9

43.7

67

12

*This total is greater than the total number of respondents to
this item since some attended more than one institution.

E - 13
S - 10

1,227**

2.6

77*

h) Other

820***

*This figure represents primarily those ponitions which are currently filled, but by
persons with less than the minimum qualifications required for the position. Nowhere
near this number of job openings are currently available in the province.

Thi.1 column should be interpreted with great caution. if at all, since it appears to have
Some supervisors indicated only the
bcen answered diff.:rently by different peolae.
increase: in their staff; others added the increase to the present number of staff.

1

Total Number of Positions

13.4

***This figure does not represent a decrease in the number of staff since only 45% made
any staff projections.

**It should be kept in wind that this figure represents only the number of staff supervised
by supervisors who responded to this item, but not total number of staff being supervised.
Th..!re may be some overlap in that supervisors could have included the same staff as
subordinate supervisors who also answered this item.

S-

10.0

3.9

g) No minim= educational
qualifications

15.2

.6

7.4

5.2

t) Grddv xii

17.4

15.1

2A.7

7.8

e) Grade XII (wit:: experience)

Curf..e

4.4

19.8

23.9

4.0

6.6

15.7

2.4

12.7

9.1

d; WcIzure Worker Technical

31.2

3.9

b) Bachtgor of Social Work
c) 6achelor cf Arts

36.4

N

N - .!0.1%
6I.2 %

Nurser of
Staff

Nos:7.er cf

a) Graduate work in Social
work (MSW)

Educational Qualification

pri.Acnt

Precnt

Supervisors' Breakdown cr Social Service Staff by Educational Qualifications

TABLE 28

Educational Upgrading

Figury 0 indicates a highly consistent pattern of
responses between employees and consumers in all but one area.

Although the employees placed fairly high value on upgrading themselves in order to obtain opportunities for advancement within
and also outside their present agency, consumers regarded these
as being very poor (probably mercenary) motives.

Both, however,

agreed that if one chooses to take upgrading it should be for the
purpose of "increasing a person's ability to work with clients".
Ninety-eight percent of the supervisors indicated that
they encourage their staff to upgrade themselves; whereas only

51% of the consumers felt that upgrading would help social workers
to be better able to help them.

While the dispensers regard edu-

cation as important, it is clear that the consumers do not regard
1

it as being nearly as important.

Table 29 indicates that, although the majority of the
employees and supervisors stated that they were not presently
working at or planning to take any further social work education,
about twice as many employees as supervisors indicated ..n interest
in further upgrading.

The reason

for this seems obvious, since

more supervisors had terminal educational qualifications than
did the employees.

1

We also asked the supervisors a very general

The results cited here are not presented in any Table.
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11)a

14.0

question as to whether or not they would take further upgrading
if they had the chance, since wo expected that a large number
would not do so because they felt they could not do so.

When the

question was phrased this way, 75% indicated that they would take
further upgrading, which is almost a reversal of what they had
specified in the results described in Table 29.

Table 30 shows the percentages of employees and supervisors wishing to take the various kinds of academic social workrelated programs.

The program which was indicated to be in

greatest demand by the 30% of the employees who responded to this
item was the SSW through Extension studies.

Among 34% of the

supervisors who answered th.:s item, the highest proportion (51%)

indicated that they wished to take courses outside of Saskatchewan
in graduate and undergraduate administration (business, public,

hospital and social woLk), or graduate social work courses (MSW,
DSW).

Most of the foregoing areas were mentioned with approx-

imately equal frequency.

A lesser number indicated in the "other"

category a desire for further training in criminology, law and
judicial procedures.

The next highest percentage of supervisors

represented those wishing to obtain the Certificate in Social
Services.

Table 31 indicates that the preferred method of taking
upgrading would be through evening classes or during a leave of absence obtained in order to attend courses full time.
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This was true of

both employees and supervisors.

We were particularly interested in determining tho reasons
which employees had for not taking any further education (Figure 20).

The three reasons which were most often cited as being the "most
true" were "not being able to afford the expense", "family
responsibilities", and "not needing any more schooling in order
to succeed in their present job".

The reason most often cited

as being "not true at all" was that they would be "intimidated
by going back to school".

This profile seems to suggest that

many more in the employee group would be interested in upgrading
themselves were it not for family responsibilities or the lack
of financial support.
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FIGURE
19

66.5

62.8

64.4

89.9

93.6

89.4

87.8

C*

.7

.6

.5

.6

.5

E

.6

.6

.6

.6

.7

.6

C*

agency

Better understanding of social
service philosophy
Greater opportunity for advancement within agency
Greater opportunity for advancement out of agency (out of Sask.)

01.

1 Milt-1mm

Importance of Motives for Academic Upgrading (Why ?)

Employees
Consumers

65.3

89.4

.7

.7

S.D.

63.2

87.8

.7

.6

N (%)

62.6

83.7

.7

__]E

Increased ability to work
with clients

64.4

82.4

Field or problem of personal
interest

To gain improved techniques

62.8

3.7

Bet-..er understanding of

Better understanding of social
service policy

7.8

Other

*
7onsumers were asked what should be the motives for upgrading, whereas employees were asked what their
motives a,:tually were.

TABLE 29

Percentage of Employees and Supervisors Working at
or Planning to Take Further Social WorkRelated Courses
(Who?)

Employee

Supervisor

N = 86.7%

N = 91.2%

Yes

36.8

17.5

No

62.9

81.8

E - 18 (a)
S - 11 (b)

TABLE 30

Type of Social Work Programs Sought
(What?)

Social Work Program

Employee

Supervisor

N = 30%

N = 34.2%

8.3

2.0

BSW Extension Study
Program (External)

47.7

2.0

Certificate in Social
Service

17.7

25.5

University of Saskatchewan, Extension
Division, Non7degree programs, Saskatoon

8.6

7.8

Kelsey Institute of Applied Arts and
Science, Saskatoon, Welfare Worker
Certificate Program

2.3

11.8

14.3

51.0

Undergraduate BSW program
(Internal Studies)
University of
Saskatchewan,
School of
Social Work,
Regina

Other (outside of Saskatchewan)

E - 18 (b)
S - 12

177

197

TABLE 31

Preference for Various Methods of
Further Upgrading (How?)

YES

Methods of
Upgrading

Employee

Supervisor

Concerning
Themselves

Concerning
Their Staff

a)

Evening classes

34.7

44.3

58.4

b)

Day classes

12.3

16.1

22.1

c)

Leave of absence
from work for
full-time course
attendance

52.9

57.0

65.8

Classes by special
arrangements for
individual instruction

10.0

16.8

19.5

Correspondence
courses

12.5

20.1

24.2

d)

e)

E - 25
S - 30 (a) & (b)
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FIGURE 20

Employees' Reasons for not Taking Further Education

43.1

44.5

N (%)

.5

.7

.8

SD

.

41.7

Have all the formal education
wanted at this time
Already have academic credit
I need for promotion
Returning to school would
intimidate me

.8

48.4

.8

44.5

45.4

.7

my job doesn't require
further education
Family responsibilities take
my time right now

42.5

.7

I need more work experience
first

.8

Cannot financially afford to
take further education

41.5

.8

Career goals are too uncertain
at present

42.5

.7

4.8

39.2

No institutions near enough
to attend
Have not found program
suitable for me

Other

Financial Responsibility for Further Upgrading
The majority of the employees felt that further upgrading
was the joint responsibility of themselves and their employer.

However, more employees felt that their employer rather than themselves should be responsible for covering the bill.

A similar

profile was obtained for the supervisors, although a smaller proportion of supervisors than employees felt that social service
staff (rather than their employers) should pay for their upgrading.
This is cited in Table 32.
There were differences between the employees' and super-

visors' responses when it came to the question of how much financial
assistance would be provided by the employer.

Table 33 indicates

that,although 36% of the employees indicated that their employer
would provide none of the cost, only 15% of the supervisors stated
that their organizations would not provide any financial support
to staff wishing to upgrade themselves.

In other words, the em-

ployees are reporting that their organizations are providing less
support for upgrading than the supervisors contend is being made
available.

1

One of them has to be wrong.

We asked the employees whether they would pursue further
upgrading even if the financial responsibility was placed entirely
upon them.
1

Of the 91% who answered this item, 72.8% (shown in

Perhaps the two different samples are representing different
agencies, but probably Lot.
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Table 34) indicated that they would still pursue their plans for
upgrading regardless of whether or not financial support would be
received from their employer.

There is somewhat of a discrepancy

between these results and those cited elsewhere.

For example,

Figure 20 indicates that a major barrier to further upgrading
is due to not being able to afford it.
to be that simple.

However, it doesn't seem

More accurately, if promotion depended on up-

grading, if the person felt a need for more education, if it were
not for family responsibilities, then the financial obstacles could
be overcome.
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TABLE 32
Who Should Take Financial Responsibility
For Further Upgrading

Employee
N = 93.8%

Supervisor
N = 96%

Employee

12.6

5.6

Employer

21.6

17.5

Employee and Employer

65.6

76.2

E - 23
S - 29 (b)

TABLE 33

Employer's Financial Assistance for Further Upgrading

Employee

Supervisor

N = 84.9%

N = 91.9%

All or most of the cost

20.5

30.7

A portion of the cost

42.8

54.7

None of the cost

35.9

14.6

E - 24 (a)
S - 29 (b)

TABLE 34

Would Employees Take Further Upgrading
Even If Full Financial Responsibility Were Theirs?

Employee
N = 91.1%

Yes

72.8

No

27.2

E - 24 (b)
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Supervision

There is considerable uontroversy about the topic of
supervision.

To some, the term has become virtually synonymous with

harassment and interference.

We wanted to find out what

the various groups thought about supervision.

First of all, we

asked the employees whether they considered themselves to be
working fairly independently of supervision.
indicated that they were.

The majority (90 %)

Most consumers (67%) also felt that

the employees were working fairly independently.

This infor-

mation is shown in Table 35.

Table 36 shows under what types of supervision social
service personnel seemed to be operating most efficiently.

The

interesting finding here was that, while the majority of the
employees indicated that they operated most efficiently while
working independently of supervision, the same high proportion
of supervisors indicated that the employees (presumably the same
1

ones) operated best while under close supervision.

The "tie-

breaker" in this case proved to be the consumers who sided with
the employees, contending these employees worked best independently
of supervision.

1

It should be noted that one of the supervisors, quite correctly,
pointed out that this was a poor question because the type of
supervision was exclusively a function of the experience and the
competence of respective employees. Those employees who were
good at their job didn't need as much supervision as those who
On the other hand, we did qualify this
weren't as effective.
question by stating "in general".
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TABLE 35

Are Social Service Employees Working Fairly
Independently of Supervision?

Employee

Consumer

N = 96.4%

N = 87.2%

Yes

89.6

67.1

No

10.3

32.9

E - 43
C - 12

(a)

(a)

.106
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TABLE 36

Under What Type of Supervision are Social
Service Employees Most Effective?

Consumer

Employee

Supervisor

N = 84.3

N = 86.2

Under close supervision

12.4

81.2

22.3

Independent of supervision

87.6

10.9

68.6

Type of Supervision

E - 43 (b)
S - 27
C - 12 (b)
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Consumer Group-Related Data
We were interested in finding out whether social service
personnel were aware of the existence of any consumer groups.

Table 37 indicates that, while most employees and supervisors
stated that they were aware of the existence of these groups, the
supervisors were slightly more knowledgeable in this regard.

A

complementary question to the foregoing was asked of the consumers.

They were asked whether the social service personnel they had contact with knew of the existence of the kinds of groups of which
they were members.

Of the 70% who answered this item, 81%

indicated that they felt that their workerts) knew of their
membership.

One of the common complaints which we heard during the
interview stage of this project was that consumers were afraid
to join consumer groups for fear of reprisals being carried out
against them by social service personnel.

The information we

received from the consumers who are currently members in these
groups suggests that this fear is unfounded since only about 2%
specified that their relationships with their workers had
actually worsened as a result of joining these groups.

Twenty-

six percent indicated that these relationships had been improved ("my worker will even light my cigarette now when I go
into his office ... say hello to me when he sees me on the
street").

The greatest majority, about 71% of the 63% of consumers
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who answered this item, hc4ever, indicated that their membership
didn't really make any noticeable difference to their relationships with their workers.

(Table 38).

On the basis of this in-

formation it seems that it would be very much to the advantage of
a consumer to join consumer organizations, since the advantages
(e.g., more lobbying force, opportunity to become more aware of

rights) of belonging appear to outweigh the disadvantages that
a small percentage of consumers have referred to.

Employees were asked whether they would help consumer
groups and supervisors were asked whether they felt their staff
should help these groups.
Table 39.

This information is set forth in

A very small percentage indicated that social service

personnel would not or should not be willing to help these groups;
substantial proportions were undecided.
however, indicated a willingness to help.

The greatest percentage,
It is interesting to

note that the percentage of supervisors who felt that staff should
help consumer groups was larger than the percentage of employees
who said they would help.

The complementary question we asked

of consumers was whether they had found the workers that they
were dealing with willing, unwilling, or indifferent towards
helping their groups.

The proportions in this case were roughly

similar to those cited by the dispen:Irs.

Table 40 shows that 63% of the supervisors felt that
their staff were aiding clients' rights groups, while only
24% of employees stated that they were helping these groups.
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This seems to indicate that supervisors felt that their employees
were acting according to the supervisors' ideals but that few
employees were acting consistently with their own attitudes.

Figure 21 indicates the attitudes which were expressed by
all three groups towards consumers and the groups they are associated with.

The most remarkable aspect of these results was the

similarity of profiles.
parallel.

They were, with one exception, almost

As one would expect, the consumers exhibited stronger

agreement with the items than the other groups, but then probably
only because these attitudes were directly concerned with themselves.

The only exception revealed in this Figure was that

supervisors felt even more strongly than did either of the other two
groups that able-bodied unemployed people were not "victims of
their own lack of ambition".

Table 41 indicates the dispensers' responses to whether
or not they had ever been recipients of any social service.

We

were intrigued to find out that 20% of the employees admitted
that they had been recipients of social services at one point in
life (which is probably a low estimate because many would probably
not like to disclose the fact that they had ever been recipients).

In comparison, only about 8% of the supervisors admitted that
they had ever been consumers.

Table 42 compares the entire sample on how they had been
consumers of social services.

For all three groups, receipt of

financial assistance was the most frequi

.y cited category.

Next to financial assistance, the bulk of the employees who
answered this question indicated that they had received counselling.
Second to financial assistance, the most frequently occurring form
of involvement with social services by supervisors was being a
foster or adoptive parent.

The Table suggests that it is three

times more likely that supervisors become adoptive or foster
parents than do employees (but one must remember that a very
small percentage of the supervisors answered this item).

In the

consumer group, the second largest percentage of respondents said
they had been one-parent families.

One reason for this relatively

frequent response was that the rate of returns from a one-parent
self-help group we contacted was very high (Table 15).

An overlooked omission in the consumer questionnaire
proved to be serendipitously advantageous, in that it showed
that respondents were actually making use of the "other"
category.

The alternative of financial assistance in the

question asking consumers to indicate what type of social
services they were presently receiving was not included in
the questionnaires.

However, thirty-three percent of the

sample obligingly indicated that they were currently in receipt
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of financial assistance.

1

The ..cost frequently occurring way in

which consumers were currently receiving social services was as
one-parent families.

These percentages proved to be interesting in view of the
fact that one of the frequent criticisms made by consumers during
the interviews was that the dispensers did not have any idea of
what it was like to be a consumer.

The consumers felt that

dispensers would be of greater help to them if they had themselves experienced the problems of being a recipient of social
services.

1

It should be noted that we did not calculate the proportion
(which would be shown as N on the Table) of consumers who responded to this item but rather the total number (T) of types
of assistance they name in this item since the coasumers could
indicate that they were receiving social services in more ways
than one. We allowed the supervisors and employees only one
alternative in this item.

e74
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TABLE 37

Awareness of Social Service Personnel
of the Existence of Consumer Groups

Employee

Supervisor

Consumer*

N = 97.6%

N = 97.3

N = 70.2%

Yes

87.9

93.8

81.1

No

12.1

6.2

18.9

*Whereas employees and supervisors were asked if they were
aware of the existence of clients rights groups, consumers
were asked if their social worker knew they belonged to a
consumer group.

E - 45
S - 36
C - 22 (a)
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TABLE

38

The Effect of the Social Workers'
Awareness of Clients Belonging to
Consumer Groups

Consumer

Effect of this Awareness

N = 62.8%

Improved relationship with social worker

26.3

Worsened relationship with social worker

1.7

Made no difference to relationship

C - 22 (b)
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71.2

TABLE 39

Are Social Workers Willing to
Help Clients' Rights Groups?

Supervisor*

Consumer**

N = 96.4%

N = 96.6%

N = 87.8%

55.7

68.8

59.4

4.4

6.9

10.3

39.7

24.3

30.3

Employee

Yes

No

Undecided

* Supervisors were asked if their staff should be
encouraged to help clients rights groups.
* *Consumers were asked if social workers they had
met seemed willing or not to help clients rights
groups or whether they did not seem to care
either way.

E - 46 (b)
S - 37 (b)
C - 30
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TABLE

40

Are Social Work Staff Aiding any
Clients' Rights Groups?

Employee

Supervisor*

N = 97.1%

N = 96.0%

Yes

24.4

62.9

No

75.2

37.1

* Supervisors were asked if any of their staff were
aiding clients'rights groups.

E - 46 (a)
S - 37 (a)

A.L.

Z
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E - 47, 48, 49. 50. 51. 52
S - 38. 39. 40. 414 42, 43
- a4. 25, Z3. 28, 29, 26, 27

TABLE 41

Have Dispensers Ever "aen Recipients of Any
Social Service

Employee
N c 95.9%
%

Supervisor
N c 97.3
%

Yes

19.5

8.3

No

80.5

91.7

- 29 (a)
S

-

9

(a)

1

56.0

23.8

1.3
2.8

0

0

8.3

0

0

7.2

One-parent family

Inmate in a correctional centre or
penitentiary

Other

1

Whereas the percentages for these items apply to the children of consumers, they refer
to the employees and supervisors themselves.

**This percentage is obtained .:nom the similar but not identical "other" category on the
consumer questionnaire. Almost all respondents who checked the choice "other" specified
that they were currently recipients of financial assistance.

*Refers not to the total number of respondents but to the total number of types of
recipients. Many respondents are sulti-problem persons receiving multi-social services
simultaneously.

(zee financial
assistance)

0

1.0
1.2

17.0

34.1

Receiv'd counselling
-personal counselling (e.g., marital,
alcoholism)
-employment counselling

2.3

3.7

4.0

2-2

3.0

33.3**

t

T = 134*

a consumer

0

8.3

3.0

25.0

7.2
3.6

61.5

It

T = 231*

4l.5

t

N = 8.1%

the pa 3t

Consumer in Presntly

Consumer

45.7

it

N = 15.6%

Supervisor

2.2

Involvement with juvenile
authorities)

Word of the government

Foster or adoptive parent

Financial assistance

Type of Recipient

Employee

Type of Social Service Recipient

TABLE 42
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E
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(a) &(i;:
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Distribution of Report

The final alternative on all three questionnaires gave
the respondents the choice of receiving, free of charge. either
the report of the Social Services Manpower Study, the "Summary of

Academic Programs Related to Social Service in Western Canada" or
both.

As is indicated on Table 43 all

three groups expressed

much interest in receiving these booklets.

We are not, however,

flattering ourselves into believing that a large number of the
sample are really concerned enough to read the booklets or to
understand the importance of the results and implications of the
report.

If, however, either of these booklets prove to be of

value to even a small portion of those who requested them, the
distribution will have been worthwhile.
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Summary of Academic Programs

Report on the Manpower Project

Booklet Requested
107

138

91
592

number
number

number

130

T = 139
T = 132

T = 748

729

Consumer

Supervisor

Employee

Number of Respondents Who Requested the Project Report and the Summary
of Social Work Academic Programs

TABLE 43

CONCLUSION

The conclusion of the project marks the beginning of a new
phase of our Manpower Study in which we hope to make as many sectors
as possible aware of those of our findings which may be relevant to
them.

It became quite clear to us that, as the writing of this

Report progressed and as it became longer and longer, fewer and fewer
people would ever bother to read it.

The more we put into it, the

more discouraged we became that this would be just another study which
collected dust on somebody's bookshelf.

Therefore, a great deal of

effort will have to be spent in developing appropriate ways of
presenting this Report so that the social service community is made
aware of the results we have obtained.

Without this information, there

is no chance that any action will be taken on the basis of the
results.

Every effort will be made to avoid a situation where no

action is taken by setting up a series of meetings with representatives
of social service agencies and consumer organizations.

We also

intend to bring our findings to the attention of various social
service professional journals and conventions.

We have planned a widespread distribution of a summary of
the Report to those who have been involved in any way with the Study.

We feel that a broad distribution of the summary will be justified
even if it is of interest to only a few.

Criticisms Against Manpower Projections
Although we are confident that we have obtained valid
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information about the attitudes and preferences of a wide sample
of groups involved with social services, there were some problems
involved in making projections on the basis of this information.
As Howard R. Bowen points out,

1

it is impossible to accurately

predict manpower needs for anything but the shortest time span,
due to constant changes in the economy and areas of societal interest.

Bowen also states that, contrary to popular belief, the economy does
not require a fixed inventory of occupational skills; rather, one's
training is highly flexible and can be adapted to a wide range of
areas emphasized by the economy.

Because of this, Bowen recommends

a free choice of the area or areas in which the student is interested
to be made by the student entering an institute of higher learning.

Employment, he says, is always available to an educated person,
even if the employment is not specifically in the area chosen by
the student.

The counterargument to this is that a university education
is an expensive lesson in good citizenship; that is, granted that
higher education is very flexible, it is still true that most
people enter institutions of higher learning with a specific goal
in mind.

If they find that, upon graduation, there are no openings

for them in their chosen field, few will be content to work in

1

Howard R. Bowen, "The Manpower vs. the Free-Choice Principle".
In University Affairs, edited by Gloria Pierre, Vol. 15, no. 1,
January, 1974 (Ottawa).
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areas they had not planned to work in or areas in which their

qualifications are not related to the jobs they are doing.

The

high cost of obtaining a post-secondary education makes it only
fair that people should receive some kind of information about the
job market for their chosen field.

For example, most education

faculties have virtually unrestricted entry.

This has created the

problem of students getting the (erroneous) impression that "they
wouldn't be letting us in if there weren't any hope of getting a
related job when we got out".

At the same time, educational

administrators (such as Bowen) are saying "they wouldn't want in
unless they thought they had a chance at a job when they got out".
The widespread unemployment of education graduates is a fact which
needs no reference.

Admittedly, some kind of work can always be

found for these people;

however, one hardly requires an education

degree to work as a waitress or a truck-driver - a situation which
is quite common among education students today.

Clearly, some form

of manpower planning could well have contributed to avoiding this
waste of educational investment to both the disappointed graduate
and the taxpayer.

Recommendations

Table 44 outlines the objectives of our manpower study, the
goals accomplished, the goals which were not accomplished, the areas
covered in the study which we had not planned to cover and the
recommendations made on the basis of the results we obtained.
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The results of our study have indicated that there is a
trend towards hiring those people who have obtained a social work

degree or, at least, who have obtained an undergraduate degree in
the social sciences, preferably in psychology or sociology.

There

also appears to be a continued need for social service graduates;

however, our results indicate that this need is beginning to taper
off.

As well, our study found that much of the increased need was

due to employers' tendencies to boost minimum qualifications for
social service positions when applicants for employment began to
be better qualified.

This, in effect, takes social service positions

from one set of potential employees who do not possess as high a
level of educational qualifications and gives these positions to

another set of potential employees who do possess higher qualifications, despite the fact that the question of which group provides
better services has not yet been clearly resolved.

There were a large number of respondents who indicated that
they would like to take further upgrading but were prevented from
doing so because of financial considerations.

Because of the

increasing emphasis on higher education in the social service
field, financial resources should be made available to provide
assistance to those social service employees who are otherwise

appropriately qualified for their presen, job and who want, but
cannot afford, further upgrading.

Resources could be made avail-

able through an increase in the number of cost-sharing programs
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betweon employers and employees, scholarships, bursaries, and
similar forms of financial assistance.

There is a qualification

which should be made regarding this recommendation.

If the social

service employees plan to take upgrading in order to improve their
qualifications for their present positions, then financial assistance should be made available to them.

If, on the other hand,

upgrading is desired in order to obtain a different job requiring
higher qualifications, it must be pointed out that the need for
higher qlalifications in the social work job market is beginning
to taper off, with the result being that these employees may find

themselves unable to obtain a different job and left with qualifications unnecessary for the job they are doing.

As far as the technical graduates from the Kelsey Institute
of Applied Arts and Sciences are concerned, th
outlook in Saskatchewan is limited.

potential job

Opin...c:ns expressed in the inter-

views indicated that employers prefer not to hire the technical
graduate, because they feel that this type of graduate is not
suited to the needs of the social service positions available.

On the other hand, those who have hired these graduates appear to
be generally pleased with their performance in the social service
field.

hpart from this, although the Kelsey Institute program

personnel informed us that the average age of their social service
technical graduates is in the late twenties or early thirties,

consumers and some employers had the impression that the technical

za;

2"

;raduates are usually very young and, consequently, incompetent.

One of these two groups has to be mistaken.

The information

available indicates that these graduates are, to a large degree,

very probably the victims of unjustified prejudice.
A recommendation which is specifically directed at the
Kelsey Institute of Applied Arts and Sciences, but which is
probably of interest to other educational institutes as well,

suggests that the technical training program personnel give
serious attention to the development of a public relations program
to dispel some of the erroneous impressions about their program.
One of the best ways to go about doing this would probably be to

have employers who were having concerns about this program contact
those who have hired technical graduates.
All cif thy

groups surveyed felt that the most important

qualifications necessary for effectiveness in the social services
field are personal qualities (e.g., maturity, empathy).

However,

related experience and educational background were also stressed as

being extremely important in choosing social service personnel.
Consumers placed more emphasis on related experience than did employers
or employees.

There is agreement that human relationship skills

should be an important area of emphasis for both the selection of
applicants to social service education and for the training of students
in social work programs.

Once the students have graduated and want

to enter social work employment, it should be remembered that there

2'47
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is an increasing desire for more contact between consumers of social
services and social service personnel on other than a helper/helpee
basis.

Since this study was originally commissioned by the School
of Social Work in Regina, recommendations were made to this School
regarding factors to be considered for admission to and those
areas to be stressed in the social work curriculum.

These recom-

mendations may also be of interest to other educational institutes
in the area, specifically, the Kelsey Institute in Saskatoon, the
University of Manitoba and the University of Calgary.

For selection,

it was suggested that less emphasis be placed on academic grades
obtained and that more emphasis be placed on the related experience
and the personality of social work program applicants.

Personality

and human relationship skills were cited as important areas to be
stressed in social work education.

As well, it was recommended

that specific classes be implemented in such areas as legal
assistance, consumer attitudes to social assistance, and legislation
pertaining to human rights.
Because the available positions in the social service field
are beginning to decrease, it is recommended that the School of
Social Work in Regina maintain the conservative number of admissions
to their "internal studies" social work program at the present
level until further study can determine the impact of Regina's
social work graduates on the social service job market.
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It is

hoped that close contact between the social service community and
the School of Social Work regarding available employment can be
kept by acting as a "clearing- house" for social work job applicants;

that is, we plan to ask employers identified in the course of the
project about the kinds of personnel they are interested in hiring
and then inform them of those students from the social work undergraduate programs (and, possibly, even from the extension programs)
who might meet employers' specifications.

The recommendations made in this report are not intended
to be long-term.

In view of the changing economy and the varying

demand for social service personnel, any results described or
recommendations made in this report can be valid for no longer
than a period of a few years;

however, the method of study

adopted here will probably be appropriate for some time to come.

Continuous review and ongoing research in the area of social
work manpower predictions must be undertaken in order to keep up
with changing trends in the social service field.
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On the one hand, those who
didn't employ technical
graduates didn't do so because they felt these graduates
were inappropriate for the
employers' purPOses. On the
other bind, those who hired
these persons appeared to be
generally pleased with their
performance.
This suggests that
the technical training program
personnel give serious attention
to the development of a public
relations program to dispel SOME
of the erroneous impressions
One of
about their program.
the best ways to go about
doing this would probably be
to have employers who were
having concerns about this
program contact those who have
hired the technical graduates.
Occasionally acted as liaison
unit between consumers and
social services (e g.. Welfare
Appears boards).
Far more extensive coverage
of consumer groups than originally planned because we had no
idea of the scope and magnitude
of these groups when we started.
Assisted various agencies upon
request, especially in
Of evaluative research

There should be more contact
between consolers of social
services and social service
personnel on other than a
helper-helpee basis.
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Proposal for "THE UTILIZATION AND NEEDS OF MANPOWER
IN THE SOCIAL WORK SERVICES IN SASKATCHEWAN"

SOCIAL WORK SERVICES MANPOWER PROJECT

THE UTILIZATION

AND NEEDS OF
MANPOWER
IN THE
SOCIAL WORK SERVICES

IN
SASKATCHEWAN
by

Dr. G. W. Maslany

Research Director
Social Services Manpower Project

School of Social Work
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Do not confuse this Proposal with the proposal submitted
for consideration for fualing.

The Proposal contained

herein, though virtually identical to the other, is an
abbreviated version.

ABSTRACT

We hope to conduct a study to determine various characteristics
of those currently employed in a social work capacity in this province
with a special focus on those occupying positions with less than a
university education.

The data of interest could be obtained from both the descriptions
of his job provided by a social work employee and the description
provided of that employee's job by his employer (preferably his
immediate supervisor).

1

More specifically, we will attempt to discover

the kind of jobs social service employees are holding and the experience
they have which is considered to be relevant to their obtaining and
maintaining positions (e.g. field experience, techaical training).
It will be necessary to study the jobs being done by both
the university graduate with a general degree and the graduate with
social work training (i.e. the B.S.W.) because of the effect of this
rapidly expanding group on the employment opportunities of those without
university training.

Social service employers will be contacted regarding an
estimate of their expressed anticipated needs for the coming year for

1

This implicitly assumes that all social work related personnel are
either employed by the government or by private agencies. This
assumption seems to be correct since there are no social workers in
this province engaged in private practice.
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personnel with various kinds of experiential and academic backgrounds.

2

Rather than simply requiring an employer to match up an expressed need
with an exisitng curriculum, employers will also be queried concerning
the kinds of training that they would like employees in various
positions within their organization to possess.

If a certain theme

recurred (including the data pertaining to expressed educational needs
obtained from social services employees) these needs could possibly be
incorporated into the curricula of either the university or the
technology or community college based programs.

The question of whose

curriculum would change in order to accommodate these expressed needs
is beyond the scope of this study.

We will also hope to get some indication from groups representing social service consumers about those qualities in social work
employees that they feel might be refined by upgrading.

At the same time, other questions will also be studied; however, the answers to these questions could only be determined by a
longitudinal design of which this study would serve as the first stage.

One of these questions pertains to the agreement between actual and
projected manpower needs.

We would also hope to carry out studies

concerned with maximum utilization of academic resources which would
hope to discover what range of competencies can be expected from

2

One should be careful to distinguish between "expressed anticipated
needs" and "practical needs". This study does not intend to attempt
to determine practical needs which involve complex questions of
staff deployment and organizational features. The study is intended
to be purely descriptive.

e-"Ati2
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persons with different backgrounds.

3

The latter studies could suggest

guidelines which would avoid underutilization or overextension of
persons with different academic backgrounds.

Nevertheless, further

financial support for subsequent years will not be essential for useful results to be yielded at the end of the first year.

The longitud-

inal studies are simply mentioned to suggest how this study is conceptualized.

That is, it is considered as providing the possible foundation

for a wide range of studies concerning deployment of manpower in the
social services.

The method used for obtaining the necessary information will
be the traditional means of a questionnaire.

Since the study is

primarily observational, the simplest of descriptive statistics should
suffice to analyze the results.

Furthermore, if subject attrition is

minimal (i.e., there is a high rate of returns) no tests of statistical
significance will be necessary since for all intents and purposes data
will have been obtained on the entire population.

The whole study including marketing of the results should be
completed within twelve months of the receipt of approval to proceed.

3

What can be expected is to be distinguished from studies like that of
W.A.J. Armitage, C.A.E.S.S. Study of Undergraduate Education for Social
Work in Canada, 1968, which relate to what i/5 expected from those with
different educational levels.
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STATEMENT OF THE PROBLEM

What is involved in the jobs being done by social work
employees (with the social work employee as the subject of study) has
not been comprehensively examined anywhere in Canada.

We therefore hope

to develop a model for the study of social work employment using a
Saskatchewan sample.

Once developed, this model could be expanded

geographically and longitudinally.

This would enable one to regularly

monitor employment needs, and an educational institution's effectiveness
in meeting those needs, not only on a provincial or regional basis, but
also on a national level.

On-going and regularly received feed-back

would provide invaluable information about the direction for improvement
of any curriculum.

The research approach to curriculum planning is

invariably superior to any planning which occurs without such information,
despite the fact that research of any kind rarely escapes criticism.

We hope eventually to compare groups with different academic
backgrounds as to their effectiveness as social service agents.

There

is, however, no point in attempting to compare groups on their level

of competence unless one has some practical and measureable criterion
of competence.

In order to develop criteria of competence, one would

first of all have to determine what social workers in this province do.
The Public Service Commission and Civil Service Commission have job
classifications of social work positions outlining their responsibilities;
however, these are inclined to be conceptual rather than able to be
operationalized.

Job descriptions provided by other organizations are

similarly lacking in operational potential.

Therefore, this study can

also be considered ag a first step in a systematic appkoach to the
quantitiiabte measu4e4 06 6ociat wonk

identqixation and conztAucti.on

liunctions and competendu.
The theory underlying this project is quite simple: if one is
interested in a certain phenomenon, one should go out and observe it
and after observing it try to classify the observations.

Any more

detailed explqnation. of the theory underlying this project would be

analogous to searching underneath a plate for the food that is actually
lying on top of it.

The primary scope of the study is an examination of

social work services, what level and type of education employers expect
of their employees, what type of education employees want for themselves
and finally some indication of the expectations of social service
employees of consumers of their service.
taken at their face value.

These descriptions will be

No attempt will be made to analyze what

they "really" might want.

This study, therefore, has definite implications for both
manpower and immigration programs.

The Federal government (through

programs sponsored by departments such as Manpower and Immigration and
also Indian Affairs) is currently providing financial support for
persons wishing to receive social work training at a technical
institution.

Though this investment may have proved wise in the past,

it is not certain anymore whether employers will still hire these
technical graduates in the face of the increasing numbers of persons
possessing degrees competing for the same positions.

)ei
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While previously

the major competition for the technological graduate came from unskilled
persons, many university graduates are now having to lower their sights
and apply for lower levels of employment.

The present or future output

of technical graduates may, therefore, be having extreme difficulty in
securing employment consistent with their training.

The fact that a graduate came from a university based program
as opposed !-.o one based at a technical institute might give the former

an unwarranted advantage on the job market and in this way enable him
to elbow out what is, in essence, a similar grade of applicant.

More-

over, if rates of turnover were considered, it might be found that the
technical graduate is to be preferred.

Due to their relatively dimmer

employment potential they might be more inclined to remain in a given
position than the university program graduate who, because of greater
opportunities, is not as reluctant to seek employment elsewhere.

Since

the expense and time required to orient someone to a job sue enormous
(Fine, 1971), it would be worthwhile to determine whether higher turnover rates were actually related to higher educational levels.

4

Since it is not at all clear how the increase in graduates
from university based social service programs will affect the employment
opportunities for the technology or community college graduates, we
will try to get an indication of employer preference.

4

Although the

Some issues in Manpower Development Program Planning.
Fine, J.K.S.
Working Papers No. 1, National Study of Social Welfare and Rehabilitation Workers, Work and Organizational Contexts, Social Rehabilitation
Service, U.S. Dept. of Health Education and Welfare, 1971.
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crucial question would be to determine which graduate would be more
successful at what kinds of employment, this question will undoubtably
be answered by assumptions of individual employers.

The fact of

differential competence may be considered by many in the field as a
moot issue.

The immigration issue is also quite important.

The results

of this study would be important for formulating policy regarding the
admission of people wishing to emigrate to Canada in order to pursue
social work related occupations.

Clearly, if there were already a

scarcity of positions available for certain levels of this field,
applicants for immigration with these qualifications would have to
be discouraged since their admission would add to the existing burden
of unemployment.

The convention has been that schools of social work plan
their curricula on the basis of what are assumed needs.

Rarely do

these institutions concern themselves with attempting to determine the
number of and quality of graduates actually needed by the labour force.
In many cases as many students are taken into these programs as there
are vacancies allowed by the university hierarchy.

In some fields like

general arts and education, the market has already begun to become
flooded with these graduates resulting in unemployment or employment
inconsistent with the academic training which has been received.

Therefore, it is significant that the School of Social Work at the
University of Saskatchewan should take the initiative in proposing a
study to determine the need for graduates from programs that are either

- 10

IF

already established or are in the planning stages.

The scarcity of the

research approach to curriculum plan..,ng is surprising since the regular

conduct of this kind of research is considered as one of the criteria
used by the Canadian Association of Schools of Social Work (C.A.S.S.W.)
in its evaluation for accreditation of social work institutions.

t
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OBJECTIVE OF THE PROJECT

The major objective of this study will be to study those who
are involved in giving direct service to a client.

Although some social

service personnel are concerned exclusively with administrative and
supervisory functions, preparation for these kinds of positions is
invariably regarded (by both educational institutions and social
service organizations) as the responsibility of the organization in
which the administrator or supervisor is employed.

Rarely, if ever,

do any undergraduate academic social work programs orient a student
towards anything other than direct intervention (i.e., casework, group
work or community organization).

Therefore, since the ultimate aim

of this study will be to determine the relationship between the
training needs expressed by employers and supervisors and regional
educational resources available to meet these training needs, it seems
important to focus this study on those directly involved in dispensing
social services.

Of greater interest to the study than those with no university
or vocational training who are occupying social work related positions
are those in this group who might indicate an interest in receiving upgrading which a social work educational institution could provide.

The best way to uncover this group is to contact all those employees that
can be reached through the addresses provided in a pamphlet prepared
by the Provincial Co-ordinator of Rehabilitation (1973 in press).

5

The

}This pamphlet provides a listing of all the governmental and private
social service organizations in Saskatchewan.

219 Air
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employers of these employees could be sent a description of the various
training programs available provincially and regionally.

They would be

requested to indicate in which program they would prefer to register.

This tactic would not only serve to provide valuable data, it would also
serve a useful promotional function providing information to employers
and employees about the different regional educational resources available.
Although the focus of the study will be on those working in
a social work related field who lack a university background, those
working in this area who have a university background cannot be ignored
because of their indirect affect on the employment opportunities of the
social worker without a university background.

The university group

which we will also survey will include persons with:
1.

incomplete undergraduate degree requirements

2.

a liberal arts degree (B.A., most frequently in
conjunction with a major in one of the social
science)

3.

a professional degree (B.S.W. of which a very
limited number are currently employed)

4.

a graduate degree (most usually the M.S.W. but
sometimes the M.A.)

Another of the major objectives of the study would be to try
to ascertain whether upgrading enable a large number of job applicants
to secure and keep employment or simply tended to make employers boost
the minimum qualifications for any social service vacancies that occur
due to the availability of better qualified personnel.

ft:TI
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This situation

would be doing nothing to help alleviate unemployment, but in effect it
would result in taking jobs from one group and giving them to another
(which was presumably better qualified).

This situation might be justi-

fiable were there at least the guarantee that the university trained
employee would be a more effective employee.

No such guarantee can be

given until comparisons between the two groups are made.

It is doubtful

that research comparisons will be completed for some years though this
isn't going to hinder employers from making their own decisions of whom
they want.

Another undesireable consequence antithetical to the one
above is that students (some of whom may have left permanent positions
in order to upgrade themselves) overqualify themselves out of a job.
The unfortunate outcome of academic investment may be unemployment.

Their upgrading might even renJer them undesireable or ineligible for
the job they may have occupied prior to upgrading themselves.

Regardless of the practical questions related to differential
academic planning, these questions are incidental to the most crucial,
and yet most easily determined question of all.
what jobs.

Who is going to get

The answer to this question could be obtained in advance by

surveying potential employers about their preferences.

For example,

employers could be given descriptions of the various regional social
service training programs offered and be asked to indicate which type of
graduate they would prefer for the positions under their control.

The

attitudes would undoubtedly be variable (in favour or against certain
programs) changing as more information was received.

14 -

Provided that a

researcher could convince an employer that a preference would not entail
a commitment, there is no reason why an employer wouldn't he expected to
respond truthfully to the questionnaire.

QUESTIONNAIRE CONSTRUCTION

No instruments has as yet been devised for the study.

The

development of instruments is considered to be one of most importance
and time-consuming aspects of the study.

A frequent shortcoming of

research is the premature operationalization prior to the proper
conceptualization of questions which one wants answered.

If one is

employing a questionnaire this problem manifests itself when one finds
discouragingly high incidence of responses like "not applicable" or
"none of the above".

Although these kinds of responses are un-

avoidable, their likelihood of occurring can be minimized by comprehensive preliminary investigation.

At the same time, important

questions which one might have been able to include with minimal extra
effort could be overlooked.

The course of action intended for this study would be to have
extensive interviewing of a small sub-sample surrounding a description
of what skills their jobs consist and what kind of upgrading would they
forsee as helping them to perform a better job.

These interviews which

would be tape-recorded would indicate recurring themes which would be
categorized and then be incorporated as alternatives into the more
highly structured subsequent interviews of others.

Eventually it is

hoped that the interview becomes so well structured that an interviewer becomes redundant and all of the important information can be
obtained by self-administered questionnaire.

"1
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A similar plan of progressively more structured interviews
is anticipated for obtaining information from employers.

No strategy has as yet been devised for operationalizing the
input into the study from social service consumers.

Rather than exhaust the target population in Saskatchewan
with repeated applications of the similar instruments during pretesting,
we intend to pilot the first editions of this measure outside the
province, probably in either Alberta or Manitoba.

In this way everyone

who would be receiving the final questionnaire would not have been
previously exposed to it.

Previous exposure could possibly contaminate

responses to the final form of the questionnaire.

RELATED RESEARCH

There are only two studies which have been uncovered which
could be regarded as research relevant to this project.

One of these

studies, a national survey of social work graduates (technical, B.S.W.,
M.S.W.), is currently in progress and is not expected to be completed
until next year.

The other study conducted by McArton involved a

tabulation of the number of social work positions available in
Saskatchewan and Manitoba in 1969, the academic qualifications of the
incumbents, and some short term projections regarding social work
employment and increases (for 1970) for these two provinces.

It is very important that one doesn't confuse the proposed
study of the characteristics of social work manpower with the Crane
study of the deployment of graduates of social work programs.

6

Despite

the fact that there is admitted overlap between those two studies,
Crane's stutr, and our proposed study are dealing with different target
populations.

On the other hand, since most M.S.W.'s are engaged in

social work, our study would be a sampling from the same sub - population
as Crane's group.

Both Crane's and the proposed study would be surveying

the same group for similar information but for different reasons.

Crane's interest in the M.S.W. is because he represents a social work
graduate; the proposed study would survey the M.S.W. because he was a

6

Deployment of Graduates of Professional Ind Technical
Training Programs in Canada, 1970-1972. Progress Report 1971-1972,
School of Social Work, University of British Columbia.
Crane, J.

social work employee.

On the other hand, since specifically social

work trained graduates (university undergraduates and technical) are
not very well represented is the social work employment field at present,
this part of our study would be dealing with a large group of social
work employees which were completely overlooked by Crane's study.
study and our own are somewhat methodologically similar.

Crane's

Both studies

attempt to obtain data from individual social work personnel about the
kinds of employment with which they are connected; however, the groups
from whom they are hoping to receive this information differ substantially primarily because the answers to different questions are
being sought in either case.

The McArton study comes closer to focusing on the same
population as this study.

7a

Two groups of organizations were studied - present
employers of social workers, and paralled organizations which do not have professional social
work staff at the present time. Both groupings
included hospitals, school systems, welfare offices,
recreation and adult education settings, church
organizations, day nurseries, nursing homes, homes
for the aged, public housing developments, community
development programs, organizations concerned with
particular groups such as native people, trade
unions, industrial and commercial concerns (p.1).
The major difference between our study and McArton's study is that her
research surveyed only the organization, not the individual within the
organization.

We also hope to obtain data from organizations about the

7a

Summary of the Findings of Mrs. Dorothy McArton's Study of Social
Work Manpower Needs and Job Opportunities Conducted between January
and May, 1970, for the University of Manitoba School of Social Work.
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numbers of their employees classified by educational level, but we
also want to obtain information from as many employees as possible as
to the jobs they are doing.

In other words, there is very useful

information that can be provided by the personnel officer of a social
work organization but other information about the job that is being
done would best be obtained directly from the employee.

The Manitoba study appears to have one major flaw and that
is their sampling procedure,

Since it was impractical and probably impossible
to compile a complete list of such potential
settings, and therefore to select a sample which
would be statistically valid, we selected and
added to the mailing list of a few representatives of each of these categories on a basis
which was essentially arbitrary (p. 10).7b
The implication of this statement is that their results relate to
nothing other than the group from which they obtained their data.

If

that were the case, they would not be justified in generalizing these
results to the population of social work employment in Saskatchewan
and Manitoba but would be restricted to making descriptive statements
about the group from whom the data originated.

With statistics of this

kind, one usually hopes to make inferences about a population on the
basis of data received from a sample of that population.

Studies like

McArton's are fairly useless unless one can generalize to a population
beyond the immediate data on hand.

It is quite possible that they may

have been over critical about their sampling strategy.
7b

McArton, D.
Social Work Manpower Needs in Manitoba and Saskatchewan,
Report of a study The Manitoba School of Social Work, January to
May, 1970.
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In summary, we hope to incorporate various methodological features
of Crane's and McArton's studios into the proposed study.

We expect to

use a quEstionnaire methodology in the same way as both the above have.

Furthermore, we intend to focus on the same population of social workers
as McArtor.; however, in our case, our study will be restricted to Saskatchewan.

We will be surveying individual employees as Crane proposes

and we will contact employers as McArton has done.

In a simplified

sense the re is nothing methodologically novel in this study.

All of the

procedures have been well established and are frequently, if not exclusively, used for this type of manpower research.

The design of the

proposed study could be regarded as essentially a synthesis of selected
aspects of Crane's and McArton's research.

The literature in this area has been characterized, not by
discrepancies but by the scarcity of empirical studies.

The number of

articles reporting any data to substantiate many of the assumptions underlying the deployment of social work manpower are so few as to be virtually
non-existent.

Although other areas in social work are being well researched

this is not the case with the area of finding pragmatic evidence to
support arguments about this area.

There is definitely a large body of

literature on the subject, but for the most part it is dominated by highly
unscientific procedures.

Entire arguments are based on opinions (e.g., I

think, I believe etc.), assumptions, definitions, assertions, personal
experienreb or anecdotes.
8

9

8, 9

Sometimes reference may be made to

Long, M. and Protz, E.L. (editors), Issues in Planning for Undergraduate
Social Welfare Education. A report of a regional conference for colleges
Undergraduate Social
and universities of the fifteen southern states.
Welfare Manpower Project Southern Regional Education Board, Atlanta, Ga., 1969
Ryan, R.M. and Reynolds, A.L. (editors), Issues in Implementing_Undergraduate Social Welfare Education Programs. A report of a regional conference for colleges and universities. Undergraduate Social Welfare
Manpower Project Southern Regional Education Board, Atlanta, Ga., 1970.
_
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authorities but these when followed up invariably wind up relating to
their opinions, assumptions etc.

There appears to be a general element

of pessimism about any inferences that could be made from experimental
(controlled) studies as though the area were too complex to make any
research meaningful.

Be that as it may, that the area is a very complex

one, certainly speculation or philosophizing is no substitute for
research.

071 t:Tik
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PROCEDURE

The purpose of this study is essentially to describe certain
parameters underlying the population of social work related employment
in the province.

Although we realize the desireability and advantages

of experimental studies over observational ones, research styding the
relationship between treatment variables and dependent variables cannot
be meaningfully carried out until studies such as this one point out the
critical dependent variables.

For example, we will eventually want to

make comparative studies of the competencies of social work personnel
with different levels of academic background.

If we were to conduct a

study of this kind at this time, it could very well be that the dependent
variable on which comparisons between these groups would be made do not
relate to any very important feature of social work competences.

This

could result in sophisticated analyses of inconsequental variables.

We assume that the population we are hoping to survey is
made up of essentially two classes of subjects; moderates and extremists.
The moderates, the majority, greatly outnumber the others.

Their

characteristic is that they are rather apathetic about volunteering any
assistance for any reason, no matter how little time or effort may be
required.

These are the "shelvers", many of whom may have the best of

intentions for co-operating with studies like this one but they just
never seem to find the time to get around to completing a questionnaire
and returning it.

The best way of maximizing returns from this group is

to keep reminding them to "please" forward their completed return or else

use some other form of motivation such as informing them that their
responses are critical to the success of the study.

They are composed of two diametrically opposite sub-

the extremists.
groups.
group.

The minority are

The best known of these is the "compulsive co-operator" subThis is the group that usually participates in every and any

questionnaire.

More is known about this sub-group than any of the others.

The size of this groups fluctuates; its size can be measured quite
accurately by the rate of return.

Frequently, it is no larger than 15%

(a typical rate of return for large scale questionnaires).

It is usually

contended that thin group actually represents a random sample of the
general population, invariably however, this assumption isn't tenable.
In most cases the researcher has no choice but to make the best of the
Nonetheless, this weakness is

data he has by presuming random returns.

an unavoidable shortcoming of any questionnaire technique.

Sometimes a

random sample of those failing to make returns are interviewed personally
and the results of data received from this group is compared with those
that have made returns to determine if there is any difference between
those that have made returns and those that have not.
would

This technique

used here only if the final rate of return is less than 60%.
The other extreme sub-group is the dissenter.
Their re

"on principle" to participate in anything.

These refuse

lns for this,

range from criticism of methodology to a general resentment of intrusions
on their privacy.

Yes, we have them even among social workers.

Fortunately, their proportions are very small and thus it is unlikely
that their reluctance to respond seriously limits any inferences about
t
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the total population that can be made.

Frequently a short personal note

to this group answering some of their criticisms can bring about a change
of heart; however, in most cases it isn't worth the trouble.

Sometimes,

thanks to regression effects, all that is necessay is another request
for a completed return (i.e., if one is extremely opposed to co-operation

in the completion of an unintimidating questionnaire at one point in time,
it is unlikely that that person will have as negative a view at a later
time).

POPULATION AND SAMPLE

The population to which these results will be generalized includes social service related employees in this province.

Many of the

results would probably be generalizable to all of the social service
personnel in all of the prairie provinces; however, any generalizations
which are made to this region will obviously have to be tentative until
they are supported by replication.

It has been decided that no attempt

will be made to sample the target population which is located within
Saskatchewan since it is assumed that this entire population will be
accessible by mail.

The rate

of return which would be a problem, even if a

sampling strategy were adopted, could be maximized by sending at least
three reminder notes to those that failed to return their questionnaires.

It is anticipated that the rate of return will range from somewhere
between 60% and 90%.

If the actual rate of return corresponds to the

higher estimate, then the confidence that may be placed on any inferences that may be drawn from these data will be close to optimal.

In fact, with a rate of return in the range of 90%, one would not need
to make any inferences since for all practical purposes, data on the
entire population were available.

There is, however, the problem of generalizing any results
over time.

The validity of these inferences probably would be a

bigger problem.

It seems that one of the only facts of which one can

be certain in the social services is the fact of change (Cohn, 1970).

10

Unpredictable major departures from long-range projections
have been especially evident in the case of the anticipated and actual
changes in university enrollment.

Whereas the expectations had been for

increases, the enrollment in many places has actually steadily decreased.
Despite the hazards and sometimes extensive error involved in estimating
trends, these predictions are still quite necessary.

In most cases the

extent of error involved in them is a function of the extent of the
projection.

As is quite obvious, usually the shorter the time period,

the less the error involved in estimating.

Any projections this study

makes will not unlikely be very accurate for much more than the next two
years.

Therefore, a similar study should be carried out at least once

every two years.

10

Organizing and implementing the social welfare sequence, in
Cohn, M.
(Eds.) op.cit.
Ryan, L.M. and Reynolds, A.L.
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DATA COLLECTION

1.

Reliability and validity of final instrument.
Reliability will be examined from two points of view:
(1)

Internal consistency - by having various questions

repeated at different points in the final questionnaire which ask the
same thing in different words.

The rationale would be aking to that

utilized in the M.M.P.I. which contains a similar consistency scale.
If a certain level of consistency isn't obtained, the questionnaire
will be returned to the subject asking him to try it again.

Simply

letting the subjects know that there will be check for consistency
should make most more conscientious and thereby minimize inconsistency.
(2)

Test-retest - a random sample of approximately 10% of

the first group will be requested to complete an equivalent form of
the original questionnaire a minimum of a month after they made their
first return.

The profile of responses to the first questionnaire would

be compared to the profile of responses to comparable itmes in the
second administration.

It is not anticipated that any more complex index of
reliability will be needed.

The validity of the items in this study is concerned primarily
with the truthfulness of the respondents.

Thus most of the items will

be concerned with straight-forward, non-threatening, simply answered
questions.

With questions constructed in this fashion the tendency for

a subject to be acquiescent or to deliberately distort his responses is

i**
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minimized.

The validity of the most important questions such as the
number of employment vacancies anticipated for the coming year and the
actual number that occur at that time could be determined simply by
calculating the product moment correlation between the actual and the
projected vacancies and also comparing the means of either cited by
various employers; however, that correlation could only be determined
if a longitudinal study were carried out.

A longitudinal study,

although planned, is beyond the scope of this particular study.
Description of Proposal

The questions to be used are direct, not controversial nor
subtle.

That the critical questions can be stated in a "to-the-point"

manner greatly simplifies this research.

As has been mentioned, the questionnaires will pertain to
non-threatening, non-evaluative, straight forward items.

Thus there

should be no tendency towards any distortions due to Hawthorne effect
since every effort will be made to remove any implication that there
are any correct or preferred answers.

Similarly, regression effects are not anticipated to be a
problem here since there is no evaluative components to the proposed
questionnaire.

Statistical Analysis

Since this study is primarily exploratory and observational
in scope, the simplest of statistics should suffice.

The majority of

the desired information can be displayed by describing the distributions

at
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of responses to various items (e.g., the number and percentages responding
in a certain way).

In other cases contingency tables may be indicated.

Most of the item variables will have categorical responses
(true-false; multiple-choice).

The major statistical assumption being made is that the population of social service employees in Saskatchewan is being randomly
sampled.

In order to maximize the probability of maizing legitimate in-

ferences about this population, the sample will be made as large as

possible with every effort being made to cover the entire population
(e.g., by intensive follow-up on incompleted returns and subjects neglecting
to make returns).

The large sample is necessitated because of the changing

nature of various population parameters with time.
causes statistical havoc.

This state of affairs

One of the basic assumptions behind inferential

statistics is that differences between different random samples taken
from the same population reflect sampling error.

In this specific

case differences between different samples taken at different times
may well reflect a shift in the certain population parameters.

For

example, if the same questionnaire were given to the entire population
next year, differences could be expected in parameters of preference
(as newly developed programs become better known), in job opportunities,

in the number and quality of social work applicants for jobs and

educational programs, in social service policy.

Therefore, while one

might be making valid inferences about population parameters at a
specific point in time, these parameters could change.

Therefore, this

would be another reason to conduct an annual longitudinal study in

order to determine the stability or extent of change of various of
these parameters.

There are no statistical compensatory techniques that can
hold unstable parameters constant when they are not varying in any
determinably lawful fashion.

The best procedure to adopt is to make

any interpretations which involve projections over time with considerable caution.

TIME SCHEDULE
(January - June)

Stage I:

Planning:

This period will cover promotion, consultation and

questionnaire construction.

Contact will be made with as many provincial

social work organizations as possible in order to publicize and create
an interest in the major study.

The bulk of the travelling will be

done at this time.

It should be noted that the School of Social Work at the
University of Saskatchewan has already created the precedent for promotion of this study by the community contacts they have made while
developing their programs.

Their efforts in establishing contacts

could succeed in "paving the way" for this study.
Consultation:

Frequent contact will be kept with the social

work community (as outlined under Personnel section) soliciting feedback on the reactions to the study.

The greater the community parti-

cipation in the preliminary planning of the study, the greater likelihood
that the study will succeed in gaining maximum co-operation from those
contacted with the final questionnaire.

With the target group serving

as active contributors, it is expected that they will more likely be

motivated to participate in the main study, rather than as is usually
the case in most studies,where the participants regard themselves as
passive, inconsequential contributors.

Furthermore, it is expected

that most of the comments and critiques received should prove to be
invaluable.
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Questionnaire construction:
For employees:

The proposed questionnaire will cover the

following areas:
(1)

services provided

(2)

characteristics of present position (salary,
location, length of employment)

(3)

education already received, type of social
work education hoped for

(4)

personal and employment history

For employers:
(1)

services provided

(2)

number of employees under direct supervision

(3)

levels of education (non-specific B.A., B.S.W.,
M.S.W.

etc.) preferred for various positions

under their supervision
(4)

specific kinds of skills expected of employees
in various positions (i.e., skills which could
be fostered in an upgrading program)

Stage II:

(July - September)

Testing and Data Collection:

All of the testing including

follow up of both those with incomplete returns and those failing to

make a return will be completed within these three months.

This stage

has a tendency to be needlessly drawn out in some studies either because one waits too long before one sends out a reminder requesting a
return or else one employs costly and time consuming personal interviews.
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The best procedure seems to be to send a short personally written
reminder after two weeks to those that haven't completed a return.
third reminder note may be necessary.

A

The personal note is frequently

as effective as a personal interview and definitely superior to the
"form letter" (no matter what information this letter might contain).

The time taken to draw up the written reminders is certainly well worth
it in terms of the large number of returns one gets because of them.

In

any study there are always approximately 2% who won't co-operate because
they resent being "pigeon-holed", or they dislike the invasion on their
privacy and so on.

It is highly unlikely that the absence of their

returns would affect any of the results.

The questionnaire should be distributed to the entire group
within three weeks.
it is returned.

Records will be kept of when one is sent and when

All of the questionnaires should therefore be returned

within seven weeks although there will be stragglers coming in for some
weeks after that.

It may help to set a deadline date for receipt of

returns; however, any returns which are received will be made use of up
to the point of the final data analysis.

At the same time a 10% sample of the total group will be sent
a parallel

form of the original questionnaire after one month in order

to get an index of stability of the results over a period of time.
Stage III:

(October)

The coding of the questionnaires and keypunching and verifying
the data should take a maximum of two weeks.
be completed one week after that.

0.-11
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The data analysis should

Stage IV:

(November)

A provisional report will be completed for distribution to
selected persons or organizations.

A series of meetings will be held with personnel who may be
interested in the results of this study.

This group will probably con-

sist primarily of those whose organizational policy may be affected by
the results of the study.

The purpose of these meetings will be two-

fold: to determine reactions to the study and to provide clarification
where requested.

The final report will be based, in part, on the feedback
received from these groups.

Where necessary the provisional report will

then be amended or certain aspects of it will be elaborated in order to
incorporate the reactions received.

This stage is critically important

to avoid the situation of no action being taken on the results of the
study.

Stage V:

(December)

The final report will be completed.

It will be based on the

provisional report and the reactions to it.
Stage VI:

(timing unspecified)

The submission of papers based on the results to selected
social work professional journals.

This stage is incidental to the main

scope of the study and is simply described here to indicate that reactions
to the study will also be sought from the general community of professional
social workers.

It would be ludicrous to describe the content and conduct of

f
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this study in great detail, and at the same time, to elaborate on the

principle of the consultation that will be sought from the two advisory
committees, and the suggestions that will be solicited from the population
of Saskatchewan social workers.

11

We purposely do not wish to describe

the structure of this research in too great detail at this point in order
that we can keep a framework flexible enough that it could

accommodate

to the advice and suggestions offered by the committees and interested
4 Mew-

individuals.

11

For greater detail on the composition of the advisory committees and
how suggestions will be solicited from social work personnel, see
section on "Personnel".
arl'
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PERSONNEL

(1)

Responsibilities of principal person: G.W. Maslany will

He will be responsible for all

act as the director of the research.

phases of the study including preliminary investigations, data collection,
statistical analysis and the preparation of the final report.

He will

also be responsible for convening committee meetings, preparing the
agenda for and acting as secretary for the meetings.

He will also be

responsible for arranging a general meeting to disseminate the results
of the study.
(2)

The proposed project will be advised by two committees;

The Senior Committee will consist

a Senior Committe and a General one.

of at least one representative from each level of government.

These

governmental personnel would probably share the responsibility of cochairmen.

We feel that it should be the prerogative of the governmental

representatives to occupy these senior positions in this advisory
committee since they represent the major funders of the project.
Although certain senior personnel from both levels

government (Saskatchewan Department of Education; Department of Manpower
and Immigration) have indicated an interest in participating in this
study in the capacity of co-chairmen, the question of whom will actually
fill these positions will depend on decisions made within the respective
levels of government.

Therefore, it would be premature to attempt to

identify any specific individuals for these positions at this time.

Our

intention at this time is primarily to describe the principles underlying
-"%1 A
fv,d
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the organization of these committees.

The exact composition of the General group is at present still
undetermined.

Contact has been made with certain groups requesting

whether they would have any interest in serving in an advisory capacity
for it.

Although returns are as yet incomplete, none of the responses

which have been received have indicated either disinterest in the outcome of the study or any reluctance to participate as advisors to it.
It is hopeiwe can engage representatives from the following areas (some
have already agreed to co-operate):
I.

(staff involved in direct contact,
Service Dispensers:
personnel officers responsible for hiring policies)

A. Provincial Government
(1)
(2)
(3)
(4)
(5)

Department
Department
Department
Department
Provincial

of Social Services
of Education
of Public Health
of Northern Saskatchewan
Co-ordinator of Rehabilitation

B. Federal Government
(1)

(2)

Department of Manpower and Immigration
Department of Indian Affairs

C. Private AgenLies
(1)

Provincial Co-ordinator of Rehabilitation

D. Professional Associations
(1)
(2)

fI.

Saskatchewan Association of Social Workers
Others such as Saskatchewan Psychiatric
Nurses Association

(representatives of groups which are
Service Consumers:
concerned with social service related services)
A. Native Organizations
B. Other organizations representing a wider range of
people
41111
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Social Service Education:
A. Provincial
(1)

(2)
(3)

Saskatchewan Institute of Applied Arts and
Sciences - Welfare Worker Technology
Department
University of Saskatchewan, School of
Social Work
Institute of Northern Studies

B. Regional
(1)
(2)
(3)
(4)

University of Calgary, School of Social
Work
University of Manitoba, School of Social
Work
Mount Royal Community College
Red River Community College

The groups listed above account for virtually all of the

social service related employers, employees and educational institutes'
for this region.

These groups are obviously not mutually exclusive.

For example, the majority of the members of the S.A.S.W. are employed
by the Provincial government.

Although it would be important to have

service consumers taking part in the study, there are few organizations

which represent the interests of this group other than possibly the
social service employee who provides -he service to them.
It should be noted that in order to engender enthusiasm about
the proposed project and an interest in participating in it, comments

will also be solicited from the population of social service staff who
will be target of the study; however, this group will not be considered
as part of any committee.

The major purpose of the Senior Committee will be to serve as
advisors in respect to quality control of the conduct of the research.
Abo
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It will serve as a second check of certain aspects of the study that
may have been missed by the Research Director and the General Committee.
In other words, the Research Director will be responsible for preparing
drafts which will then be forwarded to members of the General Committee.
These drafts will describe either a specific research problem, or else
it will describe a certain stage of the project (e.g., the design of
the pilot study, the results of the pilot study, the design of the
major study, the results and interpretation of the major study).

These

drafts could also serve as the major topic on the agenda of any formal
meetings.

This General Committee will offer suggestions for revisions

to this draft.

The necessary revisions having been made, the revised

draft will then be presented to the General Committee for further review.
Once a draft is approved by the General Committee, it will then be
forwarded to the Senior Committee for their evaluation.

After the

Senior Committee has indicated satisfaction with a draft describing a
certain stage of the project, then the Research Director will proceed
with the implementation of that stage.

The Research Director will keep in contact with the General
Committee members both formally and informally.

The main contact with

them will, however, be outside the formal structure of a meeting.

In

other words, written reports on the progress of the project will be
sent to them periodically for their individual comments.

Whereas, it may prove to be impossible to bring all members
of the General Committee together at one time, and any contact with
them is expected to be irregular, this is not the case with the Senior

err4,9,
A0,1 e
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Committee.

This Committee is expected to be convened at least once every

three months.

If it proves impossible to bring these people together for

a group meeting, a viable alternative would be the "conference telephone
call".

It should be emphasized that the role of these committees will
be exclusively advisory.

The rational underlying this is that were

either of these committees given executive responsibilities, it would be
placing the persons in them in a supervisory role and thus putting them
in the position of being made accountable for the quality of the project.

Discussion of this matter with others who are currently involved in
assisting the project have confirmed this principle, namely that the
Research Director should be the person who is solely and fully responsible
for every stage of the study and that all others, therefore, serve
primarily as advisors.

It may be that some persons wish to take part in both the
General and the Senior Committees.

This should, however, be discouraged

since it seems to defeat the purpose of the Senior Committee.

The

Senior Committee, it is hoped, will either independently concur with
what the Research Director has incorporated or amended in a draft as a
result of suggestions from the General Committee, or else point out
areas which need further refinement, correction or elaboration.

The

only member common to both committees will be the Research Director who
will serve as secretary in both cases.

Contradictory or incompatible suggestions may come out of
committees or from individual consultants.

When individual suggestions

prove to be incompatible, the consensus of the General Committee will
be used as a bsis of the decision.

When Committees disagree, the

consensus of the Senior Committee will over rule any point by the
General one.
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FORWARD

This Directory was prepared with the intention
of providing information about social services programs
to persons; who might have an interest in upgrading
It has been our experience
themselves in this area.
Although
that this information is not easy to come hy.
most of the institutions responded rather quickly to
our requests for descriptions of their programs,
Delays of this kind could
others took longer.
seriously handicap a prospective student from being
able to come to a decision about an appropriate
We can appreciate the seriousness
course of studies.
and importance of a decision of this kind and would
like to be able to help any prospective social services
students by, at least, saving them the trouble of having
to find out where these social services programs are
located and getting program descriptions from them.
The decision to restrict the scope of this
directory to social services programs in Western
Canada (Manitoba to British Columbia) was fairly
If sufficient requests are received from
arbitrary.
persons concerned with this geographic limitation, we
are prepared to expand future directories both
nationally and internationally. We made every effort
to be as comprehensive as possible in including every
social service related academic program; however,
We wound up making
omissions are unavoidable.
numerous revisions to this pamphlet up to the last
moment prior to its publication. We would appreciate
any of these omissions to be brought to our attention
and we will include them in subsequent annual volumes.
Please be cautioned that the information contained
herein is only valid for the period September 1973 to
Some of these programs undergo major changes
April 1974.
annually, though in most cases the changes are minor.
We therefore strongly suggest that if you intend to
defer enrollment until September 1974, you contact
the institution of your choice in order to check whether
the program in which you are interested is still Deing
offered and, if so, whether the same as described here.
We trust that this information will be helpful
to you.

W. Maslany, Ph.D.
Research Director
Social Services Manpower Project
G.
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SASKATCHEWAN

University of Saskatchewan

Regina, Saskatchewan

School of Social Work
Undergraduate BSW program, Extension study BSW program,
certificate in Social Service and the Community Education
Centres.
Objectives of Course:
There are 2 broad objectives in this program:
1.
Exposure to the principal branches of the
social services and humanities.
2.
Exposure to the development of an understanding of knowledge, attitudes and skills in professional services as a worker with individuals, groups and communities.
The emphasis here will be on Sask. but will also employ a
national/international content.

The BSW program offered is the same whether approached
through the undergraduate course or the extension study course.
A.

BSW undergraduate course

This course normally requires 4 years of study (128
semester hours: approximately 1-2 Arts & Science and 1/2 Social

work clas0 es & field work).
Admission Requirements are the
same as for the Faculty of Arts and Science, Regina Campus.

There is a class limit of 30 selected on the basis of:
A.
A minimum cumulative grade point average of 2.25.
B.
A screening of applicants by means of a selection battery.
C.
Admission of 30 people by random selection
from the remaining pool of applicants.
If a student fails to maintain a 2.75 average, he will
normally be required to discontinue. For graduation, a
minimum CCPA of 3.00 is required.
B.

BSW- Extension Study

This course is open to people holding a BA or equivalent degree or 2 years university credit recognized by Regina
Campus.
In both cases, at least 2 years experience in the
social services or related areas is required.
The student will take a minimum of 4
semester hours
(24 semester hours in SW, 12 semester hours of field instruction and 8 semester hours of electives in other fields)
and may receive credit equivalents for related social service

W'
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experience.
There are 2 spring sessions in residence and
2 months of field instruction which will require release
from employment at that time.
C.

Certificate in Social Services

This course is open to those employed for at least
2 years in social services or related areas and who do not
have previous university studies in Social Work. It will
be possible for the student to terminate studies after gaining the certificate or to obtain a BSW degree by completing
an additional 64 semester hours in social work. In the
Certificate Course, there are 2 Spring Intersessions and 1
Block Placement for a period of 2 months requiring release
from employment. The Certificate may be earned in as little
as 2 years or in any length of time through extension studies.

Admission is made by applying to the School of Social
Work.
Most students are expected to meet regular university entrance requirements through adult admissions but some
exceptions will be made.
D.

Community Education Centres

The Community Education Centres were provided by the
School of Social Work at Regina Campus for social work educational opportunities in rural and northern communities. There
are 3 such centres in Saskatchewan, one each in Prince Albert,
Saskatoon and Regina. These are designed to be "miniature
campuses off campus" for social work students in the undergraduate and extension studies programs with emphasis placed
on opportunities for "learning in society".
Such learning
centres permit a student t work directly within the community
he inhabits.
More information on these centres may be obtained through
the School of Social Work at Regina Campus.

UNIVERSITY OF SASKATCHEWAN Extension Division, Saskatoon
NON-DEGREE PROGRAM 1973-74

COMMUNITY LEADERSHIP

56.

OUR SOCIAL FUTURE
This class is designed to probe into current social trends which, when
projected in time, can help us formulate realistic expectations of the
Emphasis will be placed upon methods of social planning, ways
future.
of viewing our social future, means of coning with the rapidity of
social change, some ideas of what the future will be like. Questions
which will be considered include: Is long-range planning necessary or
desirable? Can people design what kind of future they would like? How
will people have to change in order to cope with the future? Why can't
we let the future take care of itself?
Lectures will be used to provide background for discussion. When possible, outsidt speakers will be asked to participate. Students are
expected to actively participate in the learning experience and specific
Films, tapes, etc.,
books and readings will be suggested and discussed.
will be utilized.
Before October 2, 1973
PREREGISTRATION:
Prof. Alan E. Haynes
INSTRUCTOR:
Dept. of Sociology
Saskatoon, University campus
PLACE:

FEE:

8 sessions beginning in October, 1973
315.00

TEXTISI:

TBA

DATES:

The above course is also available on community request (refer to
NOTE:
page 5 ) under the following arrangements:
Friday evening and all day Saturday
PATES:
20
MINIMUM ENROLMENT:
$10.00
FEE:

57.

WESTERN CANADA COMMUNITY LEADERSHIP LABORATORY
An intensive residential workshop for volunteer and professional community
leaders, government administrators, and elected officials.
The laboratory is "experiential" in design and employs human relations
training, theory sessions, problem analysis, and simulations to assist
participants to more effectively deal with problems of program planning,
urban renewal, community development, inter-group relations. and social
welfare.
Participants are expected to gain such valuable le4trninge as:
(a) Increased understanding of the nature of the community and of forces
affecting communities; (b) increased understanding of the changing
dimensions of community life and their impact on individuals, groups,
and organizations; (c) increased understanding of the relevance of behavioral science to community action; (d) increased understanding and sPili
in small groups as the effective work unit in communities; (e) increased
understanding and skills as change agent.
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This event is sponsored jointly by The University of Calgary, Brandon
University, the University of Alberta, the University of Manitoba, and
the University of Saskatchewan, Saskatoon. Write or phone for more
information.
t:E4Y7sR:
Mr. Ed awe, Citiaenehip Branch
Department ofSeoretary of State
MACE:
tobstick Motor lodge, Jasper, Alberta
October 16 to 28, 1973
FEE:
$134.00 (roan and hoard $160.00)

58.

SIMULATION TECHNIQUES WORKSHOP

A 2-day workshop to introduce the design and utilization of instructional
simulation techniques.
Of value to teachers, staff trainer% and others
interested in small group instruction.
Participants will be able to
examine commercial and non-commercial simulations and to develop and
test .1 simple simulation.
Emphasis will be on manually operated materials
rather than computer-based models.
Texts included in the course fee.
Advance readings will be mailed out to early registrants.
PRERE,USTRAT1ON:
Refore January 28, 1974
MAXIMUMEAMILMENT:
18
PLACE:
Saskatoon, Western Co-operative College
PATES:
Saturday, February 16, 1974
9:00 a.m.-9:00 p.m.
Sunday, February 17, 1974
9:00 a.m.-4:00 p.m.
FEE:
$30.00

59.

SMALL GROUP LEADERSHIP

This course will focus upon the small group as the primary arena where both
individuals and the community or organization are rewarded, satisfied,
encouraged, changed, frustrated, and sometimes defeated. The course is
designed to increase the participants' competence in interpersonal relations
and their effectiveness in small groups. Areas examined will include:
interpersonal communication, leadership in groups, conflict resolution, small
group functioning, problem analysis, and decision-making.
1'REhE;1.;ThATI°N:
Before Februar? 18, 1374
MAXIMIN ENAOLMENT:
25
PLACE:
Saskatoon, Western Co-operative College
DATES:
March 4 to 8, 1974
FEE:
$0.00
OTHER COSTS:
boom and board for those living in residence

BEST COPY AVAILABLE

60.

CONFLUENT EDUCATION WORKSHOP

Confluent education is the merger of the cognitive and affective domains
(thoughts and feelings) in teaching and learning. Attention is paid to
the personal growth and style of the teacher, classroom atmosphere,
teaching method, and curriculum development. These areas will be developed by focusing on such things a3:
Gestalt awareness training; use of dyads in classroom work; sensory awareness; communication techniques; small group process; rewnsibilityi fantasy and metaphor; spontaneity and creativity; values classification;
curriculum development.
The course is run in such a way that learnings are equally applicable
whether the participants see themselves as a teacher, administrator,
counsellor, parent, student, wife or husband. The aim is good education,
however we define our roles.
PREAE.;ISTRATLa:
before March 11, 19/4
MAXIMUM ENROLMENT:
:?5
VIWE:
Saskatoon, Western Co-operative College
PATEa:
March 23 to 30, 1974
FEE:
$60.00
TEXT(,:):
'MA
0:HER COS:J:
Room and board for those living in residence

61.

ADULT COUNSELLING - -THE HELPING RELATIONSHIP

This course is intended for persons who have little or no training in
counselling adults but who are engaged in adult counselling as part
of their work or volunteer activities. The course will focus on the
helping relationship, especially as it applies to counselling adults
with respect to education, work, or other life choices.
PREREGISTRATION:
Before April 8, 1974
MAXIMUM ENROLMENT:
25
PLACE:
Saskatoon, University campus
DATES:
FEE:

OTHER COSTS:

62.

Aprit 29 to May 3, 1974
$40.00
Room and board for those living in residence

SASKATCHEWAN HUMAN RELATIONS INSTITUTE
This a basic human relations laboratory having an interpersonal-group
focus.
The core learning experience is participation in a human relations
training group, ,ften called sensitivity training, encounter group, or Tgroup.
In addition to the T-group experience, the Institute design includes a number of other learning activities, such as: lectures, structured
and nonverbal exercises highlighting various aspects of interpersonal or
group functioning, and practice in interpersonal communication skills.
Together the various activities constitute an integrated design for learning about oneself, one's reactions to others, one's effect or impact on
others, one's style of relating and of working in small groups, and
related 'earnings. Write or phone for more information.
PRYREGT.7h.:TInN:
Before June 1, 1974
MAXIMUM ENROLMEUT:
30

r,
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FAMILY LIFE EDUCATION

138.

THE CITIZEN AS SOCIAL ANIMATOR
This course has as its base a belief that members of the general public
can uncover and develop important information and insights into out
problems of everyday living. Participants will receive information, skill
training, and consultative advice to enable them to explore or research
a social issue or community problem of their own choosing.
PRERE1WRATION:
Before January 28, 1974
MAX:fiRM ENIMMENT:
40

MINNMENNOLNENT:

15

PLACE:

Saskatoon

DATES:

8 cessions, Monday evenings, 8:00-10:00 p.m.
rommencing February 4, 1974
$16.00 per parson; $20.00 per couple

FEE:

139.

UNDERSTANDING THE PRESCHOOL CHILD
This course will include discussion about the various stages a preschooler
goes through and how they can be handled. Ways of knowing whether your
child is ready for school. What effect can different kinds of toilet
training have on the child? How much of the preschooler's world can you
expect him to understand? In what way could it be harmful for a child
to see the parents undressed? Does parental control of the child inhibit his free expression?
PREREGISTRATION:
Before October 18, 1973
MAXIMUM ENROLMENT:
35
MINIMUM ENROLMENT:
15
PLACE:
Saskatoon
DATES:
PEE:

140.

8 sessions, Monday evenings, 8:00-10:00 p.m.
Commencing October 29, 1973
$10.00 per person; $12.00 per couple

PEOPLE AND MESSAGES

This course is designed to help participants gain a greater understanding
of people and the factora involved in communications between people.
Major emphasis will he on providing participants with skill in interpersonal communication and dealing with misunderstandings that occur in
relations with others.
PREREGISTRATION:
Before January 28, 1974
MAXIMUM ENROLMENT:
30
MINIMUM ENROLMENT:
15
PLACE:
Saskatoon
DATES:
FEE:

8 sessions, Wednesday evenings, 7:30-9:30 p.m.
Commencing on February 6, 1974
$16.00 per person; $20.00 par couple
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141.

PERSONAL GROWTH WORKSHOP FOR COUPLESe4MASK I
A group experience which will focus upon improving communication and
conflict-resolving skills within intimate relationships. The workshop
is open to couples wishing to gain more understanding of themselves as
persons and of their relationship with each other.
Persons who are
involved in their community as leaders of family-related programs are
especially encouraged to attend. The workshop is not intended for those
people seeking group therapy.
PRERKIISTRATION:
Before March 9, 1974
MAXIMIM MAILMEN?:
24 couploe
KVIMPM ENhVLMENT:
1: couples
FLA 'E:
Saekatoon, Neeterm Co-operative College
Friday evening to Sunday afternoon
March 29, 23, 24, 1974
FEE:

142.

FAMILY GROWTH CAMP - -PHASE II

this experience is designed for persons who wish to improve their communication skills as a means of building more satisfying relationships within
the family and between families.
It is open to all families including
those that contain persons who require an understanding of family relationships as part of their work or volunteer activities. Time will be
available for families to enjoy themselves in informal social and recreational activities.
PREREGISTRATION:
Before August 5, 1974
MAXIMUM ENROLMENT:
LO families
MINIMVM ENROLMENT:
10 familioe
PLACE:
TBA
DATES:
August 25 to September 1, 1074
PEE:

143.

TBA

FAMILY AND COMMUNITY CHANGE LABORATORY - -PHASE III

This workshop will focus on the question of how human beings in families
and communities can regain control over decisions critical to their existence, so that our economic, political, and social service institutions
will respond to human needs rather than block or stunt human growth and
development. More specifically, the workshop will focus upon:
- Increasing understanding of the nature of family and community
and of forces affecting them
- Increasing understanding and skill in small groups as the
effective work unit in communities
- Increasing understanding and skill as a change agent
- Developing alternative institutional models
- New style institutions where the people affected would really
be involved in decision-making.
PNEREISTRATION:
Before May 10, 1974
MAXIMUM E3ROTMENT:
40
MINIMUM ENROLMENT:
:0
PLA;W:
TEA
DATEz7:
May 26 to June 1, 1974
FEE:

TBA

-0
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144.

COMMUNICATION IN THE FAMILY
Available only on community request.
This 20sy work.
shop is designed to help participants gain a greater undetetanding of
people and the factors involved in communication, both within the family
and with persons outside the family. Major emphasis will be on providing
participants with skill in interpersonal communication and dealing with
misunderstandings that occur in relationships with others.
VAXIMOM ENROLMENP:
36

14S.

MINOR ENROLMENT:

15

FEE:

$5.00

THE FAMILY IN TRANSITION
Available only on community request.
This 1-day workshop will explore changing patterns of marriage, sexuality, child rearing,
and family otsanisation.
Canadian society is committed to the concept of
marriage as a partnership and the equality of opportunity for men and
women. The stage is set for a new society equally enjoyed and maintained
by both sexes.
Attitudinal as well as legislative changes that must occur
as the family progresses in a process of democratisation will be considered.
MAXIMUM ENROLMENT:
35
MINIMUM ENROLMENT:
15
FEE:
35.00

146.

IMPROVING THE PARENT-CHILD/PARENT-ADOLESCENT RELATIONSHIP

This course will explore the practical applications of Dr. William Glasser's
"Reality Therapy" as a method of problem-solving in parent-child relations.
It will attempt to assist adults to set realistic expectations for themselves and for the young people with whom they are involved.
There will be
a focus on the ways of building responsible behavior as well as practise
In exploring alternatives and making real-life plans.
In addition to
lecture input, the instructor intends to utilise experiential learning
through a variety of exercises and through role playing. The content and
approach of this course is such that should be useful to teachers, probation workers, nurses, counsellors, parents and high school students.
(Parents and teenagers may wish to attend together.)
MAXIMUM ENROLMENT:
40
MINIMUM ENROLMENT:
15
INSTRUCTOR:
Diane Hetherington and others
PLACE:
Saskatoon
DATES:
7 sessions, Wedneeday eveninga, 8:00-10:00 p.m.
1 session all day Saturday, November 3
Commencing October 20, 2373
FEE:
$20.00 per person; $25.00 per ooure
NOTE: The above is also available on community request as a 2-day workahvp at a fee of $5.00 per person.

ik; 9 3
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147.

PSYCHOLOGY OF CHILDREN AND ADOLESCENTS
Available only on community request.
Have you ever
wiahed you could apply some basic psychology to your child's behavior?
How can 1 get Johnny to go to bed easier? Why do these kids fight so
much?
H.P.O you ever wished you could relate and /or understand your teenager
better? Have you been trying to talk about sex, morals, or values
with your teenager? What is life all about? Where am I going?

If your community is interested in these areas, a 1- or 2-day workshop
may 'me planned by a local community group in cooperation with the
Extension Division.
MUIP 41 ENROLMFNT:
J5

M:VMM FNROLMENT:

1$

N41. Nora Spence
PEE:

148.

Psyohology Dept.
05.00

SURVIVAL OF THE FAMILY
Available only on community request.
A 1- or 2-day
workshop on topics related to the challenges families face today.
What
are the real problems?
Is being a parent more difficult in today's world? How can an atmosphere
be created to help a family grow? What does the future look like for the
family? What resources are available for families in our community?
These are issues that may be discussed or dealt with.
Actual topics to
be planned by local community group in cooperation with the Extension
Division.
MINIMUM ENROLMENT:
16
Local resource persons whenever
INSTRUCTOR:
possible and Extension Specialists
$6.00

149.

LEADERAIP IN FAMILY LIFE EDMATION
Available only on community request.
This is a 3- to
6-day workshop dealing with the following concerns: developing skills in
identifying people's needs, planning a program, small group leadership,
identifying and utilizing community resources. The workshop will give an
opportunity to participants to become competent in leading a community
group.
MAXIMUM ENROLMENT:
30
MINIMUM ENROLMENT:
15
FEE:
$5.00410.00 (depending on length of workshop)

x'04
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Saskatchewan Institute of Applied Arts & Sciences
A.

Saskatoon,
Saskatchewan

Welfare Worker Certificate Program

01_111.,e of

The course philosophy hopes to provide insight into the
following areas:
1.

2.
3.

4.

Knowledge of Behavior.
Knowledge of Practice.
Knowledge of Services and Resources.
Skill in Practice.

A graduate of the 1 year program (41 weeks divided into
3 sessions) should be capable of handling a wide range of
personal and family problem solving.
Admission Requirements
1.

2.

Grade X11, no specific classes.
Must be at least 18 years old at time of reg-

istration.

Preference is given to the mature student
free from personal problems.
3.

Course Outline
Course textbooks vary from year to year but a variety
of areas are approached with novel as well as basic theories
being studied.

MANITOBA
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Red River Community College

Winnipeg, Manitoba

A. Social Service Program
Objectives of Course
This program is designed for the development of knowledge,
skills and techniques which are required to bring the social
service agency, worker and client together. The student is expected to develop the ability to deal with the complexity of
human behaviour and to develop a working knowledge of various
social service processes.

A total of 60 credit hours is required for the Certificate
of Attainment.
The course is one college year (approximately
twelve months in duration) divided into four sessions of three
months each.
Admission Requirements (one ot2
1.

2.
3.

4.

5.

Grade XII.
BTSD 1 Adult Eleven..
Complete Standing in a Pre-College Course.
Mature Standing - must be 20 years old on
or before September 30, in the year of
registration. Applications will be required to appear for a personal interview.
All applicants must be in good health.
Proof of medical examination may be required.
For field placement and employment purposes,
an operator's license is recommended. Each
student is considered on an individual basis.

Course Outline
1.

2.

3.
4.

Term

I studies.
Term II studies.
Term III in various
Term IV -

classroom work - general background
classroom work - general background
field training - students are placed
social service agencies.
classroom work - specialization.

The areas of specialization in the fourth term include
twelve week courses such as urban income maintenance, institutional
child care services, geriatric care services, northern social
services and correctional services. The program may offer additional specialization courses for graduates and other qualified
individuals depending on established needs.
The student may attend Assiniboine Community College in
Brandon for the specialization session.

13

Assiniboine Community College
A.

Brandon, Manitoba

Social Service Program

objectives of Course

This program is designed to enable the student to develop
the ability to assess need situations and to assist individuals
and families in using available community resources.

The course is one college year (approximately 12 mont.t
in duration divided into 4 sessions of twelve weeks each.
Admission Requirements
1.

Grade X11

2.

Mature standing - must be 20 years old on or

before September 30 in the year of registration.

Applicants

may be required to appear for an entrance exam and/or a personal interview.
3.

Applicants must be in good health.

Proof of

medical examination may be required.
4.

For employment purposes, a valid Driver's

license is recommended.

Course Outline
1.

Term 1 - classroom work - general background.

2.

Term 11 - classroom work - general background.

3.

Term 111 - field training.

4.

Term 1V - classroom work - specialization.

The areas of specialization in the fourth term may include
employment counselling, income maintenance services, institutional social services, addiction services, and other areas.
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University of Manitoba

Winnipeg, Manitoba

School of Social Work
A.

BSW Program

Objectives of Course

This program attempts to provide the student with the back
ground necessary for social treatment and social change.
The BSW program is a three-year course begun in the second
universi,y year and completed in the fourth university year.
Admission Requirements
1.

2.
3.

Completion of 1 year in an prescribed course
of study leading to a degree at the University
of Manitoba or an equivalent institution.
There are no prerequisite courses.
Minimum grade point average of C or 2.0.
All students will be personally interviewed.
Admission candidates are required to take the
Personality Research Form Test (AA). This test
is not used for selection purposes, but will
constitute a data bank for research purposes.

Course Outline

The major courses taken during the program are Social Welfare, Human Behaviour and the Social Environment, Social Work
Practices and Field Instruction as well as some elective courses.
Field experience under the direction of a field instructor begins in BSW II (third university year).
More intensive personto-person field work follows in BSW III.
Students may choose
to take a course entitled Intrcduction to Field Experience,
offered in the first year of the BSW program.

ALBERTA

Ilk

16

Red Deer College
A.

Red Deer, Alberta

Social Service Program

2121ectives of Courso

This is a two-year Diploma program designed to prepare
students for employment in beginning social service positions
in a wide variety of public and private social service agencies.
There is no university transfer credit for this course.
Admission Requirements
High School Diploma.
Adult Status - admission of adult students is
based on the recommendation of the Counselling Centre, results
of entrance exams, related work experience and the approval
of the Chairman of the Social Service Program.
3.
Minimum 19 years of age.
4.
Age, maturity, personal characteristics and
suitability for the program are all factors in acceptance.
1.
2.

A personal interview with members of the Social Service
Department and a battery of tests given by the Counselling
Centre are required.
Course Outline
The course provides background in the humanities, social
sciences and the social services.
Field work practice is
given in the 2nd term of the 1st year (2 days/week - October
to April) and in the 1st & 2nd terms of the 2nd year.

17

Grant MacEwan Community College
A.

Edmonton, Alberta

Social Services Worker Program

Objectives of Course

This 4 trimester course provides training which will
enable the graduate to seek employment in both private
and public agencies.
Admission Requirements
Applicant must be 18 years of age or older.
Applicant must possess an Alberta High School
Diploma or the equivalent (consideration will be given to
those who qualify for mature student status.)
1.
2.

All applicants must have a personal interview with a
program personnel. Special consideration will be given to
those with related work or volunteer experience. Course
enrollment is limited.
Course Outline
Trimester 1 & 2 - basic topics related to the
social sciences.
2.
Trimester 3 & 4 - specialization in areas of
social work practice methods, casework, group work and community
organization.
1.

Approximately 250 hours of field placement a trimester
is required in order to establish a balance between theory
and practice. Students are assigned to social service agencies
within the community.

1.8

University of Calgary

Calgary, Alberta

School of Social Welfare
A.

BSW Program

Objectives of Course
This course attempts to provide integration of theoretical and practical knowledge and of social work methods and
techniques of practice through an emphasis on principles and
concepts which apply in facilitating change in individuals,
families, groups, organizations and communities.

A total of 20 full courses or the equivalent with 10
courses at the 300 level or higher is required. The course
may be taken on a 4-year basis or as a 2nd degree program.
Admission Requirements
Standard Admission - Alberta Grade X11 senior
Matriculation or equivalent with an overall average of 60%.
2.
Early Admission.
A.
College Entrance Examination Board Scholastic
Aptitude tests (CEEB) Achievement tests
in 3 specialized areas
B.
Principal's recommendation
C.
High School Diploma
(Service for Admission to College and
University (SACU) will be accepted in lieu
of appropriate CEEB tests)
3.
Mature Non-Matriculated Student - admission
granted on the basis of assessment of present capacity and
the potential to benefit from the BSW program.
-normally must have several years experience.
-only in special cases will applicants under 23
be considered.
-may be required to complete prescribed exams
and/or interviews.
4.
Students outside Alberta - address inquiries to
Admissions Officer, The University of Calgary.
1.

The school limits enrollment especially in the 3rd & 4th
years during supervised field practice. Students are accepted
in order of academic standing and the extent of recent relevent experience (social service, volunteer, personal).
Course Outline
The four-year course offers approximately equal components
of specialized social work course and general education, particularly in the social sciences.
An opportunity to explore

CO 3
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introductory course offerings in several disciplines as well
as the regular required Social work classes is offered in the
1st & 2nd years. A practicum the successful completion of
which is required in order to continue the course is also
included.
Optional extra-curricular learning experiences
(seminars, learning laboratories, workshops, retreats, etc.)
may be taken.

The BSW may be taken on a 4-year basis but under the BSW
2nd degree program students holding an undergraduate degree
in a field other than Social Work or Social Welfare may
have their program length determined on the basis of equivalence of previous studies to studies required in the BSW program.
Evening Credit & Summer Session Courses are also offered
for practitioners without a BSW degree.
The University of Calgary also offers MSW and MA (Social
Work) degree courses.

304
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Mount Royal College
A.

Calgary, Alberta

Associate Diploma - Correctional Careers

Objective of Course
This is a two-year program which combines a
knowledge of the humanities and behavioral sciences,
an understanding of correctional theory and philosophy,
and the development of practical skills at the college
with practical field experience.
It prepares students
for employment in a wide range of correctional
agencies as family court counsellors, juvenile or
adult probation officers, jail and penitentiary
classification officers, parole officers, and after
care workers.
Admission Requirements
The applicant must possess the equivalent of
an Alberta High School Diploma or have left high
school and be 18 years of age or over.
2.
Applicants can expect to be interviewed by
the College to determine whether or not he/she will
be accepted into the program.
3.
Approximately 30 new students will be
accepted each fall. The number accepted will be
determined by available field work placements.
4.
All students registering in this program
must do so in consultation with an advisor from
Educational Development cJervices.
1.

Course Outline

The program provides practical field experience
for the students in addition to the prescribed Social
Work courses, General Education courses, and electives.
B.

Associate Diploma - Social Service Careers

Objective of Course

This is a two-year program which combines a
knowledge of the humanities and behavioral sciences,
an understanding of social work theory and philosophy,
and the development of practical skills in the College
with field-work experience. Students are prepared for
employment in a broad range of private health, welfare,
and social agencies, as well as provincial, municipal,
and civic social service, health, and welfare agencies.
The program prepares students to provide counsel,
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guidance, emotional support, rehabilitative services,
and material aid.
Admission Requirements

The applicant must possess the equivalent
1.
of an Alberta High School Diploma or have left high
school and be 18 years of age or over.
Applicants can expect to be interviewed by
2.
the College to determine whether or not he/she will
be accepted.
3.
Approximately 30 new students will be accepted
each fall.
The number accepted will be determined
by available field work placements.
4.
All students registering in this program must
do so in consultation with an advisor from Educational
Development Services.
Course Outline

The program provides practical field experience
for the students in addition to the prescribed Social
Work courses, General Education courses, and electives.
C.

Certificate in Residential Child Care

Objective of Course
This is a one-yeal, program which combines
knowledge and theory learned in the classroom with
practical experience gained in field placements to
prepare graduates for employment as Child Care Workers
in a wide variety of residential settings such as
treatment centres, children's villages, and residences
operated for Indians who are attending school.

Admission Requirements
1.
The applicant must possess the equivalent of
an Alberta High School Diploma or have left high
school and be 18 years of age or over.
2.
Applicants can expect to be interviewed by
the College to determine whether or not he/she will
be accepted into the program.
3.
Approximately 30 new students will be
accepted each fall. The number accepted will be
determined by available field work placements.
4.
All students registering in this program
must do so in consultation with an advisor from
Counselling.

Course Outline

The program includes field work experience and
related Social Work and Recreation courses.
- 71 -
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Malaspina College
A.

Nanaimo, B.C.

Social Work Aide Program

Objectives of Course

This is a one-or two-year program designed to produce
trained para-professional aides to social workers. These
aides should be equipped for various functions which should
not be assigned to untrained staff.
Two courses are offered:
the 1 year College Certificate
course (2 semesters plus 5-week special session in field work
& seminars) and the College Diploma course which requires
an additional year of study (the diploma is available through
part-time study).

Admission Requirements
1.
Grade X11 with an emphasis on English 12 and
Social Studies 11 performance.
2.
Mature students with less than Grade X11.

Applicants under 20 years of age are not likely to be
accepted. Applicants should have a least 2 years experience
beyond senior secondary school, some of which should be
related to Social Welfare.
Course Outline

The course provides basic technical courses in social
welfare subjects and related academic courses plus practical
field experience in various agencies. Weekly field trips
are made to various agencies and there are workshop sessions
offered in both terms (providing-an integration of theory and
practice.) At the end of the second term the student receives
1 month full-time supervised experience in an appropriate
welfare organization.

4.1e, 0,
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Vancouver City College
Lanagara

A.

Vancouver, Ii. C.

Welfare Aide Training Program.

Objectives of Course
This is a 1 or 2 year program designed to provide trained
technical aides to social workers. The aides are taught to work
as assistant.; to social workers, in supportive roles and information gathering services, and to work as part of an agency team.
Two courses are offered: the 1 year certificate as a
welfare aide (2 - 4 month terms beginning in September, plus
1 month field work) and the 2 year College Diploma in Arts and
Science (additional 2 - 4 month semesters of academic work which
provides a broader base in the social sciences.) The College
Diploma can also be obtained through night classes.

Admission Requirements
Completion of Grade XII.
A mature student with slightly less than Grade XII
may be accepted. Experience in work related to social welfare
(either paid or volunteer) is desirable.
3.
Applicants must have the ability to read, write and
perform varied studies at a college level.
4.
Applicants under 21 years of age are unlikely to be
accepted.
5.
Applicants must hold a valid B. C. Driver's License.
6.
Personal suitability for this field. All applicants
will be screened, and a personal interview may be requested.
Due
to shortage of space, many suitable applicants may not be accepted.
1.
2.

Course Outline
Students are given basic technical courses in social welfare
subject areas, related academic courses and practical field
experience in various agencies. These field experiences Include
weekly trips to social service agencies in Lower Mainland areas,
as well as 4 hours per week individual field work in a group
work setting. Workshop sessions are also offered in both terms
in order to allow the student to integrate theofy and practice.
At the end of the 2nd term, the student receives... month fulltime supervised experience in an appropriate welfal-z..organization.

1 L'

University of British Columbia

Vancouver, B.C.

School of Social Work
A.

MSW Program

Objectives of Course
The two-year MSW course at UBC is designed to prepare
students for direct client service (individual & group),
to provide a basis for the graduate to practise in the
fields of supervision, administration, teaching and research
and to provide a basis for the graduate to enter advanced
social work education programs.
Admission Requirements
1.
Applications for entrance should be made on
forms obtained from the School and addressed to the Admissions
Secretary, School of Social Work, UBC. The deadline for
submissions of applications is March 15. Two copies of official transcripts (interim where a degree is in process;
otherwise, final) must accompany all applications. On
occasion it is useful to submit transcripts with enquiries.
2.
Selection of Applicants is based on:
a) course content -A BA or equivalent preferably in the social sciences and/or
humanities is required. Applicants with
other concentrations may be admitted where
other attributes outweigh lack of courses
in the social sciences and/or humanities.
A basic knowledge of statistics is highly
desirable.
b) academic standing - minimum required is
second class standing (65% average) or
equivalent at UBC, based on the final 2
years of the undergraduate degree program.
Where letter grades are given, a B bt.anding is usually required. On a 4 point
grade point system, 2.5 may be considered
but 2.65 or better is preferred.
Better
.academic standing increases the possibility
of admission.
c) In exceptional cases, the School may waive
the course content and/or academic standing
requirements.
d) Personal Qualifications - Maturity is an
important factor: students are advised
to wait until they are at least 21 years
of age before beginning professional education.
Suitability is assessed through:

- 75-
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the applicant's personal statement attached
to his application; review of references,
review of relevant work experience both volunteer and/or paid. Positive references are
not a substitute for inadequate undergraduate
studies.
A personal interview may be required.
3.
The School of Social Work limits enrollment. Since
the number of qualified applicants usually exceeds the number
of places available, fulfilment of the above requirements
is not a guarantee of admission.

Persons who have completed the BSW or the first year
of the MSW program with at least a 2nd class standing and
who wish to complete the current requirements for the Master's
degree must seek readmission to the School within 5 yeai:s
after the first post graduate year or they will be required
to take additional work as a prerequisite to second year
admission. Work references will be taken on all such applicants and an interview may be required with a School admissions
officer.
4.

Occasional Students - mature persons without an
undergraduate degree.Admissions will be exceptional,open to
persons active in the field of welfare services who have
been carrying an advanced clinical, supervisory or administrative role and who would continue to show leadership in
the field, given training. Tests with the office of Student
Services may be required.
5.

Occasional students cannot be granted the MSW degree; however, an official statement of successful completion of the
program can be provided.
Course Outline
The first year of the MSW program is designed to provide
students with a generic knowledge of social work. All students
follow a common core of classroom courses.
One of three social work methods is selected by the
student in consultation with faculty members during the
second year.
Concentrated study in the method selected is
done.
Some students may be permitted to pursue specialized
study in social policy or social work research related to one
of the three direct methods. Students concentrating in
social work research take advanced work in the area as an
alternative to second year field instruction in a direct
method.
All students, with the exception of the 2nd-year students
mentioned above, are required to take field instruction in
each year of the program. Field instruction is designed to
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integrate theory and practice through supervised work in
direct services to individuals, groups and communities.
First year field instruction is designed to provide the
student with a wide range of learning experiences and basic
methods of working with people. Emphasis in the second year
is placed on developing competence in one method (casework,
group work or community organization) as well as providing
more opportunity to work in a particular field (medical,
psychiatric, child, family, etc.)
Field instruction is generally taken concurrently with
the lecture program throughout the academic year; however,
occasionally the School provides summer block placements
which are approximately 4 months in length.

.! 8

Douglas College

New Westminster, B.C.

Liberal Arts Department
Social Service Animator
Objectives of Course
This is a one or two year program designed for those
wishing to work part-time or full-time within the cultural
and social settings of a community.
An individual may work
towards the Diploma of Associate in Arts or decided upon
a more limited objective in the form of a college certificate
in a specialist field. Certain courses are transferable
to other career programs such as Child Care Services and Law
Enforcement/Corrections.
There are few clearly defined employment opportunities
in the social service settings in the community; however,
the need for people to be involved in volunteer and group
development activities has been expressed by the community.
The program is structured for the individual who wishes to
work as a volunteer or paid community organizer with skills
in research, liaison and co-ordination of community activities.
Admission Requirements
1.
Complete BC secondary-school graduation on
any program or the equivalent from another school system.

Individual is deficient in not more than one
course for BC secondary-school graduation or the equivalent
from another school system.
2.

Individual is 19 years of age or older on first
day of current semester and has not been in regular daytime
attendance at school for at least one year.
3.

If individual does not meet one of the above requirements, he is eligible to apply as a "special" student. Such
applications will be reviewed by the Admissions and Appeals
Committee.
4.

Douglas College is operated for qualified
residents of the College Region.
If the individual lives
outside the College Region, he may be admitted on a "space
available" basis. One qualifies as a resident if:
a) one is under 19 years of age, resides
inside or outside the College Region, on
the first day of the current semester,
one's parents or legal guardians have

been municipal taxpayers within the College
Region for at least 3 months.
b) One is 19 years of age or over on the first
day of the current semester, is a municipal
taxpayer in the College Region, or has
been a resident of the College Region for
at least 3 months prior to the current semester.

Mature Student - Individual is 19 years of age or
older on the first day of the current semester, has been out
of school for at least 1 year, and has not completed BC
secondary-school graduation or the equivalent. Experience
and training will be assessed in evaluating application.
5.

Interviews may be required for admission and certain
programs may limit enrolment.
6.

Course Outline
Approximately 1/2 of the program time is devoted to community settings.
Major practicum fields include public and
community services, rehabilitation services, care of people
services and recreation services.

The first 2 semesters include contemporary psychology
and the art of human relations, linked with social service
skills.
The 2nd year of the program includes the organization and administration of community projects and social
services.
The student may select electives in probation and
parole, community relations, social and cultural anthropology, culture and environment, recreation of hobby crafts.
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Cariboo College

Kamloops, B.C.

Social Work Aide Program

Objectives of Course

This one year certificate program is designed to train persons to
act as assistants to professional social workers. Such training can
be used to perform many welfare services which do not require professional social work qualifications.
Admission Requirements
1.

All applicants must he a minimum of 20 years of age.
Applicants will be interviewed.
Two general letters
of recommendation and a medical reference indicating
good health will be required.

2.

Valid driver's license.

3.

British Columbia Grade 12 (any program) or equivalent.

4.

Mature Admission - Applicants whose secondary school
records are inadequate or incomplete, who have
reached the age of 20 and who have not been full-time
students during the preceeding academic year, may be
admitted as mature students.

5.

Conditional Admission - secondary school students who
may be deficient in one or two courses for Grade
graduation, may be considered for admission as conConditional students must complete
ditional students.
regular admission requirements by completing secondary
school graduation requirements or by completing
appropriate college introductory courses before credit
will be given for college courses.

Course Outline
The course in both semesters covers a wide range of topics in
psychology, sociology and social services.
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LOCATION OF SOCIAL SERVICE PROGRAMS IN WESTERN CANADA

1.
2.
3.

4.
5.

6.
7.
8.

Regina - University of Saskatchewan
Saskatoon - SIASS & University of
Saskatchewan Extension Division
Saskatoon - Community Education
Centre
Prince Albert - Community
Education Centre
Regina - Community Education
Centre
Winripeg - Red River Community
College
Brandon - Assiniboine Community
College
Winnipeg - University of Manitoba

Red Deer - Red Deer College
10. Edmonton - Grant MacEwan Community
College
11. Calgary - University of Calgary
12. Calgary - Mount Royal College
9.

13.

Nanaimo - Malaspina College

14. Vancouver - Vancouver City College
15. Vancouver - U.B.C.
16. New Westminster - Douglas College
17.

Kamloops - Cariboo College
C.1.6
0111
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For further information about these programs contact:
SASKATCHEWAN
1.

School of Social Work
University of SaskatcheWan
Regina Campus
Regina, Saskatchewan

2.

Bob Whale
Extension Division
University of Saskatchewan
Saskatoon, Saskatchewan

3.

The Dean
Saskatchewan Institute of Applied Arts and Sciences
33rd Street and Idylwyld Drive
PO Box 1520
Saskatoon, Saskatchewan

MANITOBA
4.

Red River Community College
2055 Notre Dame
Winnipeg, Manitoba

5.

G. R. Allen, Registrar
Assiniboine Community College
PO Box 935
Brandon, Manitoba

6.

Mrs. Shelagh Sinclair
Director of Admissions
School of Social Work
University of Manitoba
Winnipeg, Manitoba

ALBERTA
7.

The Dean
Red Deer College
Red Deer, Alberta

8.

Applied Arts Division
Grant MacEwan Community College
Edmonton, Alberta

9.

Mrs. Pat Unterberger, Secretary
BSW Programme, School of Social Welfare
University of Calgary
Calgary, Alberta
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10.

W. R. Purves-Smith
Co-ordinator
Social Work Program
Mount Royal College
Calgary, Alberta

BRITISH COLUMBIA
11.

Mrs. V. Elliot
Registrar's Office
Malaspina College
375 Kennedy Street
Nanaimo, B.C.

12.

Vancouver City College, Langara
100 West 49th Avenue
Vancouver 15, B.C.

13.

Mrs. J. Clemmons
Admissions
University of British Columbia
Vancouver 8, B.C.

14.

E.

15.

A. J. Wilson, Registrar
Cariboo College
PO Box 860
Kamloops, B.C.

D. Jones, Chairman
Liberal Arts Department
Douglas College
PO Box 2503
New Westminster, B.C.
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For more detailed information regarding these
programs, we recommend that you:
1) contact the organization listed
for a description of their programs and services
2) refer to the publications listed
in the bibliography used to
identify social service organizations

APPENDIX
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SOCIAL SERVICE ORGANIZATIONS IDENTIFIED

The catagorization of the organizations following was, in some cases,
fairly arbitrary.

We had decided to list each of the organizations only once,

even though some of the organizations would have fallen into several categories
simultaneously.

We would advise, then, that you review the entire list, as a

particular organization may not be catagorized as you had expected.
The following list represents our operational definition of social
service agencies and consumer groups in Saskatchewan.
izations are those which were interviewed.

The starred (*) organ-

This should give some idea of the

breadth of our definition of social services and, also, our sampling from the
organzations we so identified.

With the information we have provided, we may

become legitimately subject to various criticisms regarding our selection of
organizations.

These criticisms may relate to our definition being either too

broad or too restrictive.

In the event of accusations, then we would hope

that specific criticisms (indicating the names of organizations in question)

be brought to our attention in order that we might modify future studies
accordingly.

The symbol (#) indicates those organizations that were contacted but
did not respond with a list of employee names in order that questionnaires
could be forwarded.

The symbol (+) indicates those organizations that were contacted, but
responded that they had no social service ,ersonnel on staff or that they
felt that the study did not apply to their organization.
The symbol (PD) indicates those projects that have disbanded.

The symbol (°) indicates those organizations for which there is a
short summary in the following appendix.
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PROVINCIAL GOVERNMENT

I.

I.

1.

Departments
1)

Department of Culture and Youth

2)

Department of Education (Special Education & Guidance Branch:
Council for Exceptional Children)

3)

Department of Northern Saskatchewan
La Ronge*
Buffalo Narrows*

4)

Department of Public Health
Moose Jaw (Union Hospital Mental Health Clinic*°)
North Battleford
Prince Albert (Victoria Union Hospital Psychiatric Services*°)
(Victoria Union Hospital Home Care Prograe+)
Regina (Harding House*°)
Saskatoon (McNeil Clinic*°)
Swift Current
Weyburn (Souris Valley Extended Care Hospital Psychiatric
Services*)
Yorkton (Union Hospital Psychiatric Centre*°)

5)

Department of Social Services
Central Office*
Regional Offices: Melfort Region
Moose Jaw Region*°
North Battleford Region (sub-region Meadow Lake)*
Prince Albert Region
Qu'Appelle Region
Regina Region
Saskatoon Region*°
Swift Current Region
Weyburn Regiort (sub-region Estevan)
Yorkton Region
Agencies:

AIM Centres (Regina and Saskatoon)
Community Training Residence, Regina*°
Dale's House, Regina
Kilburn Hall, Saskatoon
Lakeside Nursing Home
Parkland Hospital
Pinegrove Correctional Centre*°
Prince Albert Correctional Centre*°

Agencies - continued
Probation Services
Regina Correctional Centre*
Roy Wilson Centre, Sedley*
Saskatchewan Boys School*
Special Foster Home Program
Work Activity Centres and Projects
Yorkton*° and Prince Albert*°
Core Services:

2.

Valley View Centre, Moose Jaw
North Park Centre, Prince Albert

Agencies
Alcoholism Commission of Saskatchewan, Regina *O and Saskatoon
Calder Rehabilitation Centre
Human Resources Development Agency, Regina*° and Saskatoon
Saskatchewan Human Rights Commission, Saskatoon
Workmen's Compensation Board, Regina*° and Saskatoon

3.

Miscellaneous
+

John Dolan School, Sasxatoon
Saskatoon School for the Deaf+
University Hospital, Saskatoon *°
Alvin Buckwold Centre
Children's Hard of Hearing Clinic
Children's Rehabilitation Centre
Cleft Palate Clinic
Psychology Division
Saskatoon Home Care
Social Service Department
University of Saskatchewan, Regina Campus (School of Social Work*)
University of Saskatchewan, Saskatoon Campus
Institute of Child Guidance and Development
School for Children with Emotional Problems*
Student Counselling
Kelsey Institute of Applied Arts and Sciences, Saskatoon
Welfare Worker Technologist Program

II.
11

FEDERAL GOVERNMENT

Canada Manpower
Estevan*
Moose Jaw*
North Battleford
Prince Albert*
Regina

Saskatoon*
Swift Current*
Weyburn*
Yorkton*

2)

Canadian Penitentiary Services, Prince Albert
Prince Albert Penitentiary*°

3)

Department of Indian Affairs and Northern Development
Meadow Lake*
Prince Albert*°
Saskatoon
Yorkton*°

4)

Department of National Health and Welfare (Welfare Branch, Regina*°)

5)

Department of Veterans Affairs, Regina* and Saskatoon

6)

National Parole Service, Regina, Prince Albert* and Saskatoon*°

7)

Unemployment Insurance Commission, Regina*+°

III.

PRIVATE AGENCIES

1. United Appeal Supported
Canadian National Institute for the Blind, Regina and Saskatoon
Regina White Cane Club+
Canadian Red Cross Society, Regina and Saskatoon
Canadian Paraplegic Association, Saskatoon
Catholic Family Service Society, Regina**
Catholic Family Services, Saskatoon
Cosmopolitan Industries, Saskatoon
Family Service Bureau, Regina**

John Howard Society, Regina** and Saskatoon**
martha House, Regina+
Pensioners and Senior Citizens Organization of Saskatchewan, Regina#
Salvation Army
Grace Haven, Regina**
Bethany Home and Hospita], Saskatoon+
Men's Social Service Centre, Saskatoon
Saskatchewan Association for the Mentally Retarded, Saskatoon**
Saskatchewan Council for Crippled Children and Adults, Saskatoon and Regina**
Saskatoon Family Service Bureau
Senior Citizens Day Centre, Regina
Social Planning Council, Saskatoon#
Y.M.C.A., Regina+ and Saskatoon

Y.W.C.A., Regina and Saskatoon

2. Non-United Appeal Supported
1) Indian and Metis Groups

Indian-Metis Friendship Centre, Prince Albert** and Saskatoon
Metis Housing Group, Ltd., Saskatoon
Metis Society of Saskatchewan, Buffalo Narrows*#, Regina* and Yorkton*°
Native Alcohol Council, Saskatoon
Native Youth Discussion Program, Regina°
Native Youth Movement, Saskatoon*#
Pehtapun Native Rehabilitation Centre, Meadow Lake
Regina Friendship Centre**
Saskatchewan Native Womens Movement, Saskatoon
Yorkton Friendship Centre

4.)";z
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2) Senior Citizen Groups and Homes
Mennonite Nursing Home, Rosthern*+
Senior Citizens Recreation Centre, Moose Ja10° and Saskatoon
Senior Citizens Services of Regina*°
3) Miscellaneous

Alateen, Saskatoon#
Birth Control Information Centre, Saskatoon
Birthright, Saskatoon+
Browndale, Moose Jaw *PD°
Canadian Cancer Society
Catholic Centre, Saskatoon
Community AID/Resource Centre, Saskatoon*°
Community Counselling Centre, Regina *PD°
Community Service Centre, Saskatoon
Community Switchboard, Regina*
Coordinating Council and Rehabilitation, Saskatoon#
Continuing Education Centre, Saskatoon
Developmental Centre for the Handicapped, Saskatoon
FISH, Saskatoon+
Friendship Inn, Saskatoon*°
Grace Westminster Church Drop-in CentEe, Saskatoon#
Gypsy Mattess Youth Hostel, Saskatooe
Handicapped Civilians Association, Regina# and Saskatoon#
Haven of Hope Home, Kinistino*°
Intervention House, Saskatoon PD
Junction House, Saskatoon
Ketch-up, Regina *PD°
Knights of Columbus, Saskatoon#
Marian Centre, Regina*
Operation Mustard Seed, Regina*
Orange Benevolent Society, Regina+
Project Catalyst, Saskatoon
Ranch Ehrlo, Regina*
Regina Coordinated Youth Services
St. Michael's Parish
Saskatoon Alcoholism Society
Saskatoon Free School+
Saskatoon Legal' Assistance
Saskatoon Mental Hehlth Clinich°
Saskatoon Youth Services Centre
Sheltered Workshop, Moose Jaw*"
SIGN, Yorkton*°
SIGN Homemakers*
Society for Children with Emotional Problems, Regina
Street Clinic, Regina*°
Sunshine Daycare, Regina#
Sunshine Nursery School, Regina PD
Youth Emergency Service, Saskatoon
Zodiac Friendship Society, Saskatoon
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IV.

MISCELLANEOUS

Board of Education, Regina
Board of Education, Saskatoon
City of Saskatoon Department of Public Health+
City of Moose Jaw Social Services
City of Prince Albert Social Services
Girls' Group Home, Saskatoon*

Legal Aid Plan, Saskatoon+
Saskatchewan Association of Social Workers

Saskatchewan Association of Housing and Nursing Homes+
Saskatchewan Coordinating Council on Social Planning, Saskatoon+°

Saskatchewan Psychiatric Nurses Association

Wascana Hospital, Regina*

V.

1.

CONSUMER GROUPS

Groups Incorporated Under SCAPO
Buffalo Narrows:

Buffalo Narrows Welfare Committee

Carrot River:

Carrot River Self Seekers

Cumberland House:

Cumberland House Rehabilitation Committee

Duck Lake:

Duck Lake Willing Workers

Esterhazy:

Potaemille Anti-Poverty Association

Hudson Bay:

Hudson Bay Low Income Group

Humboldt:

Humboldt Improvement Council

Ile-a-La-Crosse:

Ile-a-La-Crosse Welfare Committee

Kamsack:

Kamsack Self Help Group*°

Laird:

Saskatchewan Valley Anti-Povery Association

Melfort:

MelZort Region Anti-Poverty Association*°

Melville:

Melville Low Income Group

Moose Jaw:

Saskatchewan Council of Anti-Poverty Organization**
Mar-Tux Anti-Poverty Group"
Moose Jaw Anti-Poverty Association

Nipawin:

Nipawin Ongoing Social Action Group

North Battleford:

Battleford's Self-Help Group

Preeceville:

Preeceville and Area Self-Help Group*°

Prince Albert:

Prince Albert Education and Betterment Group*°

Regina:

Seekers of Security Welfare Rights Centre

Sandy Bay:

Sandy Bay Child Care Committee

Saskatoon:

Unemployed Citizen's Welfare Improvement

Swift Current:

Swift Current Anti-Poverty Association

Tisdale:

Tisdale Low Income Group

Weyburn:

Weyburn Anti-Poverty Association

White Fox:

White Fox Anti-Poverty Group

Yorkton:

Parkland Community Services**
Rights of Social Security*°
Seekers of Security*°

ageIL" le; 0

2.

Groups Affiliated and Unincorporated
Regina:

3.

Central Community Services
Joint Action Cooperative
Marianna's
WOW Garments

Independent
Prince Albert:

Prince Albert Penitentiary Inmates*
Prince Albert Correctional Centre Inmates*
Pinegrove Inmates*

Regina:

Alcoholics Anonymous
Correctional Centre Groups
Alcoholics Anonymous Group*
Drama Group*
Drug Group*
Freedom Group*
Inmate Committee*
John Howard Society*
Native Project*°
Native Youth Discussion*
Greer Tenants Association
Operation Mustard Seed*

Saskatoon:

Direct Charge Buying Club+

Yorkton:

Yorkton and Districts Community Club *PD°

BIBLIOGRAPHY USED TO IDENTIFY SOCIAL SERVICE
ORGANIZATIONS
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All of the groups we covered are not necessarily
listed in the following reference materials.

In

some cases, the information is second-order.

In

other words, we obtained the name of an organization from another organization that had been
referenced in the listed references.

BIBLIOGRAPHY

1972-73 Directory: Departments of Government, Field Staff Officers, Agencies,
Boards and Commissions and Crown Corporations, Government of Saskatchewan. Information Services, Executive Council, Regina, 1972.
Directory: Housing and Special Care Homes. Community Grants and Standards
Division, Department of Social Services, Regina.
Directory: Social Services Available in Regina.
Directory of Community Services for Saskatoon.
Saskatoon, July 1973.

Regina United Appeal.

Community Aid/Resource Centre,

1973 Directory of Health, Education, Recreation, Rehabilitation. Social
Services in Saskatchewan. Vocational Rehabilitation Division, Core
Services Administration, Regina.
1971 Directory of Health, Welfare, Education, Recreation, Rehabilitation
Services in Saskatchewan. Provincial Coordinator of Rehabilitation,
Regina.

Directory of Housing and Special Care Homes and Accommodation of the Elderly
and Those in Need of Care. Community Special Care Services Divisicl,
Department of Welfare, Regina, 1970.
Directory of Low Income Citizen Groups in Canada.
Council of Welfare, Ottawa,January, 1973.
Directory of Low Income Citizen Groups in Canada.
Council of Welfare, Ottawa,June, 1973.
Directory of Participating Agencies.

The Office of the National

The Office of the National

The United Way, Regina, 1972.

1968 Directory of Social Services Available in Regina.
Council, Regina.

Regina Welfare

Directory of Social Services for Northern Saskatchewan.
Institute for Northern
Studies, University of Saskatchewan, Saskatoon Campus, Saskatoon,
December, 1972.

Information Centre Profile of Community Services, Social Planning Council of
Saskatoon
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SUMMARY OF SOCIAL SERVICE ORGANIZATIONS
INTERVIEWED
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This list includes the opinions and attitudes
of staff in those organizations which were interviewed.

Some of the organizations we inter-

viewed are not included here because permission
to quote them was denied by the persons interviewed.

I. PROVINCIAL GOVERNMENT

Mental Health Clinic

Moose Jaw

Pr. J. Murphy

Clinic was originally set up as an adult, medically-based psychiatric
But over the years, there has been an increasing emphasis on comservice.
munity work. They have been treating people effectively as out-patients.
The key qualities which Dr. Murphy felt ?.re important were relationship
They have
He felt there were in a "Multi-relationship business".
skills.
four positions open for social workers but there are rarely more than three
He said they had one MSW on staff and two fresh graduates from
filled.
Their social workers are given a great deal of autonomy.
Manitoba with BSW's.
They are trying to get away from workers having to ask about everything they
There is some overlap of work carried on between social workers
want to, do.
and CPN but good cooperative relationship exists.
CPN - Community Psychiatric Nurse

Psychiatric Service
Prince Albert

Mr. Keith Griffith,
Chief Social Worker

This organization handles a combination of psychiatric nursing and social
work areas within a fairly open structure of psychiatrist/social worker/community
Mr. Griffith prefers a flexible, confident person
psychiatric nurse content.
who doesn't see his professionalism being threatened should other, less-educated
people be involved in the work he is doing.
They have 6 psychiatrists, 6 CPN's (Community Psychiatric Nurses) and as
of August 1, 1973 will have 7 Social Workers.. Mr. Griffith favours using the
team concept over the standard supervisor concept. He prefers MSW's but also
When asked about
considers experience and personality when hiring staff.
technical graduates he was rather vague in his opinions but seemed to feel that
the technical graduate might have possible use in such things as social work
Mr. Griffith felt
aide (taking people downtown, doing some paperwork, etc.).
that having MSW's involved strictly in admistration, with no direct client contact
was ridiculous and said that perhaps there should be special courses to train
people to do administration, thus freeing the MSW for work with clients.

Mr. Griffith was very enthusiastic about the present BSW extension program
and mentioned that he thought the present BSW and the old MSW programs are nearly
equal in value, but stressed that any program should give as much practical
training as possible so that the graduate becomes, in fact, a practitioner and
not just an academic.
lJ4.t.11

Harding House
Regina

Or. Tovry Russell,
Director

Harding House is an outpatient mental health clinic for children from
ages 1 to 19 and a branch of the Munro Wing at the General Hospital.
They
try to function within the patient's environment instead of bringing the
child to the Institute only as a last recourse (although they do have some
psychotic children staying at the home). They also act as consultants to
other agencies.
Dr. Russell supplied a list of employees and their qualifications.
He prefers degree people because they seem to have more background knowledge
and are more flexibile than technical graduates.
He does have some technical
graduates working for him as Speech and Reading Therapists.

Dr. Russell wants more people who can do the type of work Harding House
He hires as many as he possibly can. They also have volunteer workers
(both "nice middle-class ladies" and university students).

does.

The Institution does some research, both on its own and with the help of
students completing thesis requirements.

McNeil Clinic

Saskatoon
Ms. Phyllis Bouchard,
Supervisor of Social Workers

This organization is a Mental Health Clinic for children only. They
employ 3 MSW's; 1 Social Service Worker (RN with extensive experience) and
If the Social Service Worker (RN) was to leave they
2 MA's (psychology).
There are no vacant positions at this time
would replace her with an MSW.
and no vacancies were expected for the future.
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Psychiatric Services
Yorkton
Mr. Joe Blom,
MSW

Mr. Blom sees this agency as dealing with people who experience day-to-day
living problems (which he feels makes it easier to do preventive work).
They
have seven positions, all but one (BA, RPN's, etc.) require a minimum of a MSW.
Mr. Blom felt that the work done there required a blend of personal, experiential
and academic background.
He said that he found many graduates to be suffering
from superidealism. One of the ways he felt this could be combated would be to
increase caseloads in field working situations so that the student could have a
wider frame of reference to work from. He felt that students should have more
autonomy and a more general background because of the rigid structure which
separates such things as social work and community nursing.
Mr. Blom was not in favour of employing technical graduates. He said that
"they are too diluted in a sense and also too specific".
Relationship skills
and personality were important factors in hiring staff.
Mr. Blom also felt that
many workers get lost in the social service bureaucracy.

Department of Social Services
Moose Jaw Regional Office
Mr. G. Peterson,
District Supervisor

Mr. Peterson felt the day of the BA grade as social workers has gone by.
He felt that if a BA wanted to go into social work he should become up-graded.
He hopes his offices will move towards a more professional staff as more MSW's
and BSW's become available.
He felt governments are waking up, both in bringing
pay scales for social workers into line with other provinces and the development
of new policies associated with social services. He felt the government's new
Family Services Act makes it even more important to hire professional people.
He was concerned that students of social work should be learning more about
interviewing skills.
He felt there should be screening processes, to weed out
people who would not become good social workers, (e.g., those people who lacked
good relationship skills). He was also very concerned about the public relations
of social services, to educate people to the true functions and role of social
services.
His region has helped public meetings concerning this area.
He has 2 MSW's on staff, 1 Master of Criminology rated as an MSW and the
rest are BA, 2 of which are involved in social work classes in Regina and
eventually hope to receive BSW degrees.

Social Services Regional Office
Saskatoon
Mr. L.L. Brierley,
Regional Director

Mr. Brierley felt services are mainly governed by a classifica,ion system
program. He also feels that people are used inappropriately.
He felt that
the selection of candidates for jobs should be on the basis of the job to be
done not in terms of degrees held, etc.
If separation of financial assistance
from social services comes about, no BSW will be hired except for supervision
and administration, etc. Some of Brierley's staff were upset because they
don't feel they reach the bulk of their large case loads.

Community Training Residence
Regina

Dr. Peter Neufeldt

The Community Training Residence is a home, in the centre of Regina, where
inmates from the Provincial Correctional Centre can apply to go if they are
nearing completion of their sentence, or are eligible for parole.
From here the
inmates can get a job or go to school.
The Residence may find jobs for these
inmates, or help inmates locate jobs for themselves. The residence evolved out
of a change in the Corrections Act, 1967, which allowed inmates to serve sentences
in the community. The program developed from a very rigid type of set-up,
operating out of the Correctional Centre into a very relaxed light security
program run out of a home in central Regina.
The most effective response or success comes from those individuals just
getting into crime, and can still be helped out; however, they have experienced
some success with older hardened types who have been in crime for some time, are
fed up and strongly desire some change. The average age of inmates staying in
the Residence are in mid-20's or early 30's although they have had persons
ranging in age from 16 to 60. The length of stay ranges between a minimum of
6 weeks to a maximum of 3 months.
They have employed 1 MSW who is rated as a Social Worker IV, 2 Social
Service Worker I's and 1 Social Service Worker II. The Social Service Worker
position requires at least a BA or a Grade 12 with at least 5 years experience.
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Pinegrove Provincial Correctional Centre (Women)
Prince Albert
Mr. Crawford,
Director

This Institution looks after those people whose charges have brought
sentences of less than 2 years. It services all of Saskatchewan.
It runs
at a yearly average of about 28 to 20 inmates; highest last year at one time
was 47.
The average length of stay is about 40 to 45 days.
The Institution
is a minimum security and located in a beautiful area. The buildings were
new and seemed in reasonably good shape.
The minimum education required for workers is Grade 10.
Mr. Crawford
mentioned that educational background is important but that individuality
is also an important factor.
Experience and relationship skills are of help
to worker's effectiveness. Their social service personnel consists of:
a)
b)
c)
d)
e)
f)

Director with a MSW
some staff with grade 10 and extra classes
two supervisors
two CO staff with caseload
twelve staff with grade 10 qualifications
two students from SIAAS

Many inmates expressed an easy-going friendly manner. There is some
Department of
educational training; after one-third of sentence is served,
Manpower attempts to locate jobs for work training. Those inmates selected
would be let out to work and return at night.

Provincial Correctional Centre (Men)
Prince Albert
Mr. Dick Till,
Director

This Institution looks after those persons whose charges bring sentences
of less than 2 years.
It services the northern half of Saskatchewan. Mr. Till
mentioned the radical approach of social services in corrections (i.e., the
decentralization of services similar to tl-ose brought about in mental health
under the Saskatchewan Plan). He also mentioned that he would not hire
psychologists because of their emphasis on short-term rather than long-term
relationships with clients. Another staff member, Mr. Schriml also mentioned
the value of relationship skills but also emphasized the importance of education
in order to be able to make use of this kind of skill. The Institution seemed
to be in rough shape - old and perhaps beyond repair.

Frobation Services

Regina

Mr. Lem liovd,

Mr. Boyd has the central office and no direct client contact.
If a person
receives less than a two-year sentence, Probation Services handles them. He
is responsible for all probation officers in the province, planning and coordinating with other agencies.
iro1at:on otficer qualifications are the same as for Social Service
Workers.
Boyd teels that the tech grads are "either not too well-trained or
are too v.,ung".
In his opinion the tech course at SIAAS has not been living
up to expectations.
Skill, age and experience are important in hiring.

The Department of Social Services is emphasizing probation services, therefore more people are being hired.
Boyd didn't know of any probationary confumer groups.
For more information about hiring policies, he suggested we
contact Lucy l3echard in Personnel ac the Department of Social Services.

Work Activities Centre

Yorkton

Mrs. Myrna MacLeod,
Teacher/Administrator
This
rehab program sponsored by the Department of Social Services for
socially/calturally deprived people (operated on a cost-shared plan with the
federal government). They have a limit of 15 people
who, so far, have all been
referred through the Department of Social Services and who
are selected by means
c: a selection review committee.
The program attempts to train people to
function adequately within society.
They have 3 on staff: 1 teacher and 2 others
not professionally trained but with a great deal of experience. She felt that
having a social worker on staff would be an ideal situation but
they do have
a counsellor working closely with them.
Mrs. MacLeod felt that ability to
relate to people was important in her work (i.e., relationship skills). She
is directly reponsible to Bob Strong, Chief Director for
Social Services.
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Work Activities Projoct
Prinoo

Mr. Land,
lqlector
This project was started in 1966 to e:;tablish a training centre for ableodied male social aid recipients and has now been expanded to provide programs
It is a three-phase program providing educational upgrading, employfor women.
ment conditioning, and social development. The project receives referrals from
:social service centres and handles inmates for correctional centres throughout
the province as well as social aid recipients.

Land did not think too much of young social workers working in areas such
a..; family counselling and felt that, in many cases, nonprofessionals were
more effective than professional workers because they had more experience than
the professional. He has 4 people on staff for 38 trainees and uses volunteer
public health nurses in special cases. He felt that the School of Social Work
should lower requirements for the BSW program so that older, experienced people
without a university background could enter the program more easily.

Alcoholism Commission of Saskatchewan
Regina

Mr. Mike Lipka

This organization hires only MSW social workers. The reason for this is
that they have a multi-discipline team who employ intensive group therapy and
individual counselling as well as give three lectures a day. They sometimes
It is preferred
hire recovered alcoholics who fit the category of non-MSW's.
that they have a BA or BSW;however,they still fall into the category of
counsellorsinot socie workers. They take a counselling course at the University
of Saskatchewan, Saskatoon Campus. Mr. Lipka feels they could benefit from
the BSW program here. He feels this field needs more social workers.

Students going into social work should have a sense of feeling for others,
be objective and have a desire to learn more even after they enter the field.
The social work course should have more training in group therapy as well
as an intensive course in the psychodynamics of drug and alcohol addiction.
The professors should have 5 to 10 years experience out in the field before they
begin teaching.
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Human Resources Development Agency
Regina

Dr. Lucy Wynn

Dr. Wynn and others expressed grave doubts about whether the Manpower
Project was worthwhile. They felt that it could "retard changes" (this was
apparently because they believed we were either going to disregard consumer
ideas or :Alch ideas would have no value because consumers are "brainwashed");
however, they agreed to supply us with information.
HRDA works with fairly well-established groups, supplying financial aid,
community resource lists, etc. There are 12 community development representatives in various locations throughout the province. These representatives
have no minimum educational requirements; however, they do have experience in
community work.
Peter Holland, who was also present at the meeting, said that
if trends continue, these positions may have to be classified with perhaps a
minimum grade 1() requirement. HRDA tries to employ native and disadvantaged
persons who then help groups representing disadvantaged (primarily Indian and
Met is) people working on their own.

Workman's Compensation Board,
Legina
Mr. Larry Peterson,
Assistant Director of Rehabilitation

This Department of the Workman's Compensation Board handles counselling
for injured workmen. Such counselling may involve helping the worKman take
training programs, finding new jobs for him and for his family, helping the
person adjust to his injury, etc. There are a total of 8 rehabilitation
officers - 4 in Regina, 4 in Saskatoon. Last year they handled 1,100 cases.
Experience is the key thing in their counselling positions but Mr. Peterson
would like to see a night course in counselling offered for rehabilitation
officers already in the field. There is presently no need to hire social
workers, however, in the future they may consider hiring a BSW providing he
has other work experience.

University Hospital
Saskatoon

Ms. Edna Osborne,
Director

The Department of Social Services is responsible for providing services
in all areas of hospital and home care.
It also takes referrals from other
hospitals. Twenty percent of their admissions are from outside Saskatoon.
They coordinate their services with those of other agencies.
In March, 1973
there were about 412 on their case load (at present approximately 500), some
of these are outpatients. Ms. Osborne hires MSW's, BSW's and BA's; however,
no technical (SIAAS) people have been accepted. She wants people who are
confident in themselves, wi-o can make thei- own decisions.
At present their
staff consists of some MSW's, most are BSW's, two BA's and two staff on extension getting BA.
She hopes that her BSW's will eventually attain their
MSW.
She is very interested in Consumer Groups and her Department uses
facilities like the Community Switchboard.

II.

FEDERAL GOVERNMENT

Canadian Penitentiary Service (Men)
Prince Albert
Mr. :;.A. Marshall.,

Adminhitrator
Thl:; is a maximum security Institution. It serves all of Canada and looks
after persons whose charges brought sentences of over two years.
Mr. Marshall
will not hire social workers because of the idealistic connotations this group
has to him.
He is more interested in hiring psychologists and sociologists.
He mentioned the large gap between life on the inside and life on the outside,
outlining that the biggest job of workers is removing or narrowing this gap.
He expresses a need for more classes to be taught in sociology and criminology,
etc., for those who are going to work in corrections. He also emphasized that
workers must be intelligent (especially Classification Officers) because inmates are getting smarter. The education programs offered in the Institution
have both staff and inmates taking classes together. They are developing a
proposed live-in unit where custodial staff will work with the same group of
inmates whenever they are on duty.
It is hoped that,as a resultlbetter relation ships can develop between inmate and custodial officers. They have about 40
people in all on staff taking upgrading both "behind the wall" and out side
in the community.

Department of Indian Affairs and Norther,i Development

Prince Albert
Mr. S. Reid,
Director

This Department handles the people provided for under the Indian Act
(entirely on a reserve).
Theneis 1 social worker (type of degree not specified
in interview).and 6 field workers who are non-degree with varied amounts of
experience. Ther are 8,500 Indian people in the district and Reid estimate that
over 50% were on welfare, therefore caseloads tended to be very high. Areas of
concern are welfare relief problems, child-care problems and alcoholic rehabilitation with counselling given to people moving off the reserves and into the
city.

Mr. Reid felt that a generalist person was more equipped to handle problems
in his Department and suggested courses in improved counselling and interviewing,
general psychology and child welfare be stressed. Mr. Reid felt that the tendency in so.,ial services was maintenance rather than rehabilitation but felt
that this was probably changing.
On the basis of the trend for the past 5 years,
Mr. Reid saw an overall increase in staff in his Department for the future.
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Department of Indian Affairs and Northern Development
York ton

Mr. Jenkens

Mr. Jenkens is a social work administrator. He's responsible for providing.
He's also in charge of child
welfare services both on and off the reserves.
welfare and is also involved in rehabilitation (alcoholism, handicapped, aged,
etc.)
He would like to see mature people accepted into the social work program,
He would like to see
that is people who aren't ckeamers but face reality.
people who can pick out what people's needs are and turn them into productive
He likes to see people who have minds of their own, who are honest
persons.
He would like to see law taught to the students.
and who have courage.
He never specified what type of degree he preferred if he were to hire a
He did say at present he did hire people without degrees and
social worker.
trains them himself. This was because he paid them less and found that it was
Also social workers
BA graduates.
just as time consuming to train them as
to get ahead.
their
desire
with their degrees have high turnover because of
it he hired d social worker he would expect them to have practical skills -know something about law and develop productive programs. He felt a social
worker graduate would eventually be hired but he also felt that in 10 years
there probably would no longer be a Department of Indian Affairs to hire them.

At present he has 3 social service administrators and 1 clerk.
think much of BA graduates in social work.

He didn't

Department of National Health and Welfare
Regina

Mr. Tontiga

This Department is basically concerned with Old Age Security, Family Allowance,
Guaranteed Income Supplement and Youth Allowances. This is a highly clerical and
administrative organization. Mr. Tontiga said he "couldn't see any social workers
Health and Welfare, under CAR1(Canada Assistance Plan)
anywhere in our agency".
the federal counterpart to SAP,(Saskatchewan Assistance Plan) makes sure the
Mr. Tontiga felt
provincial program is running in line with the federal one.
that "the SAP workers would experience more of the social work element in their
It becomes merely a
Little counselling is involved in CAP programs.
work".
Mr.
Tontiga
compared the
question of helping people fill out their forms.
agency to a "mail order catalogue form". "Most of our applications are received
in the mail, filed and the cheque is sent out. The clients usually don't have
any problems (other than financial ones) and if they do we would refer them to
a proper agency".

It!

National Parole Services
Saskatoon
Mr.

Caslor,

District I..epresontative - .,askatoon

This organization (Federal Government) works inside and outside correctional
institutions.
They deal with those people who apply for and have been granted
parole.
They do an evaluation of those applying and advise the National Parole
Board in Ottawa. They look after approximately 50% of the parolees in their
areas.
The remainder are divided up among other organizations such as the

They are responsible for counselling the parolee in a
numhe of areas to help him re-adjust back into society.
John iio,:ard society.

Their education preferences are as follows:
a) one MSW
L) two BSW
c) three BA's (because MSW's and BSW's are quite scarce
mostly BA's have been hired).
Lxperienco 3eems to be the key in parole services, Mr. Caslor expressed the wish
to ;e ex-inmates working for them.
Some upgrading among them is going on;
nowever, promotion L; ha:Jed primarily on merit.

Unemployment Insurance Commission
Regina

Ms. Becky Mertick

Ms. Mertick felt that no social worker would want to work at UIC be. use
basically their work is -administrative. The workers do no counselling and
very little referral although they have close communication with the Department
of Manpower and Immigration and some social service agencies. UIC requirements
for financial eligibility are quite objective and determination of whether a
client qualifies or doesn't is a relatively straightforward matter.

III.

PRIVATE AGENCIES

1. United Appeal Supported

Catholic Family Service Society
Regina
Mr. A.K. JohnL;ton

Thi:; organi...ation sponds (100 of its time and finances on family and inThoir
roni.;ts of two MSW' s, ore person short
'UN .olling.
MA in psychology and one BA who is in the BSW extension program.
tor
A tho,ii

d:vHui;

Thoy wouldn't employ any tech grads because they don't feel they are
trained well enough to handle any problem that "walks in the door". They
lack maturity, knowledge, technique, etc.
This agency would probably hire a BSW before an MSW because the BSW's
Outside of that the decision would be based on the individual's
are cheaper.
At one time this agency
personality. They feel that the day of the BA is over.
made considerable use of BA's.

Tev would like to see mature, stable people with fairly good academic
.:tadie, accepted into social work. The curriculum should be generic with
a lot of exposure to case work, group work and community organizations.
Thi, ()rgdnization isn't expanding.
This is due to a tight financial
Thus they don't foresee hiring more social workers within the next
budget.
few year:--.

Family Service Bureau
Regina

Mr. A. Mayotte

The Family Service Bureau offers such services as family counselling,
meal:; on wheels, homemaking services and a variety of educational programs
family lite, etc.
They have one psychologist and 3 social workers; 2 of whom have a Masters'
degree and the other has not yet completed her BA.

They prefer individuals who have the personality to work with people,
who have a good self image, and motivation. They should be capable of dealing
Mr. Mayotte feels a degree is an advantage but
with a client's self image.
the former personal characteristics are essential.
Mr. Mayotte feels less time should be spent teaching things such as
history and more time should be spent on practical experience and actual development.
The students should be allowed to express themselves and should be
allowed to see if they can tolerate intimate involvement with other people.
He
is can't be attained through group encounter. sessions, as is frequently
attemTted.

01

t.44400

John Howard Society
Regina

Mr. S.M. Hunter,
rxecutive Director

This is a private agency that supplies serviceo to ex-inmates (helps them
find jobs, places to live, financial backing).
They are also involved in legal
and penal reform, education of the public with regard to the ex-offender and
his problems and a limited amount of parole supervision (15 to 20% of total
time).

He felt that the ideal educational background for this work is an MSW.
Mr. Hunter hires mostly university grads in sociology and psychology. Upgrading among staff is encouraged.
Although he can hire the technical graduate
Mr. Hunter does not do so because he finds the tech grad "very young and naive".
He feels that the BA provides a more complete background and that a person with
a BA can surpass the tech grad's training in 1 year under supervision.
The agency depends heavily on volunteer help from both community members
and ex-inmates (Mr. Hunter stressed that the ex-inmate works as a community
member).
In a social work course, Mr. Hunter wants to see more emphasis on criminology, corrections, federal/provincial law, deviant psychology and sociological factors.

John Howard Society
Saskatoon

Mr. John Somback
This organization works with inmates while in correctional institutions
and after they have been released either after their sentence has been served
It is a direct service organization and work with
or parole been granted.
inmates is on a voluntary and involuntary basis. They deal with such problems
as employment, vocational or educational problems and family problems. They
have only one full-time employee in Saskatoon but make use of volunteer services.
One pilot project consists of a volunteer going into an institution and trying
to establish a relationship with an inmate that is soon to be released. It is
hoped by this that the inmate will have a contact on the outside when he is
released.
The Society usually prefers BA as a minimum for employment; however,
Mr. Somback feels more importance should be placed on individual skills, relationship and the possibility of hiring ex-inmates.

Grace Haven
Regina

Name WithoLd Upon Nequct

Thi
a private home run hy the Salvation Army for unwed mothers.
t has a capacity of 12
While they have no social workers employed
in the home itself, each girl is assigned a worker from the Department of
Social Services when she enters the home. The administrator had a high
opinion of there workers and felt they were responsible for much of the
girls' adjustment to their pregnancies.

The administrator felt that courses in general psychology and in
human relationships should be mandatory in a social work curriculum.
She
also pointed out that experience was, in her opinion, far more important
than 0,1ucation in many cases.
Placement should depend on the person and
the requirements of the job, not necessarily on education because often
highly educated people tendto talk above their clients. The administrator
has ha' ri.) formal training in social work but has worked with people
through the .salvation Army for 25 years. The home has 4 people on staff
(2 of tn.2se are housekeeping personnel; 2 arehousemothers) and tries to
stay aL. close to a family environment as possible.

Saskatchewan Association for the Mentally Retarded
Saskatoon
Mr. W.J. Dolan,
Executive Director
- ?is° present at the interview were: Dr. John Crawford
Mrs. Edna Williams
Mrs. Joan Beranek

This organization is an attempt to help those people who are mentally
Teton:ed.
They work with education of those who are retarded and the public
in general about the retarded.
They counsel parents and provide a great many
services for the betterment of life of those who are mentally retarded.
The interview centred around employees, their experience, education,
etc.
They don't have any degree people in their agency; some are psychiatric
nurses, some have no formal university training at all.
They mentioned that
in the future they will need people with social service backgrounds who can
help out in social situations but who may not necessarily be professional
people.
They mentioned that at present they couldn't afford the social work
graduates even if they needed them. Dr. Crawford specifically mentioned that
there was a negative relation between education and serving problems; "people
with degrees often can't serve clients".

1111IL
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Saskatchewan Council for Crippled Children and Adults
Regina

Mr. W. Booth,
Director

This organization provides vocational programs in various parts of the
It provides transportation for the handicapped in Regina and Saskatoon.
province.
They look after and sponsor Camp Easter Seal. They have an orthopedic appliance
shop in Saskatoon. They also have equipment loan pools in Saskatoon and work
adjustment training in Saskatoon. The interview was done in Regina. The main
They employ tradesmen,
discussion was on requirements of personnel and budget.

etc., but the important thing is rehabilitation; they felt relationship skills,
etc., are more important. In future their supervisors will require a BSW. UpFullgrading programs that are of importance now are night extension classes.
time student upgrading seems a little hard for the staff to accept and manage.

2.

Non-United Appeal Supported

Indian and Met i:; rriendship Centre
Prince? Alkirt

Mr. Alec i'vimeau

Director

This is a service organization providing help to native people in areas
of welfare, education, employment, transportation, legal problems or any other
area requested by a client. Employees must be native and preferrably be able
to speak one of the native languages. There are no social workers at the Centre
but the organization works closely with the Department of Social Services.
He
Mr. Primeau preferred experience over education in hiring employees.
was also concerned with the lack of native people in the social services. They
U914d large number of volunteers in all areas of their program and have 5 fulltime employees.
Mr. Primeau is on the Regional Advisory Board, is a liason
man for the Carter Commission and also works for the Human Rights Commission.
Other organizations using their facilities are the Metis Society, Federation
of Saskatchewan Indians, Indian Affairs and the Native Womens' Group.

Yorkton Metis Society
Yorkton

Mr. Edwin Pelletier,
President
This group is involved with such things as family problems, alcoholism,
etc., and has set up its own welfare committee to act as a liason between
workers and clients. The 4 members of the committee are all of low income
and all have been on welfare at one time or another. When problems arise
between worker and client the committee will meet with both parties and
attempt to straighten things out.
If necessary, they will appeal the case.
The Society also tries to inform people of their rights while on welfare.
There are 3 people presently employed by the government working out of the
Society office.
Mr. Pelletier felt that more native people should be involved in social
services. He also said that he would like to see welfare recipients working
as social workers because "the welfare recipient would be easier to work with".
Mr Felletier who has his grade 8) felt that ex')erience was more important than
education in working with clients.
He felt that there would be a negative
correlation between levels of education and effectiveness in working with
people.
Mr. Pelletier was invited to be a member of one of the Study's
advisory committees (General Committee) but was unable to attend.
He felt
that including consumer groups in the study was "a step in the right direction."

ele

Native Youth Discussion Program
Regina

Ms. Gwen Pelletier,
Director
Thi,, program bupplies services to young native people.
Through the use
of . tree; Woker's they help people who may be having some kind of difficulty.
This may oe caused by a drug or an alcoholic problem or because of just not
having anything to do. Their Street Workers provide and spread around information as to the function of the Discovery program and various activities
and programs they provide.
They also provide counselling where they can. Two
of the Counsellors in the Discovery program are also counsellors for the Native
Youth Movement. TI.'ey are attempting to set up a Youth Hostel and a Halfway
House.

The people employed by the Youth Discovery Program have no professional
education
and some do have their grade 12.
They receive referrals from the Department of Social Services and the
rest they will get through Street Workers or word of mouth.
They also refer
people to different agencies
They may assess individual needs of a client
and, if' they feel it is necesFar3 refer them to social service agencies such as
the Department of Indian Affairs and Northern Development or the Friendship
Centre.
They wero previously financed by Mon-Medical Use of Drugs but this is no
longer the case. They raise their own money in order to maintain their services.

The Regina Friendship Centre
Regina

Mr. Robert Stevenson,
Director

The Centre was started in 1953 as a place for native people to gather
and exp/-4,1 their own feelings without fear of criticism from white society.
They have 1 Court Worker, 2 Family Workers and a Program Director.
The
people who work there don't require any specific education to do so but
they must be native people, know how to talk with people and preferably have
some practical experience.
Mr. Stevenson would like to hire white people but his Board of Directors
won't allow this.

Cosmo Senior Citizen Recreation Centre
Moose Jaw
Mr. B. Jones

This is a recreation centre for senior citizens. The senior citizens have
They play cards,
their own program committee which draws up their programs.
A place like this seems good for these people as they get
shuffle board, etc.
out and socialize rather than sitting home and worrying about death.
There are no social workers here and no need for them.
If
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Senior Citizens' Servitms of Regina
Regina

Ms. Colleen Ottenbreit,
Executive :irector
ThiL: project was started in 1'171 under an OFY grant and was taken over in 1q7.
Dy the province.
Eighty percent of their funding comes from the Provincial
Department of Public Health. Their pupose is to help senior citizens maintain
their own homes.
They provide physical help in yard maintenance, minor repairs,
painting and housework to senior citizens on a limited income. Ms. Ottenlreit
has 8 people working for her as of May 2q, l'73 and will probably hire a total
of 15.
There are no educational requirements but they prefer grade XII graduates
and university students. These people have to be willing to do physical work
and have some degree of rapport with people.
She has no contact with the
epartment of Social Services and no social work people working there, although
.;he did say that "it might be a good idea to get social work students in the
job so they can see things like why it is important for these people to live at
home".

Browndale *
Moose Jaw

Mr. Hieber

Browndale was a treatment centre for mentally ill and emotionally disturbed
children.
It worked on two models -- the therapeutic family model and the
satellite home model.
The therapeutic family model is a home set up in the community which is
staffed by non-professionals who act as parents. This is to guarantee that
the child's life style is normalized. They don't want Browndale to become a
mini-health centre for research.
The satellite model is basically set up like the therapeutic family model
in terms of staff but the house is usually empty. By having this home the child
and or one or two of the parents can be removed from their own home for an hour
a day or as long as is needed.
The staff teach the parent how to discipline,
feed, handle, etc., the child.
The children they served were usually the most seriously emotionally disturbed kinds.
Their treatment involved trying to counteract this disturbance
by helping the child develop a better self-image.
Mr. Hieber felt that social workers should be comfortable and flexible in
their own role in a program. They should have a background in psychology,
they should know how involved to become with clients, they should know what their
roles are and they should also have practical knowledge in areas such as law.
In the past they had
Browndale hired social workers on a consulting basis.
If he had a choice between a MSW and a BSW the decision would depend
been MSW's.
on the individual.

* It is no longer in existence.
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Community Aide and Resource Centre
Saskatoon
M:;, Karon !kollett

An organization that attempts to tie all the various service organizations
It attempts to take confusion away from clients
together (into a network).
that don't know where services are located and what kinds of services are
It operates much the same as Community Switchboard in Regina.
available.
They operate a phone service of information on almost anything.
haven't got the information there, they attempt to locate it.

If they

They have a crisis line for suicide calls and other problems. These phones
The volunteers go through a three-week
are u:;ually manned by volunteers.
training period before they are allowed to handle crisis calls on their own.
It also attempts to eliminate duplication of services by keeping consumer
groups (who are setting up various programs) informed of what services are
already availcAble.

Community Counselling Centre
Regina
Ms. Marg Storey,
Project Supervisor.
(Interviewed was Ms. Pat Schuett, employee.)

The Centre handles mostly emotional problems but they also help with welfare
and housing problems if they feel an emotional need can be met by helping in
They originally had 12 people on staff but this has been cut back
these areas.
because their funding under LIP ran out on May 30, 1973. They have mostly BA
people in the social sciences working for them but if they hadn't had to hire
through Department of Manpower and Immigration they probably would have had
fewe- ,iniversity students. They hire on the basis of experience, not education.
They Lave approximately 14 volunteers working. These are mainly psychology
students because the Centre has been approved as a practicum facility. There are
no special training programs other than a regular Sunday night meeting and actual
The Centre -iso does informal research
practice with an experienced employee
work with these students.

viendship Inn
Saskatoon
MI.

Divectof.

orgatiLdtion i, located in an old building in Saskatoon.
it
d
place where anyone of any dge can come in off the street, sit down read a
magazine or just talk with friends. The older set seem to benefit the most.
They help those who, because of hard luck, find themselves down and out.
The organization attempts to find part-time jobs for these people and given
them some kind of "spark" to their lives. They work closely with other groups
such as Junction House, Welfare Rights, Legal Aide, etc.

They serve one hot meal a day - those that afford it pay a little bit
:ut there dre no questions asked (no means test). They also have clothes
donated by private citizens that are sold or given away.
Some of the food
they use is donated and they buy some with donations they receive from
businesse:;, etc.

Mr. Mills, the man in charge, has several degrees but says his most
important asset was the fact that he was incarcerated in a provincial correctional centre for two years and the Saskatchewan Penitentiary for five
years.
He feels this gave him empathy and an ability to understand people
better.

Haven of Hope Home
Kinistino

Bill and Sheila Powalinsky
Thi.3 is a private group home for mentally retarded children (up to the
age of 1 providing foster home care and training. It has been in operation
They don't require
7 years and is the only one of its kind in Saskatchewan.
They
have
only
1
fulltime
employee plus
and can't afford a social worker.
part-time help. Hiring is based on personality not education and both felt
that the young people they have hired have generally been better than the adult
In their opinion, social services has become a financial agency and
workers.
has lost sight of the people it is supposed to be helping. Both felt that the
public needed to be educated about the mentally retarded and about the social

services in general.

drN

Ketchup*
Regina

Mr. Barry Parker

organHation developed around the framework of the HeadStart program in the United States.
They worked with children who by one reason or
another were not fully prepared for the school system when they reached
five years of age.
The organization did not like to use the word "underprivileged children" but this term best described where these children
came from.
They were not a day-care centre but worked with children from
age three to five. They attempted to teach them some understanding of basic
numbers, identification problems and general every day life situations like
brushing their teeth or road safety. They wanted to be called a school
supplement not an alternative school. They had two groups, one group of
children came in the mornings and one group came in the afternoon.
There
were 40 children in each group for a total of 80 children - they had a
waiting list but they cut off at 100. They had some staff with social work
training employed. They attempted to coordinate problems with children, home
and commun:tv.
Parents had to take an active part and came into the school
at least once a month to help out. The parents worked in close association
with the Department of Social Services and other organizations such as
Harding :louse.
They felt there is a need for a permanent establishment of
this type of school instead of existing from grant to grant as they were
at the time.

* This organization is now non-existant.

Mental Health Clinic
Saskatoon

Dr. Lipscomb, Director
Mrs. A. Molloy, Supervisor of Social Workers

The objectives of this organization are "hazy" but theoretically they are
open to anyone for casework and group work such as counselling for welfare
recipients, individuals and families. Their prime "goal" is of increasing a
Dr. Lipscomb is Director of the Clinic
person's ability to function in society.
but he has given Mrs. Molloy a lot of autonomy. "He lets us run the Clinic
as far down the scale as possible".
Preferred qualifications for workers is an MSW; at this time there are no
At present
openings for BSW and nothing at all for technical people (SIAAS).
they have 3 MSW I positions (senior people requiring no supervision) and 3
:-3vchiatric nursing positions (one of which is to be upgraded to an MSW).

-,
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Sheltered Workshop
Moose Jaw
Mr. Ewdrt
Thi.; is a place where the mentally and physically handicapped work.
The
main goal is rehabilitation and if that is not possible, as is often the case,
it serves to provide work in a sheltered atmosphere. The sheltered workshop
gives the clients a place to come to, something to live for and a feeling of

importance.

They have no social workers working for them; their staff have experience
with the retarded and experience in woodwork, sewing, etc.
They do get referrals from social workers through the psychiatric branch
of the Union Hospital, Training School and City Social Services.
Mr. Swart felt a background in psychiatry was important for psychiatric
social workers.
As well patience and tolerance are important.

SIGN

Yorkton
Emma Schappert

(Society for the Involvement of Good Neighbours) is an organization
providing help to the community and opportunities for the community to help
other people. They supply counselling, homemaker's service, daycare centre,
thrift shop, etc. They have no social workers and feel no need to hire any.
Mrs. Schappert is in charge of the homemaker's service which provides any
help needed in the home to the sick, especially the aged. These homemakers
They require no special educational background and have
now number about 15.
SIGN refers clients to specialized services delittle specific training.
Some of these referrals are to social workers.
pending on needs of client.
All members of the Board of Directors are involved with the community.
Mrs. :;chappert's main qualities for the social worker are efficiency, ability
to work with people and concern for individual client needs.
SL(

U
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:street Clinic

Regina

lan Bailey

was set up to serve the needs of transient people from
our or .:askatchewan who may have no medical coverage. The Clinic was first
e.;tabl:.,I.ed on a purely volunteer basis and was run out of the Youth Hostel.
Last yea/ it was located along with the Hostel in the Old Grand Theatre.
It
was Olen t.hree nights a week with about 30 patients being seen each of these
treet

night.;.

At present they are located in their own location separate from the
They are open 7 days a week.
They have a full-time coordinator and
a full-time assistant or internal coordinator. They have a full-time nurse
and a full-time drug coordinator who does counselling. The doctors see
patient, every night starting at about 7:00 p.m. The doctors are all volunteer
peorLe. They work very closely with social workers from their region.
Some
of them volunteer their time to work on a one-to-one basis with clients.
There
13 also
rPtorral centre and liason with other services. They don't want to
i,eo, le given the run around.
Immediacy is the prime goal.
Some of their
findnco, in PrN came from the Non-Medical Use of Drugs Commission to permit
them to hire coordinators. The involvement of many types of people is over.helming.
Doctors, nurses and social workers all work together to get it
Hostel.

going.

IV.

MISCELLANEOUS

The Coordinating Council on Social Planning
Saskatoon
Mr. Jac, Midmore

The primary importance of meeting with this group was because they shared
a study with us done about a year ago on the physically and mentally handlWe received a list from Mrs. Helon, the Council's secretary in
oapped.
..asNatoon which gave us the organizations they had contacted during the study
and men.zer organizations in the Coordinating Council.

Wascana Hospital
Regina
Mrs. .3loan

Supervisor of Social Workers.

Social workers in Wascana Hospital are involved in medical social work which
covers all areas of social services as well as special areas of knowledge
acquired on the job at the Hospital. Out of 7 on staff, 4 are MSW's, 1 is a BSW,
1 is a BA taking extension classification for a BSW and 1 is an RN (working
Mrs. Sloan likes people with
Each ward has a social worker.
with children).
experience but she places emphasis on education (preferring the MSW) and the
uesire on the part of an employee to get upgrading. Workers there must be
willing to study on the job and preferably take upgrading classes at university.
They do not hire technical graduates although they had had them on field placeMrs. Sloan felt that they
This did not t.mrk out too well.
ment at one point.
probably would not expand their program extensively because the government would
Mrs. Sloan felt that courses in basic medical terminology,
not fund more positions.
illnesses, etc., should be offered to provide background for people doing her
kind of work and also some English courses because "much of social work now inMrs. Sloan also
volves saying and writing the right thing in the right way".
said that social work has become "bogged down in paperwork".

V.

CONSUMER GROUPS

Lob

i.-tmsack

(Iroup

hay t;ritfitI!, i-resident
Mrs. t:heild Liz.lkott
Mrs. Lva NiL;hnevetski
Mr:-%.

This group at present consists of about 16 active members. They have a
The
1,uilding where they hold their meetings and administer their group from.
luiluing is also used asa sub-office of Yorkton Regional Office. Workers
come there from Yorkton about twice a week. The group's key function is to
supply welfare people with information as to their rights while on assistance.
They
They may also give minor counselling to people they feel they can help.
If
also have a clothing depot where they sell used clothing quite cheaply.
They
have
a
homea person Is, despdrate, however, no funds are required.
aking service, that helps people meet the need of general home life (provision of !abysitters also come under this). T13ey also give information on
There are also some
housing to people who are looking for a place to live.
They
also
do
some work with the
old .we p..n:ioners involved with the group.
zetarded.
Their key concern about social workers is that they should be more
understanding and have far greater time than now for counselling and looking
after peoples' individual needs.

Melfort Anti-Poverty Association
Melfort

Mrs. Agnes LaFaunt, President
Ms. Fenny Kipling, Secretary

organized in the
They are a consumer group that were first going to get
have
entire Melfort Region but the existence of other groups in other' areas
Melfort.
made thi, unneces sary so they are now concerned only with the town of
able
to
Thevw0u1.1 like to get a thrift store started but as yet haven't been
financial support from governfind d e,00d place. They are hoping to receive
about
ment but have not received any as yet. They have learned a great deal
this
Welfare Rights since they have had the organization and attempt to pass
Many people have been
knowledge onto thosepersons that could profit from it.
Social Services
afraid to join the group because ,f fears of reprisal from
The Association has made a big difference in how social workers
personnel.
friendly
respond to their clients. Social workers are now definitely more
towards those in the Association.
The members were quite concerned about the welfare of their children
workers were
and their future happiness. They also felt that many of the young
how to live.
too inexperienced about life in general to be telling people
This group has a membership of about 18 with 8 to 10 usually attending
will increase when word about the
meetings. They hope that the membership
telling people
things that they are doing gets around. Some workers are even
The Association
about this group and helping them with the membership drive.
:ntenT;ted in lotting up a Day Care Centre. Their most important
function is tc help people on welfare get what they need and inform them
and guide them as to the rights. They also want to be able to "restore
dignity" in their members.
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SCAN)

Moose Jaw
Mr. A.

..;kagen, President

Mr. C. Nowal;;k1, Vice-President

3CAiO stands for the Saskatchewan Council of Anti-Poverty Organizatiol:;.
The main job of this Council is to organize, service and provide a meaningful
sense of direction to all existing and new poverty groups. They send and exchange delegates to allied organizations, decision-making bodies, boards and
agencies interested in the anti-poverty movement. They open channels of communication, initiate negotiations, meetings and consultations with governmental
departments, administrators, community and elected representatives and leaders
of organizations concerned with the anti-poverty movement. They coordinate and
sponsor conferences, study sessions, seminars, workshops, forums and public
speaking or educational engagements of value to society and the poverty movement.
They publicize, narrate and communicate with all news medias and agencies for
effective lobbies and public awareness of the needs of fixed and low income
groups and promote action to meet these needs.
They research, prepare and
engage in support of joint submissions, briefs, on legislation policies and
practices that affect those on poverty. They respond to and assist with all
personal and public inquiries and communications received from all interested
sources.
They provide an input into the Department of Social Services from
the consumers of this service. They make maximum use of all available financial and human resources within the SCAPO organizations.
They provide guidance,
counsel and coordinate job training programs, innovative projects and client
business enterprises that involves SCAPO and its groups.
It provides instructional training for good leadership to facilitate the group.

Mr. Skagen and Mr. Kowalski felt that welfare recipients should be hired
so as to free the social worker for the job he was trained to do. They felt
that due to the large case loads social workers tend to become policemen -- this
could lead to animosity between some of the workers and clients.
They felt
that social workers should do more to solve today's real life problems.
Instead of sending a client to the Department of Manpower and Immigration he should
go with him.
He should know a bit about law, should show empathy and compassion
and should realize that the basic needs of life (food, clothing, shelter) have
to be satisfied before other needs can be dealt with. A client should be
treated with dignity and as an individual. They felt there was a need for more,
but also better (more sensitive), social workers.

SCAPO Group
Moose Jaw

Mrs. Charlotte Colbow

Mrs. Colbow's main concern is for children living in low-income families.
She cited several examples of what she felt was discrimination against the welfare
It was because of this concern that she joined a Saskatchewan Antichild.
Poverty Group (her group has not met actively for 6 months but it does have
Other concerns of SCAPO groups such as hers are inevents planned forJuly).
forming welfare recipients of services available and informing recipients what
they are entitled to under welfare. Mrs. Colbow felt that City Social Services
in Moose Jaw was doing a poor job. She felt that the Provincial Department of
Social Services was easier to deal with. She cited some examples of what she
Mrs. Colbow would like to
felt was incompetence in the City Social Services.
see a caseworker with a mind of his/her own and who is allowed to use it without being "tied by those in higher positions".
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Preeceville Self-Help Group
Preeceville

John Malanowich
Tony Ht.m..er
Nick Ile:thka

a SCAPO-a:;sociated group with about 40 members. They meet every
third Wednesday of every month. They feel that they can better deal with
Social Service Agencies collectively as a group than as individuals. About sixty
to seventy per cent of the people in the Group are either mentally or physically
The group can help these people regain the hope they may have given
handicapped.
They feel the group can apply pressure where it is needed in
up and lost.
order to get things done. They also help people by informing them of their
welfare rights. They tell people about provisions for special need, that they
are entitled to but are seldom knowledgeable about.
Thi.;

A .tew members of the Group are now on ESP program, where they go around the
They
community doing light duty jobs such as carpentry, cleaning up yards, etc.
do this for low income people who may not be able to afford to get these things
They do it for the sick and those who really need this kind of help.
done.

They feel that there are not enough job opportunities in the area. Many
would like to find work but could only do so by travelling great distances
which is difficult, if not impossible.
They feel housing conditions are a disgrace, people who rent homes are not
provided with money to make necessary repairs. They also felt that enough
pressure is not put on landlords to make them keep homes in reasonably good
t:hape.

Prince Albert Education and Betterment Group
Prince Albert

Mrs. Gloria Armstrong
This is a self-help welfare group associated with SCAPO.
It attempts to
make welfare recipients more aware of the system and to accept themselves as
welfare recipients. They have about 30 members in the group which is still
in its formative stage.
These people are not necessarily on welfare (some are
unemployed, underemployed and aged).
Mrs. Armstrong resented very young workers
working in the family aide areas because she felt that she was sometimes used
"as a training program". She liked a worker to have experience and personality
and wanted to see the social services reduce caseloads so the worker could be
more effective. She also felt that social workers had too much clerical work
to do.

Mrs. Armstrong is 2nd vice-president for SCAPO.
She suggested we contact
Mrs. Ureddie Angus in Prince Albert who is President of the Education and
Betterment Group.

t.
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Yorkton Parkland Community Services
York-ton
Mr.

Jchn Wog

Y.

This is a SCAPO group which presently has three projects going. They
are gardening, cooperative buying and entertainment of senior citizens. This
group is also concerned with informing clients of their rights, helping with
their grievances, appeals and finding out what their needs are.
They feel
that SCAPO groups such as this one will take some of the load off of the
Department of Social Services.
Many people who don't know anything about SCAPO are afraid that if they
do join they will be cut off welfare.
This is why the provincial organizers
(Mr. Skagen and Mr. Kowalski from Moose Jaw) are so important.
They travel
throughout the province and explain the purpose of these groups.
They may
accomplish this through the mass media or through personal contact.
Mrs. Wog felt that social workers don't inform clients as to what
is going on. They felt that it depends on individual workers whether the
interests of the clients are kept in mind. Quite often the workers didn't
inform their supervisor of what is going on. They felt the workers pushed
their clients around making them wait for essential services and often the
Often the workers also made
clients wore shifted from worker to worker.
promises which the Department couldn't fulfill; this added to the run around
that clients receive. They felt that the worker should deal with the clients'
problem as soon as it arose, rather than making them wait and putting them
off which invariably led to the accumulation of many more problems. Better
cooperation between the client and worker were one of their main concerns.
Mr.

f,

Mr. & Mrs. Wog felt that food, appliance, recreation and clothing allowances
didn't increase to keep up with the rise in the cost of living. They felt
that this was in part due to the non-deserving welfare recipients. especially
alcoholics who didn't want to work thereby straining the existing budget.
They felt that this problem could be overcome by hiring field workers who
would go around and investigate whether there was a need or not.
They felt that those who had experienced welfare would be better social
workers.

Rights of Llok'ial Security

Yorkton
Mr. Vernon Youne,

He feels that this
Mr. Young's group is 11.3ving a hard time getting started.
people aro afraid that they will get cut off welfare if they join a
ocau
group like his. His purpose for running a Thrift Shop is primarily "to hold the
organization together". This shop seemed to receive little public interest in
Mr. Young stated that "Yorkton is a one-horse town" when
the way of donations.
it comes to the social service workers. They are afraid of their supervisors
People look down on welfare
and have little, if any, autonomy in their jobs.
Supervisors
recipients in the community and are not interested in helping them.
become too localized and "ornery" after being in Yorkton foil'several years and
some worsers might be letting personal prejudices influence their handling of
cases (for example, Mr. Young felt that welfare would like to get rid of him
because "1 don't take any bullshit and they know it").

When asked it he could recommend anything social workers could be taught
in their course, Mr. Young said he did but that he wasn't really in a position
to ,ay whlt, except that people should be taught not to fear their superiors and
to u:, 0:r own initiative more. He was also concerned about the lack of funds
for prolects hLs group would like to undertake (e.g. , their own counselling, busiMr. Young thought
recipients from welfare rolls).
ne ,e- which would remove
He
that the government should give more financial assistance to their projects.
also thought that the Appeal Board in Yorkton was unfair because it was made up
of well-oft people and "they are not going to worry about the poor".

Seekers of Security
Yorl:ton

Mrs. Ethel Genouy

Mrs. Genouy is preseully a member of this association, a SCAPO group. As
she had just joined she didn't know too much about it. Her main reason for
joining was for the sake of her children, to see if she could do something for
Ale felt that with the discrimination and the lack of opportunities,
them.
welfare children were headed for welfare themselves. She said that there
wasn't much for the youth to do so if they get into trouble what can you expect.

Formerly, Mrs. Genouy was a member of the Yorkton and District Community
The main emphasis of this group was to inform recipients of their rights.
Club.
This group broke up when the president moved to Regina.
Mrs. Genouy felt many people were taking advantage of welfare; she included
alcoholics in this group. Sne 'felt that these people knew their welfare rights
and that was how advantage was being taken of these rights. She pointed out that,
on the other hand, many people have to be on welfare, they have no other choice.
Those who take (Kiva. ,age of it make it bad for those who need it. The general
public should be educated as to what welfare is all about.
Wien asked about social workers she said she didn't have much to say be';1,0 had only had contact with one and said she was okay. Mrs. Genouy
also saia she would like to be a social worker herself to help people, especially
the youth.

Native Project Provincial Correctional Centre
Canadidn Congress of Criminology F. Corrections
Regina

Mr. Wallie McArthur
This Association describes itself as a non-discriminatory, non-racist, nonIt trys to form alliances with other similar groups and organethnic group.
It
considers
itself as a non-radical group. Being radical isn't
izations.
bad but they felt more could be accomplished with a non-radical group.
Mr. McArthur admitted having alliances with more radical groups such as the
Native Youth Movement.
They are trying to set up connections with "street" people, They have one
person who is out of the Correctional Institute and doing "street work".
He felt that many people don't know their rights and as a result this is
why there are so many in the Correctional Centres. As a whole probably only 20%
Included in this category
of Canada's total population know their rights.
would be polices lawyers, doctors, judges, etc.
Specific problems identified in institutions are:
1.

There is a lack of communication between the inmates

and

staff.
2.

Much of the counselling lacks relevance and doesn't give
practical training (i.e., how to fill out a form).

3.

Would find sometimes that it is easier to talk to a female
Mr. McArthur suggested that it might a good
than a male.
idea to have some female counsellors at the Correctional
Centre.

He recommended some of those who have the past experience of being an inmate would make good workers -- counsellors, social workers, parole officers,
John Howard workers, court room workers, etc.

Yorkton and District Community Club
Yorkton

Mrs. Nellie Ostafie

Mrs. Ostafie%es involved in this Club, a welfare rights group, which has
since been disbanded.
Although she felt that, generally, she had had good
contact with social workers she did have a complaint about the Appeals System
with the Department of Social Services and the confrontations this led to with
the social workers. Mrs. Ostafie felt that some workers should perhaps not
be "so high and mighty". Workers should have experience in the area in which
they are working and should be willing to listen. Their supervisors should
give more autonomy to them so they can make decisions themselves on individual
cases.
Mrs. Ostafie felt that welfare recipients working as social workers
would be both "more understanding and less likely to be taken".
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In attendance were the following:

Dr. H. Stalwick
Mr. 0. Driedger
Mr. G. Maslany
Mrs. Ann Midgley
Mr. Grove Lane
Mrs. Gail Surkan
Mr. K. Johns
Dr. A. Guy

-

School of Social Work
School of Social Work
School of Social Work
Department of Manpower and Immigration, Ottawa.
Department of Manpower and Immigration, Winnipeg
Regional Economist, Department of Manpower and Immigration, Regina
Department of Continuing Education, Saskatchewan
Department of Continuing Education, Saskatchewan

Dr. Alex Guy opened the meeting by stating that it had been called for the purpose
of seeing if N.11power would approve to pay half of the cost of the social service research
project to be undertaken by Mr. George Maslany. He then asked Mr. Maslany to give
us a brief resume of his project.
Mr. Maslany reported the purpose of the project is to conduct a study to determine
various characteristics of those currently employed in a social work area in the province
of Saskatchewan with special attention on those in positions with no university education.
Employers will be contacted to see what their anticipated needs for personnel
with different kinds of academic and experimental backgrounds will be.
Instead of simply having an employer match up an expressed need with existing
curriculum, employers will also be asked about the kind of training they would like
employees on the various positions to possess. Should a certain need or needs be
recurring they could possibly be incorporated into the curricula of
the university
or the technologically based programmes. Other questions will also be studied but these
answers will only be dtermined by a longitudinal study of which this study will serve
as a first stage. One of these questions would be the agreement between actual and
projected manpower needs.

As this study is being financially supported by both federal and proviL al
governments, the final report will be considered as belonging to both. Channels of
communication with both levels will stay open to keep them informed of our progress.
Information re questions on the questionnaire (the survey instrument) which will
be used willbotnecessarily be confidential but it will be treated as such.

Mrs. Ann Midgley reported that the Training and Analysis Branch of the Department
of Manpower and Immigration is interested in social work as a whole.

Mr. Maslany reported that studies of similar type are bOng done; the McCarton
Study on Manpower and John Crane's on social work. You can't study one without the
other. The employment market is being flooded with university graduates but what about
the technological graduates - are they finding employment anywhere? We are interested
in the post secondary interval oil whom the employee.will focus.
A"...x Guy than called on Dr. Harvey Stalwick to comment on the School of Social
Work's programme.

Dr. Harvey Stalwick reported that the School of Social Work began last year in
setting up a programme for students to obtain a B.S." A5 then an M.S.W. degree. To
1 Aft

This provides an opportunity for
soeene in social work to do something to further himself in that field. Both
Dr. Stalwiek and Mr. Otto Driedger went on to explain that the extension programmes are
a:so set up in Saskatoon, North Battleford and Moose Jaw. The are to aid those who
wish to further themselves while retaining t%eir employment.
1.)!de tae time en extension programme was initiated.

Mrs. Midgley then stated that in other words these are the secondary points of
th: clientele to be looked at in the research proposed by Mr. George Maslany.
Mr. Maslany remarked that to get a study of what will happen tomorrow we must
study what is going on today.
"Crystal ball gazing" is of no avail unless we see
what is occuring now.
Dr. Guy then interjected a question of how are you going to see the future needs
of the cl!eatele?
Mr. Maslany reported that a study done by Mr. J. Knapper of the University of
Sasikatchew-n, Regina Campus on the needs of geriatrics was most interesting. When
asked of the stuff, they suggested papers, magazines, television, etc., but when
asked of the geriatrics themselves they reported handicrafts, an afternoon drive
one gentleman wanted a bench to work at. Their needs are different from ;that the
staff sees.
That if
Dr. Stalwick suggested that perhaps the word "secondary" is bothersome.
we go to those that are represented we may find some good needs that at the present
time are overlooked and could be incorporated into our system.

A discussion then followed regarding the different aspect of clientele and their
needs in our society such as the Indians, single parent and so on and of future people
joining the university and their needs.
The question of the budget was then raised..

Mrs. Xidgley reported that there were a few specific points which needed to be
clarified:

Honorarium to six consultants.
1)
do not qualify for an honorarium.

If federal employees are to be used they

Mr. Grove Lane reported that this will be done through his department or from his
department end finances will be covered by the federal government.
Dr. Stalwick reported there may be consultants also from the Unit
services.

States social

Mr. Maslany interjected that the figure of six consultants is somewhat inaccurate
as in all probability it may be as high as twelve consultants.
Mr. Ken Johns wondered if this wasn't the advisory committee they were talking about
but he was advised that this was strictly consultants.
Dr. Stalwick asked if naming the consultants would be of assistance for
clarification.
Mrs. Midg ley replied that was not necessary at this time.
that no honorarium could be paid to a federal employee.

'

It was to be made clear

1r. Guy mentioned that the provincial government will provide anything required)
vri
just let them know whatever is required.
- lel -

::r6. Midgloy then wont on to the second item - purchase of a tape recorder
at the cost of $13U.00. Ti o Manpower Department will not fund equipment purchases but
rental of equipment will be accepted.
was lodc;in.z and meals at $5.00 for 54 days. This figure
thini it
seem logical. It was than explained that this was a typographical error.

does not

The fourth item of the budget was rental of office facilities and equipment.
do not have provision for rental of physical facilities.

They

Mr. Maslany then interjected that if the figure is bothersome it can be changed.

Mrs. Midgley replied that it wasn't bothersome except for the rental of office
space.
Is the university unable to have space available?
Mr. Grove Lane then mentioned that perhaps this also meant additional help such
as steno:graphic and research assistants that perhaps the tape recorder could be
included in this also.
Dr. Stalwick then asked if the 'other' item amount should have been larger and
lumped all these under the one item.
Mrs. Nidgley replied that that would have been all right.

Mr. Grove Lane then commented that this was a well articulated budget and he
wanted to ccmpliment Mr. Maslany on not camouflaging items.
Maslany then stated that there is an unanticipated expense re a trip to
Sudbury later on the week which he is planning to attend.
He also wanted to know what
flexibility we would have with the budget re such expenses.
Mrs. Midgley replied that the flexibility is fairly good.
Mr. Grove Lane was wondering if it was a plus or minus of five percent.

Mr. Ken Johns reported that on the provincial and federal level it's usually
plus or minus fifteen percent.
Mrs. Midgley replied she wasn't too certain of the percentage but there are
additional grants available.
Dr. Guy.then asked if the lines of communication will be open and we will be kept
up-to-date on all aspects.
This was affirmed by Mrs. Midgley.

Then followed a discussion regarding periodic meetingswith the various committees
and the possibility of using the data banks compiled elsewhere.
Since this study will
probably be a longitudinal study, we hope to be able to have on-going monitoring.
After this discussion Dr. Guy thanked all who were present for attending and
especially Mrs. Ann Midglay who came from Ottawa.
Neeting

then adjourned.
Ieht A
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Minutes of the Senior Committee
Meeting held June 29, 1973 at
College West.

Maslany:

We have here on our agenda a summary of our findings in those areas.
They aren't statistically analyzed as yet but I think most of the
results are so obvious that it's meaningful to "eye-ball" the data.
We are just coming to the close of the first stage of the project
which involved interviewing consumer groups, consumers of social
services, the supervisors of social service personnel and social
service employees.
If you will just look over the agenda, I don't
intend to cover it in exactly the same way that it is outlined
here.
We will probably be skipping around. If you will also look
at the format of the interview these were open-ended and these were
the general areas we covered with the people.

Just a comment I have about the preliminary results of the employee
survey.
One thing we did there, we gave them an open-ended questionnaire outlining various areas of interest to the study and thereafter we sent follow up letters which were mimeographed with the
exception that they were all individually signed. I don't know how
many times I've been approached by people humbly apologizing for the
oversight on their part that the questionnaire had been lost in their
briefcase or something like that.
I've never received such a reaction
from a mimeographed piece of paper. Maybe it was the ink at the bottom
of the pager where I put my signature. This happened on several different occasions. So personal follow-up letters really do the job.
Oh, something else that we haven't put in the agenda. We have just
finished compiling a booklet outlining the Western Canadian regional
resources with respect to social service education at the community
college and university level. We are sending a copy of these
abstracts of programs and seeing whether they have any changes,
whether they have been properly abstracted and whether there are any
errors or omissions.
I plan to have that completed within the next
three weeks.
I feel that is an important part of the study lest we
be regarded as pushing the program of the Regina Campus too much.
So that those we contact become aware of the educational resources
that are available, even though we have been getting the reaction
from the employers "we couldn't give a damn how good the program is
elsewhere what is important is that it has to be geographically
close".
It may be simply a gesture of diplomacy to prepare this and
let them knew about everything from Douglas College to Caribou
College to Red Deer and Red Ri,,er and all these places. But if they
want this information it is a very tedious, time-consuming task just
to get the information from these places.
I can just imagine the
problem it would be for a student who wanted this kind of social
service education information.
It took our staff close to three
months to get this information for our files.
In a month we will
have this educational resources in social service education available.

The other things ou all have a copy of the summaries of some of the
places we have met. We emphasize the confidentiality of the results.
We prohibit distribution of these to anyone that wasn't a part of
the study senior committee since most of the people are reluctant
to be identified personally with their statements. (Sometimes the
people we were seeing were generally "uptieht" about being interviewed and their anxieties might have gotten them to say things they
have regretted later on.) We are sending them copies of their interviews and giving them the opportunity to delete or change portions
of the interview if they see fit.
If they feel they haven't expressed
themselves properly or would like to reword things they have said they
will have the transcript of the interview and be able to make the
amendments on it. I don't think the result of this will be to lose
information but to correct it and at the same time to find out whether
people will take time to carry out editorial changes and authorize
us to quote them.
I think we can make a strong point if we can cite
a specific person as having made a point rather than saying a point
was made by someone without naming them.

Well, can we begin by discussing a point which is of most concern to
your group namely what happens to the tech grad. John, maybe you can
give us some information on this.
They were surveyed in your study
but they weren't really reported because the returns from them were
too small is that so? The Saskatchewan Institute of Applied Arts
and Science-did you survey any of their graduates?
Crane:

Maslany:

Yes, I'm sorry George but I wasn't aware that you would need this data
and I didn't bring it. They were in the sample and the returns were
reasonably high. The) were acceptable and I could give you that.
What was lata on their employment plans. We have two measures we have
from the time they were just about ready to graduate.
We have data on
their employment plans and what they saw themselves as prepared to do
and trying to prepare themselves to do and what they are'interested
in, special interests and we related that to their employment about
seven to nine months later. Now, my recollection to that is that
Saskatchewan stood out at-the community college level as having an
especially low employment rate. I really don't trust my memory but I
think it was well below 50% that turned out to be employed.
Well, this is one of the major problems I've encountered right now,
of interviewing the senior personnel responsible for that program in
Saskatoon and they were very impressed by their own in-house long
term follow-up study that they have done which indicates 60% of their
group have found social service related work experience; as opposed
to our own findings which say either I don't like them or they are
good people but I wouldn't want to marry one. No one we found, with
five exceptions which probably accounts for five vacancies for them
in this province, have indicated that they would consider a tech
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graduate for a position. Now the other thing is, it could very well
be that our definition of what social services are is excessively
restrictive even though we would like to pat ourselves on the back
by saying we have got a very liberal definition of it.
Crane:

We didn't have too much trouble with that point. We expected we
could have a lot of trouble determing whether a person was in a social
service position or not. Our overall rate of return for Canada was
about 88%. Now, I don't recall whether Saskatchewan was significantly
different.

Maslany:

How did you keep your return rate up that high?

Crane:

We got 50% return the first wave and then we sent a follow-up card and
then the percentage went up with the second wave. My impression was
that it was just a subject of their interest and that that was the
main determinant. It was a subject close to their hearts. I've had
this kind of experience in other mailed questionnaire studies. The
main determinant in the rate of replies is how relevit the whole thing
appears to the respondent and whether he has some perception that his
contribution will be useful to someone. In many cases what seemed
to be a motivating factor for community college graduates was - I hope
other people will avoid the mess I got into where they wrote marginal
comments or comments at the end - to the effect of I understood I was
entering a field which had excellent, really promising job prospects.
Then they would recite the kinds of
So I went through all this.
reasons that you had mentioned here, George, that I was too young, my
training was too thin, we don't have openings for this type of training.

Maslany:

This is something else that I find in our data I can't reconcile with
the other information I have received. My information from the
principles running the program in Saskatchewan were that the average
age of the Tech graduate is 29. Every employer is consistently saying
"I don't want any of these 18 year old kids coming around here again
doing family counselling - gosh, they haven't even passed through
on how to handle kids and so on".
puberty yet and they are advising
Somehow or another there may be another program going on that I am unIn any event there is a very major disagreement going on
aware of.
So. maybe some of the information I can get from you would
here.
help clarify this issue.

Crane:

We have age and we are going to relate age to employment by program
to region. We haven't yet done so - I wish we had.

Maslany:

Well, this is, as far as they are concerned here, one of employers)
criteria for employee selection is physical maturity and of having
experience in a respective field.

Crane:

One thing we did have is that sex is a discriminating factor.
The
women in all programs: MSW - no one is at a great disadvantage in
that program men or women, the employment rate in that group is
about 95% overall; BSW is about 60%; Community College is about
45%.
But in BSW and Community College females were at a pronounced
disadvantage.

Maslany:

I was wondering what sort of off-the-cuff projections you might have
on this John, with respect to the changes and the increase in BSW
programs in these two provinces, what effect do you think these will
have on the community college graduate? Will it be of elbowing them
out or is it just going to mean that there is going to be a surplus
of BSW's then?

Crane:

Well, I suppose we could argue that of all the BSW's only 60% of
them received jobs

Maslany:

But the increase in BSW's is this going to affect in anyway the community college graduate?

Crane:

Out data seems to suggest that there is preference for university
type people, so yes.
BSW's hit the market only in 1972 when the
numbers were relatively small.

Maslany:

So whatever happens could change rapidly within the next few years
with the introduction of the BSW right now.

Crane:

Yes, if you look we have 1971 data and 1972 data, community college
people were relatively worse off in 1972 than 1971 which could be
due to the pattern of a large number of BSW's.

Maslany:

This bringsme to the next point, somebody probably coined what I've
called the "mirror effect" before and found a different word for it.
That seemed to be easiest way.of describing it. One of the best
predictors.of who is going to give you a job is to make damn sure your
qualifications are very similar to the person that is doing the hiring.
Agencies that have people with life experiences choose life-experienced
staff. People in agencies with MSW training, guess what, choose people
with social work training.
There ate very few with off-diagonals
(employers with one type of a background choosing employees with a
different type of a background than their own). In other words, somebody with life experience usually would not want someone with academic
background and someone whose main experience is academic would not
prefer someone with life experience.
In other words, I think, if that
is true relationship, the best way of monitoring employment possibilities
is by monitoring the qualifications of the people that are doing the
hiring.
This was particularly evident in two institutions that I contacted, both correctional facilities - the one in which the employer
had a psychological background, he informed me that he would have
nothing to do with hiring a social worker because their training was
too general, they don't have any skill in anything in particular.
What we need here'are practical people like psychologists, criminologists,
things like that. We then went to the other institution that same
afternoon and the person we interviewed there told us that he wouldn't
hire a psychologist because they only knew how to give tests.
44.0
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We need somebody that is prepared to take part in an ongoing relationGuess which employer had psychological training and which one
ship.
had social work training? This is something we should be able to get
a statistical description of. Wage levels, budget constraints and
the whole question of rationalization, decisions regarding the quality
as you move down from MSW to BSW etc., should be looked at.
The employers feelings
But employers wanted a
variety of things. We
technicians.
They saw

were mixed concerning rationalization decisions.
person who is .more flexible, who can do a
want university graduates-not narrow minded
the community college graduate in the latter

sphere.

Just because a large number of people have been fighting tooth and
nail to get into certain schools doesn't mean they will have a job
when they get out. What I would like to see is a vocational Dow Jones
where you let people know what their opportunities are with respect
to different kinds of educational background. What I would like to
see or what should be happening is a feedback system from Manpower
back into the educational system in which effective counselling would
occur.
Lane:

The Department of Labour is going to put out a job vacancy survey
No, this survey is
which is put out on a monthly basis (regionally).
being done by Canada Manpower and Statistics Canada and we will try
to get you the information on it.

Maslany:

One problem is their taxonomy of social service employment positions.
They are much too general, this is really related to varying levels of
education, they have quite broad categories which are of little use to
us because of the specificity we demand.

Lane:

Canadian Classification Dictionary of Occupations (CCDO), this is going
to be the bible in terms of job area classifications. Statistics Canada
has collected all the information. Now, it is a question of being able
put it into use with the advent of the CCDO (which was used during
This will provide a useful structure to make use of the
the census).
large amount of incoming statistical data.

Crane:

There ha3 been a very interesting master's thesis done on the numbers
of MSW who have ended up in administrative jobs.

Maslany:

We could get a hold of some of the Federal Government statistics from
the Decennial Economic Survey to aid us ir. the study but that won't be
available until January 1974.
Up to now we have interviewed 37 agencies and most have been quite cooperative concerning the study except for the one group, HRDA, which
called the study a "crock of shit". HRDA is intended to help disadvantaged groups find self-supportive type of employment and industry
A worthwhile group that falls through all the traditional
et cetera.
grant agencies will be picked. up by HRDA. What we have heard is that
their net has some pretty big holes too. That is, some have fallen
through their net as wen as through the other traditional structures.
It is not unusual that certain groups would consider this study suspect.
Even though HRDA didn't give us the information they had concerning
consumer groups we are now developing our own information along this
111IPS
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We have got the go ahead from Social Services. This will constitute
who are
90% of the employers and employees, plus 90% of clients
directly affected by Social Services. We haven't contacted National
Health and Welfare but we have contacted Public Health. As fat as
social
contacting unions, because they might eventually be giving
services, we would rather work with those that are already doing
social work otherwise we will be collecting data on the shakey notion
of expectations that may never come about.
Lane:

Maslany:

Lane:

Maslany:

sample for
Maybe you would like to use Saskatchewan's CMS workers as a
There are only about a hundred counsellors in the province.
your study.
Perhaps a representative sample would be useful.
There is a large consistency between what employers want and what
employees want, the consumer, on the other hand, doesn't seem to agree
with those two groups.
The next problem is to create the actual instrument of measurement.
Hopefully, the replies we get from the various interviews will give
This is what we are
us the input to make a relevant questionnaire.
trying to find out from you people right here at this meeting.
of possibly
We at CMC are very interested because we see this as a way
supervisors
and
I think you should let our
upgrading our counsellors.
senior counsellors know about this study and let them know what your
needs are.

Fine, we will send out a letter with CMS endorsement, the proposal for
The only social
the study and the time and date of the interviews.
Most government
worker the federal government will hire is an MSW.
departments such as parole go through the Public Service Commission
Because this body is a
and we have been in contact with this agency.
know what
major hirer of employees, they should be able to let us
skills are required of the people who are going into social service
positions.

Services that they
For example, we received a request from Penitentiary
(because
have approximately 40 potential students who want upgrading
along
to
iniates are getting smarter). I passed this information
Professors Stalwick and Driedger.
but all employees
Our study will Concern not only social work graduates
the
employee may
in the Social Services. When describing his job,
training
describe it as being far more closely related to his academic
than it really is.
Crane:

Maslany:

The 1962
Not much has changed in the last 20 years in Social Services.
study shows that most employees were not meeting the qualifications
shortage of
asked for by the employer; that is, because there is a
qualified social workers in Canada even now.

currently filled
If we had qualified people they would fill vacancies
the fact that many positions
by others. An example of this would be
These positions, once
are now filled by registered psychiatric nurses.
This seems to be
the nurse leaves, will be filled by a social worker.
the trend for the future.
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Crane:

I

think there is about a 4% turnover annualy in the social
service

field.

Maalany:

I think the questionnaire will be open enough so as not to give every
one the notion that they should get a social work degree. Some people
may want training in psychology.
I think we have encountered the question of, how do
we define social
services? We can't get too broad. For example, counsellors don't
see
themselves as social workers, they don't identify with
the social services
at all. The job labels are changing
but the situation has remained
pretty well the same.
So I think we can study the system es it is rather
than as it should be.

Ewald:

You said you are not going into law or education but what about
the
direct administrative personnel etc. of the various (social aid)
programs?
What about these adminibtrators, should not they be canvassed
by the
questionnaire:

Maslany:

I'll answer your question this way. I want to restrict the study
to
direct services in Saskatchewan, although this might be a good idea for
a subsequent study. We have also contacted OFY people
and people who
are on LIP grants. Administration is a very essential part of social
work but on this study we will focus only on employees who are -directly
concerned with giving the service. Analysis of administrators` is beyond
the scope of this study although this may become part of a natural
follow-up.

Crane:

The percentage of people with a social work education doing purely
administrative work is approximately 18% - this was the case in both
British Columbia and Ontario; Most of these administrators also said
that they picked up their administrative skills after graduation.

Maslany:

People trained in one area of social work, that is in
counselling, are
doing supervisory or administrative work. This is something consumers
are also saying. Our curriculum will probably be very much like the
other schools of social work in Canada but it will have a unique feature
of social service consumers' input and employee input.

Ewald:

Maybe we should have a follow-up study on what the knowledge base of
social work should be including the secretary .of state and various
citizens groups etc. giving input into this knowledge base.

Maslany:

The two bases of social work, the interpersonal relationship
skills
and the technical administrative part are very different.
The former
is so general it could be taught but the administrative one is highly
specific departmentally and can't be really taught.
The point may be
taken that the administrative staff hasn't got as strong a need for
continuing eication as the people who work directly with people and
who want to be more effective in this regard. Up until now the technical
institutes have had the monopoly on the two-year technical courses.

-8
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and day. DREE is more
The difference between DREE and DNS is like night
certain area
concerned with specific financial programs to make sure a
The two
Lake.
gets developed industrially etc, for example, Meadow
concerned with program
agencies have much communication and DREE is more
planning whereas DNS is more of a mechanical supplier of services.

George, I'm wondering if we shouldn't take a look at the list of places
you have visited and maybe give you some ideas on that.
Maslany:

Lane:

Guy:

Maslany:

Ewald:

Maslany;

Stalwick:

Lane:

As I've pointed out in the proposal you've got your compulsive "yes"
sayers and then those who on a matter of principle won't participate in
timeless hours
any kind of research because they have been involved in
Does
the researcher
of research and surveys about which nothing is done.
he is
in his personal contact elicit the cooperation of the people
another
agency
studying thus avoiding the fact of having to go through
get the
i.e., Public Service Commission? The more cooperation you can
better off the proposal will be.

We are very happy so far with what you are doing and we know that the
spin-off from this study will benefit our organization (CMC) and its
staff development training program.
interested in the
The Department of Continuing Education are also very
supply
development of needs and analysis. We would be very willing to
added input whenever you desire it.
it simply has
I think this study ties in very well with yours John,
In this way we can
an expanded category of social services employees.
dimensions
tie our study to previous research yethopefully add some new
without biting off more of a chunk then we can chew.

in the field
We are looking to you George, now that you are an expert
the
client that
to identify the needs of training and of services to
social workers provide.

There are two things, one concerns the timing and interpretation of
representative;
the results of this study. Where do we go beyond the agency
funding
of this
the second is to anticipate continuation and alternate
project?
I would like some reaction on the dissemination of this information
(results) throughout the prairie region to all people concerned with
I have.had some contact with the faculties
training social workers.
of other schools and they have shown considerable interest but I
haven't really talked to any of the directors of these schools. I don't
think I should be the one who does the publicity (promotion) work.

You have a recent assembly of directors of the schools of social
work
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Stalwick:

Yes, sort of a meeting once a year but it's not really that satisfactory
a mechanism so really we should look to regional ways of meeting and
maybe that would be something to consider. Maybe we could have the
faculty and directors of the school meet sometime in late autumn to
consider some of the return for this study and from your study John.

Crane:

Well, I like the idea of a regional approach because I think it allows
for the possibility of including what seems to be needed - it includes
more than just the educators.
Rather than just having three autistic
prograMs which don't have much to do with each other. The BSW, MSW
and CC, none of them has that close a tie with employers. Granted
there are all kinds of competion in trying to work out relationships
between educational facilities and employers - employers want different
things, have different views. One thing I've gotten from the CASSW
project is that it would be good to have regional workshops that are
attended by representatives of all the main parties. Look at the
policy implications of a regional basis.

Ewald:

I'd like to comment on two aspects of the question Harvey. One is the
experience which Grove and I had with the Interlake Study on the Manpower implications, this involved Manpower and Immigration, DREE, Indian
Affairs, Department of Education, Sodial Services, Agriculture, the
whole range. In essence, this Senior Advisory Committee, in addition
to being a facilitator, we learned about the experience as it went
along. By its very nature attitudes developed that brought people together in wide jurisdiction for example in the areas of the academic,
the governmental system, the consumer if you like, the research group,
and it made it very understandable and meaningful as we went along to
learn and to use this in our respective experiences. I think we were
educated in a process of what was identified in the findings long before
the study was published. Long before the findings were examined in how
we would use it, it was already implemented.
I thought this was a very
useful process. That's one thing. Secondly, I happened to be on the
advisory committee of the Manitoba School with a number of people and
I find a very rigid and extremely insensitive conceit about this
broadened area of social work. Sticking with the old belly ache of
restoration and reclamation and the situation in social work so that
there seems to be some peculiar attitude there and I'm not sure how you
cope with that. Maybe the mechanism that involves you as a college
director with some other resource people with you that have either funding
or ideas or relationships that can contribute, some mechansim of interaction would be useful. But in both cases these things can be very
valuable to the program managers and certainly as secretary of stare
(just for your interest) the post secondary policy will be clearly (for
three years) and closely identified with the provinces and the federal
government with respect to universities in each of the provinces. It
seems to me this can eventually be an
(tape unclear)
to the provinces and the federal government
but let's stick
to a social work group.
I would be happy (from a federal point of
view) torelate with all of you and indeed we welcome the British Columbia
group and we may even be able to involve
(tape unclear)
and I'm sure Grove can be an entry on the federal side as Dr. Guy can
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he on the provincial side. There might be some rota value and new
I've long felt that no
data that can he mupported am a can opener.
one was responding.
Lane:

With respect to the Manitoba experience, tie research stall played a
knowledge input role and there was discussion, facilitation to a wider
(tape unclear).... along the lines of trying to disrange of
seminate, not just trying to be a singular, narrow propogantist but
rather allow -the agents of various points of view to come together
in a dialogue sense and to interact - not just for a few hours but
for a number of years.

Guy:

This not part of George's study and Harvey's
because it isn't part of the study.
(tape unclear)
obtain funding to
Now, the submission on that should go
fall.

question becomes one of
Is there any way we can
say for a week in the
where.

Ewald:

Well, I'm not fully operational in My new department but I would certainly
(tape
I think there is - there are 20 programs
explore it.
so it is hard to know at this point but I would think
unclear)
that if you could formulate a proposal I would be willing to pursue
it in our system.

Guy:

Coming from our system we would support this in a limited way if funds
I will contact all departments of Advanced
(tape unclear)
Education to give them all information available in terms of adult
In terms of university, this is the interest that we have,
education.
both from university and advanced education. People would be very
interested.

- Harvey will put request through to Secretary of State and keep
Alex Guy's Department informed.
- Three-way funding.
- To take place in late November possibly in Saskatoon.
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S.1.A.A.S. graduates received a rather unfavourable reaction from HOMO agencies
possibly because of the "mirror effect". At least this is what seems to be
happening. What will happen could be even more problematic because of the
This might also be indicative of a sampling bias
high out-put of BA graduates.
within the agency population surveyed.
We have also received information about differential use of staff, that is, not
seeing all comers as being used as social service staff under one general heading.
That ts, some people were doing this kind of work, while some people were doing
Perhaps university graduates are doing better at
much different kind of work.
a certain type of work while other graduates are doing much better at a different
line of work. John Crane will be giving us some sort of breakdown on this when
we send out the questionnaire - the employees responses may clarify that point.
Relationship batween academic background and employers reaction to his employee
seems to indicate that the employers want more qualified and more educated people.
The
The employees have been saying we want more academic qualifications.
consumer groups are saying we want somebody with common sense and somebody who
can listen.
Some schools say if the student, after entering the agency, adjusts and performs
competently (immediately) then he received a too specialized form of education.
On the other hand, if it takes 6 to 12 months of actual agency work before the
employee is competent, then anybody off the street might fill that position and
the education is, of course, redundant.
Another problem is matching the student's educational training to the job he
actually will be doing. If this does not occur further education and training
This is why
will be needed while the employee is already working on the job.
employees will be questioned concerning their present and future educational
needs.

Therefore, what the employers want to see in their social workers may not
what the clients want, that is somebody who is able to listen and who has
common sense, which may not be related to more educational background and
better theorists. One of the points that should emerge from the study is
the school should undertake a class to sensitize the student to the needs
attitudes of consumer recipients.

he
being
that
and

The main complaint of consumers is that they have yet to meet a compassionate
They want somebody with understanding and feel education has
social worker.
no bearing on this. Education may, in fact, create a gap between the recipient
and the worker because the worker will not come off his high horse. More
education may therefore create a more inhuman, insensitive worker. It may also
create a worker who is so theoretical that he may miss the fact that the guy
simply needs a job.
dr
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If we make the assumption that the more education you have, the more ineffective
you become in interpersonal helping skills, we also have presupposed tjiat all
education is the same.
The
the
new
way

two basic forms of education are academics; books and theories, etc., and
other is real life practicum experience. The extension students wanted
and better theories.
Education is fine if you can apply it and the only
you will learn that is through experience.

Many times the social worker has to decide between serving his agency or the
client and this is wrong. The agency should be set up to serve the client.

How can a school teach the three fundamental things; concern, rsponeibility
and help?
If you have got those three things what additional help is a BA?
If you don't have those three things and still have a BA does that make it
any better?
I believe that current policy and legislation is quite adequate. The way
it's being interpreted and handled is inadequate. All we have to do is fix
up the existing situation.

The recipient is afraid of the social work establishment because he has been
kicked around by it so long. So, studying the current situation day be all
right but it doesn't prove or change anything.
With the consumers organizing and getting power the social worker has got to
be careful of what he does and how he treats the client. All this involves
though, is the fear of reprisal from the supervisor. Yet, can you train somebody to be humanitarian or do they have to have that inherently?
If a worker has been taught to write reams and reams of files of histories,
useless irrelevant information gets filed and valuable time is wasted which he
could spend counselling, not writing reports.
I think social workers should be called client advocates. These guys should
be working for the clients.
If the client doesn't get his cheque, the social
worker should be prepared to fight the administration to get that cheque.
Not
like it is now. Right now there is far too much policing going on.
If 5%
(of
clients) cheat, let them cheat. Hire a Clerk II to do the job, not a social
worker. The system should expose all the information - they should not divide
the consumers from each other by keeping a shroud of confidentiality over the
system. The public doesn't really know what the welfare recipient is getting
and this is why there is such a terrible backlash from labour, etc.
The
biggest welfariz recipient is the professional, he has been getting the most
from welfare.

We have contacted about 60 agencies with a very wide perspective with over 35
consumer groups contacted.
The extension student survey gave us a good raldom sampling of social service
employees and what their desires were in terms of upgrading.
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Paying people to return the questionnaire would increase the amount of return
to give us a high enough percentage to give us reliable results.
By the end of August we hope to get the letters out. Questionnaire will be
pretested in another province. The weakness of extension student survey was
that the questionnaire may have been too open-ended and the population was
actually quite a select group (not random).
Another problem is that we train people in Saskatchewan and then they leave
for'British Columbia or the east. We should increase the number of workers
in this province and also the amount of pay they receive to keep good workers in
the province. There will be a description of
every social service program community college or university - in western Canada (14) sent out with the
questionnaire.
If a bursary is given through social services or public health the person must
remain within the province for X number of years.
(Editor's) notes this is
however, not the case.)
If we wish to establish the number of people who receive education in this
province and then leave for jobs somewhere else, then we need to establish a
baseline for such a longitudinal study. This study could conceivably do that,
at least for the social work services.
Another reason we have undertaken this study is to facilitate the planning of
curriculum for the School of Social Work.
If we do a follow-up once this program is in operation and the consumers say that this supposedly "innovative"
program is crap, having the same adverse results as other programs, at least
we have one way of monitoring that kind of feedback.
If the employees want more theoretical knowledge we should know why. Is it
because this means a better salary etc.? This kind of question should be
covered in the questionnaire. Another question to be raised about the education
of social workers is that you cannot take some graduate and expect him to work
in any field, i.e., corrections.

What degree of mobility is there once you get into the system? What if you
start out in MR, what are your chances of ending up in corrections?
Work training is really an important thing. If a person wants to specialize,
how can we get the institution to provide him with that kind of experience to
go along with his specialized education?

What I would like to see is a specialized course in, for example, corrections
with certain prerequisites.
After the course you would be granted a degree.
Yes, this is muell like our certificate program.
I work for a consulting firm and I make more money than if I had a degree.
Nobody questions my qualifications - all they want is results. That is what
counts.
They don't accept you because of a degree on your letterhead. People
don't accept you on that basis - they accept you on the basis of what you
stand for and what you do.

If the only reason you go to school is because of a high salary, that is not
enough.
If you are only in there for the money, then forget it - we are a
24 hour deal.
1 MI
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Are there any areas in which you feel there is something you could still learn problems you don't know the answers to that really bug you? Is there anyway
the questionnaire cn ask or find out the needs of this sort rather than the
traditional sort of social work education.

The point boils down to this, the worker has to be sensitive to the needs of
his client and hopefq14 he can identify with them. If he has experienced the
problems they hay.: experienced, the identification process will pose no problems.
After this you have to do something about it. Just because I feel what you
feel doesn't necessarily mean rehabilitation will occur. If we have a good
cry together that is fine, but where do we go from there?
You are talking about specific instances of experience. On the other hand
you are saying "Gee, I would really like to have a course in criminology and
corrections, but if it doesn't include getting busted and doing time" - which
are quite different.

The consumer wants an ex-consumer to serve in the paraprofessional capacity,
whereas the employers are saying we want professional people (degree people).
We don't want paraprofessionals, we don't even want SIAAS graduates in many
This is the attitude of employers.
cases.
What good does it do if you can relate real well to people but don't know
what to do and where to go to help the client?
Yes I think SCAPO represents the rank and file of public assistance recipient;.
As far as the native recipients go, they are free to join our group but we
really aren't trying to organize or mobilize that group. On the other hand,
we are working very closely with the Metis society, etc. We will only deal
with the native population on the problem of welfare rights. Anything beyond
that is beyond our jurisdiction.
We live in a society that is becoming too institutionalized. Everybody is
concerned with bulding their own occupational empire without even considering
the relationships between these occupations.
We are scaring the hell out Qf continuing education people because we are
saying put the carpenter out in the shop - when he gets to the point where
he needs to read a blueprint, then teach him how to read a blueprint. Don't
teach him before hand because then it won't have any meaning for him. I
wonder why this can't be done in the School of Social Work. Put the guy in
the field; then, when the need for training comes up, give it to the person.
One of the principles behind education is that there is something general
to the social services which is common to all. This is a common base which
all social workers need. This isn't in the form of academic theories but
rather in the form of interpersonal relationship skills, etc.
I think this is one of the important questions - what should be the order of
training in social work, education, then experience or experience and then
education.

-
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I think the use of the Community Education Centre concept in social work
training and the feedom that extension students had in class to work on
problems they considered important will make their education more relevant.
Furthermore, the knowledge the extension students gain from each other
formally and informally also helped a great deal in concretising theories.
This has also broken down the gap between the various occupations and
occupational segments of the bureaucracy.
Continuity of services is a real problem in the social services, particularly
when you have people trained in an untelated field (agriculture) doing social
work. They grab a few pay cheques and then leave to get a job in their
respective field.
Saskatchewan Federation of Labour should have a representative on this Committee.
They should have some input into this Committee. With the results
from this study, consumer groups will have something concrete from which
they can lobby for or against certain programs:.
The pre-test survey will be used exclusively to test the questionnaire itself.
That is, how good is the instrument? Hopefully this will be general enough
to be used in other provinces. The population tested in this case would be
too small to make comparisons from one province to another.
There is a conflict between paraprofessionals and the professionals and the
result is a communication gap which the client suffers from.
Maybe experience should come first, then a degree.
our emphasis on the external students.

Maybe we should place all

If experience is such an important, essential ingredient and it is precisely
what consumers want - then maybe the inexperience of the internal students
would mean they simply can't make competent social workers. 'Maybe we will
reduce or even scrap the internal students program.
But here the tricky
thing is employers won't give the students that kind of experience because they
have no degree. It all boils down to professionalism and bureaucracy to
the extreme.

UNIVERSITY or IAUKATCHCWAN. REGINA CAMPUS
PICOINA, CANADA

41 OAR
SCHOOL Of SOCIAL WORK

August 9, 1973.

To All Committee Members:

Enclosed you will find a copy of the Committee minutes.
I have edited these as well as I could considering the severe time constraints under which we are presently operating. Had there been more
time availalbe I would have been able to go through these minutes more
Nonetheless, I contend it to
thoroughly and make them more sensible.
be more than a convenient rationalization that there are advantages to
presenting minutes to you as they stand. I and other members of the
Committee expressed concern about maintaining the confidentiality of
In this case you would
what what was discussed during the meeting.
have had to be in attendance in order to make any sort of sense out of
what was transcribed. Therefore, all I expect these minutes to serve
as is as suitable cues or reminders of what had been discussed.

At times the tape was unclear and therefore it was difficult to determine what actually had been said or who had said it. There are bound
I hope that no one is too annoyed about
to be errors to both cases.
not being identified with what they said or being erroneously identified.
These errors and omissions were unavoidable.
I have one lact apology about the minutes. In places they may appear to
be incomprehensible but at the same time may have made very good sense
when they were spoken. The point is that the spoken word is not necessarily the same thing as the written word. Frequently it is found, for
example, that the most beautiful plays simply can't be converted into
novels; nor can good novels necessarily be turned into good plays.
Some things that you say lose their meaning when they are written; while
on the other hand, some written things make no sense when they are said.
In other words, since the transcript can't indicate emphasis, meaningfulness may have been sacrificed.

I trust you find these minutes informative and useful. If you have any
questions or comments about them, please drop me a note.

GWM/bk
Encl.

.
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4.11.44

G.W. Maslany, Ph.D.,
Research Director,
Social Services Manpower Project.

APPENDIX

F

METHODS OF SOLICITING INFORMATION

1.

PRELIMINARY INTERVIEWS
a) Correspondence regarding proposal*

b) Correspondence regarding interview
c) Format of interview

*This letter, accompanied by the proposal, served to initially contact
the organizations that were subsequently interviewed.

a)

Correspondence regarding proposal

Letter Sent to Social Service Employers Requesting Reactions
to Project Proposal

UNIVICIIIIITY ar IIMIKATCHILWANI REGINA CAMPUS
!MONA, CANADA
0A11

111014006 Or MAI. WORK

Dear

This is to inform you that we are undertaking a study of the existing
and projected characteristics of social service manpower in Saskatchewan.
Since your department represents one of the employers of social work personnel in this province, your cooperation will be essential to the success of
this project.
Quite briefly, the rational underlying the project derives from the
fact our School of Social Work requires some indication of the number of
social service employees under your charge, the preferred qualifications for
various positions and the kind and number of anticipated vacancies for the
coming year. At the same time we would be interested in determining the
employees to whose advantage and in whose interest it might be to apply for
credit extension classes, or some form of continuing education which we or
other institutions might be in a position to offer. Supervisors would be
questioned about the training they want their staff to have; whereas, their
staff, the prospective students, would be asked about the training that they
feel they need to better meet the demands of their position. This information
about expressed training needs would also help in the design of a curriculum
for the student who has never been employed in any social work capacity.
We believe that you could provide us with some very valuable advice
as to the best way to proceed with this study. Every effort will be made to
accommodate any suggestions you might have about any aspect of it. Many
other studies of social services have overlooked a valuable resource by
simply relegating persons, such as yourselves who were subjects of their study,
to the role of passive participants in a survey which they had no part in
developing. We do not want to make that error. We would like to put you in
the position of being an active contributor to every phase of the design and
execution of this study.
Any suggestions) criticisms or queries you might have will be given
our personal attention.
We hope to be engaged in an on-going correspondence
with everyone that expresses an interest in the study.
Feel free to call on
us either at our School (Luther College Building on Regina Campus) or telephone
(call collect 584-4575) to discuss any point you might have.
We would also
appreciate an invitation to visit you either individually or in any groups that
you might organize for such a meeting.
Yours sincerely,

Z:26
GWM/bk
Encl.

111111

G.W. Maslany,
Research Director.

(b) Correspondence regarding interview

Letter Requesting Meeting (Interview) with Groups to
Whom the Proponal had been Sent Out

UNIVERSITY Or SASKATCHEWAN, REGINA CAMPUS
MEDINA. CANADA
114111 OAS

SCHOOL Or SOCIAL WORK

Dear
We hope that you have had the opportunity to review the
proposal regarding a study of the Social Services in this province.
We are therefore quite eager to proceed with making arrangements
for a meeting wherein we can discuss the specifics of your organication involvement in this study. Some of the questions we will
be asking concern the objectives of your organization, its membership (e.g., size and involvement), its views about the social
services and specific ways in which they can be improved.
Though no organization will have to be concerned about their
confidence being betrayed by being identified directly with any
criticism they may make, the information you provide us will eventually
be fed back to respective governmental and private social service
agencies. Whatever corrective action they then take is up to them.
We can, however, guarantee action being taken in the academic realm
on whatever comments you may make. The information you provide us
will be incorporated into the curriculum of our School as a training
requirement for future social workers in the province.
The issues
you raise will be brought to these students' attention as part of
the course content and thereby help them to become better sensitised
to your expressed needs.
Hopefully our contact with you will not be any one-shot effort.
We would like this to be the beginning of an on-going correspondence
with you on these matters which are of mutual concern.
Yours sincerely,

GWM/bk

cZnI

G.W. Maslany, Ph.D.,
Research Director,
Social Services Manpuwer Project.

Request to Interviewee to Review Transcript
of Interview Sent to Them

UNIVERSITY OF SASKATCHEWAN, REGINA CAMPUS

*We

NEON& CANADA
5140 OAZ

SCHOOL Or SOCIAL WORK

Dear
Enclosed is a copy of the interview we had with you in
connection with our "Utilization and Needs of Manpower in the
Social Work Services" research project. Could we please have
your permission to quote from this interview for purposes of
our study? Should you find that errors, ommissions or additions have been made or should you have any afterthoughts on
the information you gave us or if there are certain areas in
which you do not wish to be quoted, please make the appropriate
corrections and/or deletions and forward the corrected copy to
us.
If, on the other hand, you do not wish to be quoted at
all, indicate this at the top of the interview and the information in this interview will remain confidential.
We thank you for your anticipated co-operation in this
matter.

G.W. Maslany, Ph.D.,
Research Director,
Social Services Manpower

GWM:pd
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iteminder Letter

a li

UNIVERSITY OF SASKATCHEWAN, REGINA CAMPUS
REGINA, CANADA

SAIS OAS

SCHOOL OF SOCIAL WORK

August 22, 1973

Dear Sir or Madam:

Within the last two months, you were sent a copy of the interview
conducted with you by Social Services Manpower Project personnel.
We requested that you make any editorial changes, additions o;
deletions you deemed appropriate. We also asked whether we could
have the opportunity to quote you for the final report of this study.
We are trying to get this report together, so could you please be
so kind as to cooperate with us in this matter? If at all possible,
we would like to hear from you within the week.

Yours truly,

GWM/db

P.S.

G. W. Maslany, Ph.D.
Research Director
Social Services Manpower Project

If you have misplaced or never received a copy of the interview,
let us know and we will send you another.

c)

Format for Open-Ended Interview

Key questions which were most cow
A.

ly asked of:

Social Service Employers, Supervisors and Employees
Type of services organization offers.

-

What are the goals that their service is attempting to
accomplish.

-

-

What are the means employed to realize these goals.

-

How many staff are employed and what sort of qualifications
are required for various positions under their control.

-

Would they hire a Technical graduate: Why or why not?

-

Are there any special aversions (academic or otherwise) you
have for any group that might apply for a position.

-

What qualities are stressed in selecting staff to be hired
(e.g., stress more academic or relationship type skills).

-

Do they forsee any increase in the services being offered
and any subsequent increase in staff.

-

Do they have any reactions or criticisms of our research
proposal or ideas which they would like to add.

-

-

B.

Do they know of the existence of any Consumer or Self-Help
groups, in the area of the services they provide.
What methods do they use to make the general public aware of
the services they are providing. Do they feel the publicity
they have been receiving has been adequate.

Consumer Social Service Groups
-

What basicly is the purpose of the organization or group, and
what does it do.

-

How many people are actively involved in the group.

-

Do they see an increase in the number of consumer groups in
the future, and any expansion in the membership of specific groups.

-

Are they aware of other consumer groups that they may be affiliated
with or have heard about.

-

How do they go about informing the general public of what they. are
doing (e.g. do they have any Public Relations effort).
Do they have trouble getting people to join their group. If so,
why.

-

What do they feelare the qualities of a good social worker,
(e.g., qualifications, experience). Can these qualities be
trained.

403
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B.

Consumer Social Service Groups

- continued

-

What are the objectives of Social Service
Agencies that their
members are dealing with. Are these agencies living
up to
expectations.

-

Do they have any comments or criticisms about
our Research
Proposal, and any suggestions for improving its
effectiveness.

2.

QUESTIONNAIRE:
a)

Pilot Questionnaire and accompanying
correspondence

b)

Employee Questionnaire and accompanying
correspondence

c)

Supervisor Questionnaire and accompanying correspondence

d)

Consumer Questionnaire and accompanying
correspondence

a)

Pilot Questionnaire and accompanying correspondence

Letter to Pilot SamRle (70)

iC6

UNIVERSITY OF SASKATCHEWAN, REGINA CAMPUS
REGINA, CANADA

84S CA2
SCHOC3L OF SOCIAL WORK

September 26, 1973

Dear Sir or Madam:

This is a first draft of an instrument which we
intend to use on a sample of Saskatchewan social service
employees. We would greatly appreciate your completing
this for us and also your making any marginal comments
regarding the appropriateness of items, any amendments
or additions that might occur to you. We will make
every effort to incorporate each of your comments in
the final draft of this questionnaire.

Be assured of the confidentiality of the completed
questionnaire. There is no way in which any respondent
can be identified with their response by anyone other
than project staff.
We would greatly appreciate it if we could have
the completed questionnaire returned to us within one
week of its receipt (by October 4, 1973). We will be
forwarding you a cheque for two dollars ($2.00) upon
receiving a properly completed questionnaire.
Y?urs sincerely,
VILC1

G. W. Maslany,
Research Director
Social Services Manpower Project
GWM:rab

SOCIAL WORKERS' QUESTIONNAIRE

Or-

PERSONAL INFORMATION

PART I

1.

Age:

3.

Marital Status:

2.

Sex:

Male

Single

Married

Separated

Divorced

Widowed

Other (please specify)

4.

Number of Dependents:

5.

Present Salary: (please fill in one)

/year

$
$

6.

Female

%

$

/week

a) Before the age of fifteen, what was the population of the place where you
spent most of your time?
Farm

Less than 500
500 - 1000
1000 - 5000

5000 - 10,000
10,000 - 50,000

50,000 - 100,000
over 100,000
7.

What is the approximate population of the community in which you work?
Less than 500
500 - 1000
1000 - 5000

5000 - 10,000
10,000 - 50,000
50,000 - 100,000
over 100,000
8.

/month

Present employer (name and address of organization):

2 -

9.

Name of immediate supervisor (please specify address if different than that in
Question 8):

(Please note, the information obtained in Questions 8 and 9 will be used only
in compiling a list for distribution of the Supervisors' Questionnaire. All
information supplied in this questionnaire is strictly confidential and will
not be connected in any way with you personally.)
10. Present employment status:
11.

Part time:

Full time:

a) In addition to your present job, do you work in any other areas (related or
(if no, go on to
unrelated to your job field)? Yes
No
Question 12).
b) If the answer to the above question is yes, in which other areas do you work?
Approximate amount of time spent

Areas

hrs/wk
hrs/wk
hrs/wk
hrs/wk
hrs/wk

Social Services
Nursing
Teaching
Religious Field
Human Services other
than Social Work
(please specify)

hrs/wk
hrs/wk
hrs/wk
hrs/wk

Agriculture
Direct Sales
Administration
Other (please
specify)

hrs/wk

c) Are any of the above paid positions?
12.

Yes

No

a) Are you a member of any professional association (e.g., Saskatchewan Association of Social Workers, Psychiatric Nurses Association, etc.)?
Yes

No

(if no, go on to Question 13)

b) If the answer to Question 12 (a) is yes, please list the association(s):

09

.S.
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PART II

13.

EDUCATIONAL BACKGROUND

Have you successfully completed senior matriculation (i.e. Saskatchewan grade
twelve or equivalent)?
Yes

14.

No

Have you studied in a university, technical or community college course?
Yes

No

(if no, go on to Question 21).

If answer to Question 14 is yes, please complete the following questions in
the appropriate areas.
Technical Training and/or Community College Course:
15.

Name and location of institution(s) attended

16.

Name of program(s) taken:

17.

Have you successfully completed this course of studies? Yes

No

University:
18.

19.

Please list any formal degree(s) held.
obtained degree.

Begin with the highest or most recently

Degree

Minor Field(s)

Major Field(s)

Year obtained

a) Are you working towards or planning to obtain a degree or certificate in the
near future?
Yes

No

(if no go on to Question 20)

b) Type of degree or certificate:
Subject Area:

410

20.

a) If you are not working towards or planning to obtain a degree or certificate,
what areas would best describe the classes you have taken?

No. of classes taken
Psychology
Sociology
Political Science
Social Studies
Anthropology
History
Economics
Social Work
Other (please specify)

10011.111111.1i1=111

raucation
Administration
Humanities
Other (please specify)

b) Of the above classes which of those you have taken were most relevant to the
job you are now doing? (Please check.)
Most Important

Important

Psychology
Sociology
Political Science
Anthropology
Social Studies
History
Economics
Social Work
Education
Administration
Humanities
Other (please specify)

Least Important

0141......
01011111111110111111

=.1011.
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21.

If you plan to take courses for academic credit, either for a degree or for other
purposes, which of the following best describes your reasons for doing so?

Most
Important

Important

Least
Important

Field or rroblem that interests me
Better understanding of my own agency
Increased ability to work with clients
Improved techniques (e.g., improved
counselling skills, writing case
histories, etc.)

Better understanding of social work
policy
Better understanding of social work
.philosophy
Greater opportunity for advancement
within my agency
Greater opportunity for
(if
outside my agency.
please specify the name
of the agency you would
into.)

advancement
possible
and location
hope to move
mi11141111.

1101/111110111111111110

(By asking this question, we hope to
determine whether or not academic upgrading increases job mobility either
within or outside the province.)
Other (please specify)

22,

If you do not plan to take any further courses for academic credit, either for a
degree or for other purposes, which of the following best describes your point
of view? (Please check where applicable.)
Very
True

I have had all the formal education I
need at this time

I already have obtained the academic
credit I need for a salary raise,
promotion, or a professional
certificate
's

True to
Some
Extent

.111ft.

Not true
At All

22.

- continued
Very
True

True to
Some
Extent

Not true
At All

I do not need further academic work
to succeed in the job I am now doing
I have family responsibilities which
do not allow me time for further
academic work

I cannot afford financially to take
further academic work
My career goals are too uncertain at
this time

..11110111.111..=

I need additional work experience
before undertaking further academic
training
4M.111111111111.1111,000110

There are no institutions near the
community in which I live (work)
that offer appropriate academic
programs
I have not found an academic program
that meets my particular interests
Other (please specify)

23.

In what areas can social work educati on (in a 8SW program or certificate program)
be made relevant to the work you are now doing? (Please check the appropriate.)

A. Fields of Study

Most
Important

Family Services
Child Welfare
Community Planning
Group Work
Physical Rehabilitation
Mental Retardation
Psychological Services
Medical Services
Mental Health
Alcoholism and Drug Abuse
Corrections
Public Assistance (i.e., administering financial aid)

413

Important

Least
Important

- 7

23.

-

continued
Most
Important

A. Fields of Study

Recipients of social services
(e.g., needs and ideas of
welfare recipients, inmate
groups, etc.)
Research
Administration
Other (please specify)

Important

Least
Important

.111111.M=111.1110

=111111111110

014111

B. Techniques

Human relationship skills
Counselling skills
Supervisory skills
Clear expression of ideas
- written (e.g., classes
in writing case histories,
reports)
Clear expression of ideas
- oral (e.g., classes in
public speaking)
Other (please specify)

1111111MINI.
OINIINIMIUMENIna

.S.1
IMMINIMIIIM

0101111.

C. General

Human growth and development
(e.g., classes in general
psychology)
Knowledge of community resources
(e.g., location and services
provided by various social
service or related agencies)
Social work philosophy
Social work policy
Legislation (i.e., knowledge
of statutes relevant to social
services such as the LandlordTenants Act, Saskatchewan Assistance Plan)
Other (please specify)

414
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24.

If educational upgrading was a requirement for your promotion, do you feel financial
responsibility for this upgrading should lie on:
Yourself
Your employer
Yourself and your employer

25.

a) If financial responsibility for upgrading was placed on you, no matter what
the reason for upgrading was, would you still take the upgrading?

No

Yes

(if Yes, go on to Question 26)

b) If the answer to Question 25 (a) is NO, would you take this upgrading if it
was a requirement for your promotionr
Yes
26.

No

(if No, go on to Question 27)

If you decided to take upgrading would you prefer to take:
Evening classes
Day classes
Leave of absence from work for
full time course attendance
Classes by special arrangement
for individual instruction

PART III

PREVIOUS WORK EXPERIENCE

If, prior to your present job you were ever employed elsewhere, please answer
Question 27.
(If you have never been employed prior to your present Job, go
on to Question 28.)
27.

In which of the following areas were your previously employed?
Number of years employed
Social Services
Nursing
Teaching
Religious Field
Human Services other than
Social Work (please specify)

Agriculture
Direct Sales
Administration
Other (please specify)

-928.

a) Prior to your present job, did you ever do volunteer work?
Yes

No

(if No, go on to Question 29)

b) If, prior to your present job, you did volunteer work, please check where
applicable.
Year(s) employed
(e.g., 1970-72)
Corrections
Child Welfare
Mental Retardation
Senior Citizens
Mental Health
Youth
Alcohol and Drug Abuse
Minority and/or Ethnic
Groups (please specify)

Oorch Groups

111.

Recreation
Other (please specify)

29.

What was your main reason for entering the social service field?

(Check one only.)

Life experience
Volunteer work
Desire to help people
Salary
Status
Better ability to facilitate
social change
Problem or area of special
interest to me
No other employment available
Other (please specify)

30.

a) Have you ever been a consumer of the services you are now providing or a consumer of related social services? (e.g., Have you ever been on welfare?)
Yes

No

b) In what way were you a consumer?

(if No, go on to Question 31)

10PART IV

PRESENT EMPLOYMENT

31.

What is your job classification? (E.G., Social Service Worker I, Social Worker I,
Registered Psychiatric Nurse, Social Worker.) Please be as specific as possible.

32.

What is the highest salary available in your classification?

33.

a) Are you working with a caseload?
Yes

No

(if No, go on to Question 34)

b) If Yes, how many do you presently have on your caseload?

34.

Are the qualifications for your present position the same as when you were hired?
Yes

35.

(if Yes, go on to Question 36)

No

a) If the answer to the above is No, have the qualifications been upgraded?
Yes

No

(if No, go on to Question 36)

b) What have the qualifications been upgraded to?

36.

Is it the purpose of your work to work with or prevent problems in any of the
following areas? (Please check where appropriate.)
Individuals and families
Small groups (please specify)

Client self -help groups
Supervision and consultation
Education and staff development
Administrative responsibilities
None of these areas

37.

Which of the following represents what mare attempting to accomplish in your
job?

Most
Important

Important

Least
Important

Provide and/or maintain minimum
standards of physical well-being
11111111111111=11MO

11111111111.11110

Helping people to become selfsufficient
Helping people to avoid dependence
on social services
ImanOmmx.

improve the organization or
delivery of social services
Increase opportunities for social
and/or political participation of
disadvantaged groups

Changes in welfare philosophy,
attitudes or policies of society
as a whole
OINININVININY.1.10

Other (please specify)
11.110..M111.1.

38.

What means are you using to enable you to accomplish your goal(s).
applicable.)
Counselling
Therapy
Rehabilitation
Family planning
Child placement and/or care
Providing financial assistance
Providing adequate housing
Job placement
Working with volunteer groups
Organizing and/or working with
client self-help groups
Presenting briefs, papers or
lectures
Research
Other (please specify)

VallopM111011111.16

81!11111111110

(Check where

- 12 39.

a) Within your organization, what is the most important qualification in hiiing
people for a position such as yours?

01

Related experience
Educational background
Both qualifications are
equally important
Other (please specify)

b) What would you feel is the most important qualification in hiring people for
a position such as yours?
Related experience
Educational background
Both qualifications are
equally important
Other (please specify)
0111411~M111.410

40.

a) What would best describe the necessary qualifications for promotion in your
organization?
Most
Important

Important

Least
Important

Merit (on the job performance)
Previous work experience

10111.1

.11111111.01111100

Educational background
...1111=1.11011M1dENI

b) What do you feel should be the necessary qualifications for promotion in
your organization?
Most
Important

Important

10

Merit (on the job performance)
Previous work experience

Least
Important
mw111014111111...1.

.....m.sw

Educational background
41.

a) Do you feel you are working fairly independently of supervision?
Yes

(if yes, go on to Question 42)

No

b) If the answer to Question 41 (a) is No, do you feel your effectiveness
social worker is reduced because of ifils?
Yes

No

- 187 -
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PART V

GENERAL ATTITUDES

Please answer all of the following questions to the best of your ability.
42.

In general, employable clients are (choose only one):

victims of the socio-economic system
victims of their own lack of ambition

gmlowaprowo
11.11111011110

In the following questions the ratings are as follows:

Strongly Disagree
Disagree
Undecided

Agree
Strongly Agree
43.

means you
means you
means you
number of
means you
means you

disagree with almost no exceptions
disagree with some exceptions
agree or disagree in approximately the same
cases
agree with some exceptions
agree with almost no exceptions

Clients' rights groups should be allowed to determine the amount of assistance
necessary for an adequate standard of living ("assistance" refers to all aid,
financial or otherwise, provided by social service or related organizations).
Strongly Disagree
Disagree
Undecided
Agree
Strongly Agree

44.

Consumers of social services (e.g., welfare recipients, ex-inmates, foster
parents) would make good social workers.
Strongly Disagree
Disagree
Undecided
Agree
Strongly Agree

45.

Clients' rights groups should be a strong force in social change.
Strongly Disagree
Disagree
Undecided
Agree
Strongly Agree

46.

One should support clients' rights groups in their function.
Strongly Disagree
Disagree
Undecided
Agree
Strongly Agree

420
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The more education one has, the more difficult it becomes to communicate with
one's clients.
Strongly Disagree
Disagree
Undecided
Agree
Strongly Agree

48.

Competence in the social service field is determined by: (please rate in order
of importance: 1 - most important factor; 2 - second most important factor, and
so on.
If you do not feel that one or more of the factors listed is significantly
important, place a zero (o) beside this factor.)
Life experience
Educational background
Previous work experience
One's personality (e.g., one's
ability to work with people)

49.

Are you aware of the existence of any clients' rights groups?
parents associations, inmate rights committees.)
Yes

50.

No

Would you help clients' rights groups in their function? (E.g., helping clients
organize such groups, acting as a public relations person for such groups.)
Yes

51.

(E.g., foster

No

Undecided

In general, when deciding a course of action to be taken with your clients,
what are you most strongly influenced by? (Check only one.)
Your client
Own judgement
Employer (supervisor)
Agency policy
Community expectations

THANK YOU FOR YOUR TIME.

421

b)

Employee Questionnaire and accompanying correspondence

Request for Lists of Employee Names (132)

.

UNIVERSITY OF SASKATCHEWAN, REGINA CAMPUS
REDINA. CANADA

SAS 0A2
SCHOOL OF SOCIAL WORK

Dear

Re: The Utilization and Needs
of Manpower in the Social
Work Services in Saskatchewan
Study

We would like to inform you that the first phase of our
Study involving interviews with personnel of various Social
Service organizations throughout the province has been completed. The response to this phase of the project was excellent and the information obtained through these interviews
is of great value to our study.
The second phase of our study involves the distribution
of two questionnaires. One questionnaire is designed for the
employees in various social service agencies, while the other
is designed for the supervisors within these agencies. The
success of our study will depend greatly on the response we
get to these questionnaires.

We would very much like to have your organization participate further in this Study by allowing your staff to fill
out our questionnaires.
If you could send us the names and employment addresses
of your staff who are involved in supplying direct social
services, we would then be able to send the questionnaires
out to them.

Could you please send us this information at the earliest
possible date.
We will be forwarding the results of our analyses to you
when they are completed.
Yours truly,

GNM/bk
Encl.

423

G.W. Maslany, Ph.D.,
Research Director,
Social Services Manpower Project.

Reminder Letter (85)

ti
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UNIVERSITY OF SASKATCHEWAN, REGINA CAMPUS
MEDINA. CANADA

548 OA2
SCHOOL OF SOCIAL WORK

Dear

Re: The Utilization and Needs
of Manpower in the Social
Work Services in Saskatchewan
Study
This letter is intended as a reminder to you that
we have not yet received the names and working addresses
of your staff members who are employed in the supplying
of direct social services. Could you please forward to
us these names and working addresses as soon as possible
(preferably within the next week). Your cooperation and
participation in this part of the study are of utmost
importance to its completion and success.
If for any reason you have any objections about
sending this information or if you have any criticisms
about the study, please feel free to call us (collect)
at 584-4575; or to write if you prefer.

We thank you for your anticipated cooperation in
this matter.
Yours truly,

Dr. G.W. Maslany
Research Director
Social Services Manpower Project.

GWM/mw

Letter Sent to Organizations Wishing to Distribute
Their Own Questionnaires

(7)

UNIVERSITY OF SASKATCHEWAN, REGINA CAMPUS
;v04.0111.:

REGINA. CANADA

248 CA2
SCHOOL. or SOCIAL WORK

November 8, 1973

Dear Sir or Madam:

Re: The Utilization and Needs of Manpower in the
Social Work Services in Saskatchewan Study

Enclosed are the social service employee questionnaires
which you agreed to distribute to your staff'members involved
in supplying direct social services. With each questionnaire
is an explanatory letter and a stamped return envelope
for the convenience of your staff.
Please do not hand out the questionnaires to any of
your staff who are employed as supervisors or directors;
that is those who spend a large amount of time directing
other social service personnel. We will be sending a
supervisors questionnaire to these people. Could you
please send us the names and working addresses of the
supervisors and directors in your agency so that we will
know how many questionnaires to send.
We would appreciate having the questionnaires returned
within a week. Thank you for your cooperation and interest
in our study.

Yours sincerely,

G.W. Maslany, Ph.D.
Research Director
Social Services Manpower Project.

GWM/mw
Encl.

4%7

Letter to Managers (9)

UNIVERSITY OF SASKATCHEWAN, REGINA CAMPUS
ME NA. CANADA
13413 DAZ

SCHOOL OF SOCIAL WORK

November 8, 1973.

Dear
Re:

The Utilization and Needs of
Manpower in the Social Work
Services in Saskatchewan Study

Enclosed are the social service employees questionnaires
which you agreed to distribute to the counsellors on your staff.
With each questionnaire is an explanatory letter and a stamped
self-addressed return envelope for the convenience of your staff.
Please return the questionnaires within one week.
We will be sending another questionnaire, similar in nature,
designed specifically for managers, assistant managers, and
section supervisors. Could you please send us the names of the
people in your office employed in such positions and we will return
to them the supervisors questionnaire.
Thank you for your cooperation and interest in our Study.
Yours sincerely,

GWM/bk
Encl.

G. W. Maslany, Ph.D.,
Research Director,
Social Services Manpower Study.
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Letter Accompanying Questionnaire to Canada Manpower
Employees - Unpaid

Participants,

(97)

ds
110;

UNIVERSITY OF SASKATCHEWAN, REGINA CAMPUS
REGINA. CANADA

545 0A2
SCHOOL. OF SOCIAL WORK

November 8, 1973
Dear Sir or Madam:
Re:

Utilization and Needs of Manpower in the
Social Work Services in Saskatchewan Study

You have been identified by your employer as being involved
in some aspect of the provision of social services. We are
enclosing a questionnaire which requests information from you
about a number of areas including particulars about your
employment history, jobs that you are doing now, social servicerelated attitudes, and your ideas concerning further upgrading.
The reason that we are asking these questions is that a number
of private, governmental, and educational groups have expressed
great interest in the answers to questions such as those
contained within the questionnaire. In particular, these
groups are interested in finding out what social service
personnel are actually doing, and the sorts of training or
experience they would like to obtain to better enable them to
carry out their responsibilities. The results of this survey
will provide valuable information about what social services
are doing at the present time and the direction in which various
sectors wish them to head.
It should be noted that this type of information should
not only be of interest to the groups mentioned above but to
everyone employed in and affected by the delivery of social
Our ultimate aim is to improve this delivery of
services.
services and this survey represents a first step towards
accomplishing this end. The success of this study depends upon
your cooperation in completing and returning this questionnaire
Be assured of the confidentiality of the completed
to us.
There is no way in which any respondent can be
questionnaire.
identified with their response by anyone other than project staff.
We thank you for your anticipated cooperation in this
If you are interested in the results of this study,
matter.
please check the space provided at the end of the questionnaire and
we will be pleased to forward you a copy of the final report when
it is completed.
Yours sincerely,

GWM/mb
Encl.

"

G. W. Maslany, Ph.D.
Research Director
Social Services Manpower Project

42.1.
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Letter Accompanying Questionnaires to Employees in
Organizations Wishing to Distribute Their Own
Questionnaires (134)

UNIVERSITY OF SASKATCHEWAN, REGINA CAMPUS
MINA, CANADA

545 3A2
SCHOOL OF SOCIAL WORK

November 8, 1973
Dear Sir or Madam:
Re:

Utilization and Needs of Manpower in the
Social Work Services in Saskatchewan Study

Your organization has been identified as being involved in
some aspect of the provision of social services. We are
enclosing a questionnaire which requests information from you
about a number of areas including particulars about your
employment history, jobs that you are doing now, social servicerelated attitudes, and your ideas concerning further upgrading.
The reason that we are asking these questions is that a number
of private, governmental, and educational groups have expressed
great interest in the answers to questions such as those
contained within the questionnaire. In particular, these
groups are interested in finding out what social service
personnel are actually doing, and the sorts of training or
experience they would like to obtain to better enable them to
carry out their responsibilities. The results of this survey
will provide valuable information about what social services
are doing at the present time and the direction in which various
sectors wish them to head.
It should be noted that this type of information should
not only be of interest to the groups mentioned above but to
everyone employed in and affected by the delivery of social
services.
Our ultimate aim is to improve this delivery of
services and this survey represents a first step towards
accomplishing this end. The success of this study depends upon
your cooperation in completing and returning this questionnaire
to us.
As an added incentive to you, we will be sending you a
cheque for one dollar
($1.00) on its receipt. We believe that
you have the right to receive financial compensation for your
time and effort.
In order for us to send your cheque, it is
very important that you enclose your name and working address
with the completed questionnaire.
Be assured of the confidentiality of the completed questionThere is no way in which any respondent can be identified
with their response by anyone other than project staff.
naire.

We thank you for
If you are interested
space provided at the
to forward you a copy

your anticipated cooperation in this matter.
in the results of this study, please check the
end of the questionnaire and we will be pleased
of the final report when it is completed.
rs sincerely,
Al

G. W. Maslany, Pte. D.

GWM/mb

Research Director
Social Services Manpower Project

Encl.
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Letter Sent to Employees (1181)

"14

t

UNIVERSITY OF SASKATCHEWAN, REGINA CAMPUS
REDiNA. CANADA

S4S 0A2
SCHOOL Or SOCIAL WORK

November 8, 1973

Dear Sir or Madam:

Utilization and Needs of Manpower in
SW Social Work Services in Saskatchewan Study
Re:

You have been identified by your employer as being involved
in some aspect of the provision of social services. We are
enclosing a questionnaire which requests information from you
about a number of areas including particulars about your
employment history, jobs that you are doing now, social servicerelated attitudes, and your ideas concerning further upgrading.
The reason that we are asking these questions is that a number
of private, governmental, and educational groups have expressed
great interest in the answers to questions such as those
contained within the questionnaire. In particular, these
groups are interested in finding out what social service
personnel are actually doing, and the sorts of training or
experience they would like to obtain to better enable them to
carry out their responsibilities. The results of this survey
will provide valuable information about what social services
are doing at the present time and the direction in which various
sectors wish them to head.
It should be noted that this type of information should
not only be of interest to the groups mentioned above but to
everyone employed in and affected by the delivery of social
services. Our ultimate aim is to improve this delivery of
services and this survey represents a first step towards
accomplishing this end. The success of this study depends upon
your cooperation in completing and returning this questionnaire
As an added incentive to you, we will be sending you
to us.
($1.00) on its receipt. We believe
a cheque for one dollar
that you have the right to receive financial compensation for
your time and effort.

Be assured of the confidentiality of the completed
There is no way in which any respondent can be
questionnaire.
identified with their response by anyone other than project staff.
We thank you for your anticipated cooperation in this
If you are interested in the results of this study, please
matter.
check the space provided at the end of the questionnaire and we
will be pleased to forward you a copy of the final report when
it is completed.
Yours sincerely,

11101

GWM/mb
Encl.

41:7.5
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.

G
G. W. Maslanv, Ph.

Research Director
Social Services Manpower Project

Letter Sent to Association of Social Work Employees

(30)

.:vak v

UNIVERSITY OF SASKATCHEWAN, REGINA CAMPUS
REGINA. CANADA

S48 CA2
SCHOOL OF SOCIAL WORK

November 8, 1973
Dear Sir or Madam:
Re:

Utilization and Needs of Manpower in the
Social Work Services in Saskatchewan Study

You have been identified as belonging to the Association
of Social Workers and therefore we assume your involvement in
some aspect of the provision of social services. +We are
enclosing a questionnaire which requests information from you about
a number of areas including particulars about your employment
history, jolJs that you are doing now, social service-related
attitudes, and your ideas concerning further upgrading. The
reason that we are asking these questions is that a number of
private, governmental, and educational groups have expressed
great interest in the answers to questions such as those contained
within the questionnaire. In particular, these groups are
interested in finding out what social service personnel are
actually doing, and the sorts of training or experience they
would like to obtain to better enable them to carry out their
responsibilities. The results of this survey will provide valuable
information about what social services are doing at the present
time and the direction in which various sectors wish them to head.
It should be notcd that this type of information should
not only be of interest to the groups mentioned above but to
everyone employed in and affected by the delivery of social
services. Our ultimate aim is to improve this delivery of
services and this survey represents a first step towards
accomplishing this end. The success of this study depends upon
your cooperation in completing and returning this questionnaire
As an added incentive to you, we will be sending you
to us.
a cheque for one dollar
($1.00) on its receipt. We believe
that you have the right to receive financial compensation for
your time and effort.
Be assured of the confidentiality of the completed
questionnaire.
There is no way in which any respondent can be
identified with their response by anyone other than project staff.
We thank you for your anticipated cooperation in this
matter.
If you are interested in the results of this study,
please check the space provided at the end of the questionnaire and
we will be pleased to forward you a copy of the final report when
it is completed.
Y rs sincerely,
G. W. Maslany, Ph.
Research Director
Social Services Manpower Project

GWM/mb
Encl.
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Letter Sent to Saskatchewan Psychiatric Nurses Association
Members (611)

AA

UNIVERSITY
UNIVERSITY OF SASKATCHEWAN, REGINA CAMPUS
REGINA. CANADA

549 0A2
SCHOOL OF SOCIAL WORK

November 8, 1973
Dear Sir or Madam:
Re:

Utilization and Needs of Manpower in the
Social Work Services in Saskatchewan Stud

You have been identified as belonging to the Psychiatric
Nurses Association and therefore we assume your involvement in
some aspect of the provision of social services. We are
enclosing a questionnaire which requests information from you about
a number of areas including particulars about your employment
history, jobs that you are doing now, social service-related
attitudes, and your ideas concerning further upgrading. The
reason that we are asking these questions is that a number of
private, governmental, and educational groups have expressed
great interest in the answers to questions such as those contained
within the questionnaire. In particular, these groups are
interested in finding out what social service personnel are
actually doing, and the sorts of training or experience they
would like to obtain to better enab5.e them to carry out their
responsibilities. The results of this survey will provide valuable
information about what social services are doing at the present
time and the direction in which various sectors wish them to head.
It should be noted that this type of information should
not only be of interest to the groups mentioned above but to
everyone employed in and affected by the delivery of social
Our ultimate aim is to improve this delivery of
services.
services and this survey represents a first step towards
The success of this study depends upon
accomplishing this end.
your cooperation in completing and returning this questionnaire
As an added incentive to you, we will be sending you
to us.
($1.00) on its receipt. We believe
a cheque for one dollar
that you have the right to receive financial compensation for
your time and effort.
Be assured of the confidentiality of the completed
questionnaire. There is no way in which any respondent can be
identified with their response by anyone other than project staff.
We thank you for your anticipated cooperation in this
matter. If you are interested in the results of this study, please
check the space provided at the end of the questionnaire and we will
be pleased to forward you a copy of the final report when it is
completed.
Y rs sincerely,

GWM/mb
Encl.

4141A(OkAAAA,
G. W. Maslany, Ph.DO
Research Director
Social Services Manpower Project
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SOCIAL SERVICE MANPOWER PROJECT

SOCTAL SERVICE EMPLOYEE QUESTIONNAIRE

PART I

1.

Age:

3.

Marital Status:

PERSONAL INFORMATION

2.

Married

Separated

Divorced

Widowed

Other (please specify)

Number of dependents:

5.

Present Salary (please fill in one)

$

/year

$

/week

/month

What was the population of your place of residence up to the age of fifteen?
(i)
(ii)
(iii)
(iv)
(v)
(vi)
(vii)
(viii)
(ix)

7.

Female

Single

4.

6.

Male

Sex:

Farm
Less than 500
500 - 1,000
1,000 - 5,000
5,000 - 10,000
10,000 - 50,000
50,000 - 100,000
Over 100,000
Hard to say - moved at least three times

What is the approximate population of the community in which you work?
(i)
(ii)
(iii)
(iv)
(v)
(vi)
(vii)

Less than 500
500 - 1,000
1,000 - 5,000
5,000 - 10,000
10,000 - 50,000
50,000 - 100,000
Over 100,000

Present employer (name and address of organization):

9.

Name of immediate supervisor (please specify address if different from that in
Question 8):

(ilea:;e note, the information obtained in Questions 8 and 9 will be used only in
compiling a list for distribution of the Supervisors' Questionnaire.
All information supplied in this questionnaire is strictly confidential and will not be
connected in any way with you personally.)
10.

a) Are you a member of any association related to your job (e.g., Saskatchewan
Association of Social Workers, Psychiatric Nurses Association, etc.)?
No

Yes

b) If the answer to Question 10 (a) is yes, please list the association(s):

PART II

11.

Have you successfully completed senior matriculation (i.e., Saskatchewan Grade XII
or equivalent)?
Yes

12.

EDUCATIONAL BACKGROUND

No

a) Have you studied in a university or other post - secondary institution?
Yes

No

b) If the answer to Question 12 (a) is yes, please complete the following questions
in the appropriate areas.
Non-university Post Secondary Course:
13.

Name and location of institution(s) attended

441
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14.

Name of academic program(s) taken:

15.

Have you successfully completed this course of studies?
No

Yes

Univen;ity
16.

Name and location of university(ies) attended:

17.

Please list any formal degree(s) held.
obtained degree.

Begin with the highest or most recently

Major Field(s)

Degree

Year Obtained

Minor Field(s)

111.111,

18.

a) Are you working towards or planning to obtain a degree or
work related courses in the near future?
Yes

.

tificate in social

No

b) Type of certificate or degree sought:
University of Saskatchewan, School of Social Work, Regina:
(i) Undergraduate BSW program (internal studies)
(ii) BSW Extension study program (external studies)
(iii) Certificate in Social Service

University of Saskatchewan, Extension Division, Non-degree
Programs, Saskatoon.
Saskatchewan Institute of Applied Arts and Science, Saskatoon
Welfare Worker Certificate Program
Other (outside of Saskatchewan)*

If vcu are interested in further information about any of the above or other social
work courses in Western Canada check in the space provided at the end of the questionnaire and we will forward you a booklet entitled "Summary of Academic Programs l'elatc.ei
to Social Service in Western Canada".

4 12
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19.

a) If you are not working towards or planning to obtain a degree or certificate,
what areas would best describe the classes you have taken?
No. of courses taken
(1)
(ii)
(iii)
(iv)
(v)
(vi)
(vii)
(viii)
(ix)
(x)
(xi)

Psychology
Sociology
Political Science
Anthropology
History
Economics
Social Work
Education
Administration
Humanities
Other (please specify)

////.

111.1111111111.11011M!.

1111111/1111.0111

b) Of the above courses you have taken, which were most relevant to the job you
are now doing? (Please check off one alternative for each item listed.)
Most
Relevant
(1)
(ii)
(iii)
(iv)
(v)
(vi)
(vii)
(viii)
(ix)
(x)
(xi)
(xii)

Psychology
Sociology
Political Science
Anthropology
Social Studies
History
Economics
Social Work
Education
Humanities
Administration
Other (please specify)

Relevant

VININIla
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Least
Relevant
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20.

If you plan to take courses for academic credit, either for a degree or for other
purposes, which of the following best describes your reason for doing so? (Please
check off one alternative for each item listed.)
Very
True

(i) Field or problem that interests me.

True to
Some
Extent

Not True
At All

.MIlOMMI!!

(ii) Better understanding of my own
agency.

iS,OMOIMIND

(iii) Increase ability to work with clients
(e.g., human relationship skills).
(iv) Improved techniques (e.g., learning
about newer types of counselling,
writing case histories, etc.).

w.M...I.MR=MIIMIO

(v) Better understanding of social
service policy.

(vi) Better understanding of social
service philosophy.

.1=111m.....0,..ime

(vii) Greater opportunity for advancement within my agency (e.g., better
salary).

(viii) Greater opportunity for advancement outside my agency.*

..o....EME.1.O.N.

(ix) Other (please specify)

0,1

*

By asking this question, we hope to determine whether or not academic upgrading increases
job mobility either within or outside the province.

21.

If you do not plan to take any further courses for academic credit, either for a
degree or for other purposes, which of the following best describes your point
of view? (Please check where applicable.)
Very
True
(i)

(ii)

(iii)

(iv)

I have had all the formal education
I want at this time.
I have already obtained the
academic credit I need for a salary
raise, promotion, or a professional
certificate (i.e., more education
won't give me a better job).
I would be intimidated by going
back to school.
I do not need further academic work
to succeed in the job I am now
doing.

(v)

I have family responsibilities
which do not allow me time for
further academic work.

(vi) I cannot afford financially to

take further academic work.

(vii) My career goals are too uncertain
at this time.
(viii)

I need additional work experience
before undertaking further
academic training.

(ix) There are no institutions near
the community in which I live
(work) that offer appropriate
academic programs.
(x)

I have not found an academic
program that. meets my particular interests.

(xi) Other (please specify)

445
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True to
Some
Extent

Not True
At All

=111111M111111

goalidommoillm111.

11011111

22.

The following list describes possible areas of social work education. Which of
these areas would be most relevant to the work you are now doing? (Please check
off one alternative for each item listed.)
Most
Relevant

A. Fields of Study
(i)
(ii)
(iii)
(iv)
(v)
(vi)
(vii)
(viii)
(ix)
(x)
(xi)
(xii)

(xiii)

(xiv)
(xv)
(xvi)

Family services
Child welfare
Community planning and development
Group work
Physical rehabilitation
Mental retardation
Medical services
Psychological services
Mental health
Alcoholism and drug abuse
Corrections
Public assistance (i.e., administering financial aid)
Recipients of social services
(e.g., needs and ideas of welfare
recipients, inmate groups, etc.)
Research
Administration
Other (please specify)

.11.11.11.1=M1.

111.....1

B. Techninucc

(i)
(ii)
(iii)
(iv)

Human relationship skills
Counselling skills
Supervisory skills
Clear expression of ideas - written
(e.g., classes in writing case
histories, reports)
(v) Clear expression of ideas - oral
(e.g., classes in public speaking)
(vi) Other (please specify)

446
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Relevant

Least
Relevant
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22.

- continued
Most
Relevant

C. neneral

Relevant

Least
Relevant

(i) Human growth and development (e.g.,
classes in general psychology)
(ii) Knowledge of community resources
(e.g., location and services provided by various social service
or related agencies)
(iii) Social work philosophy
(iv) Social work policy
(v) Legislation (i.e., knowledge of
statutes relevant to social services
such as the Landlord-Tenants Act,
Saskatchewan Assistance Plan)
(vi) Social work education cannot be made
relevant until the system (legislation,
etc.) is changed to be relevant to the
work I am doing.
(vii) Other (please specify)
ONIMINIMMIOMIIMINDOM

23.

If educational upgrading was a requirement for your promotion, do you feel financial
responsibility for this upgrading should lie on:
(i) Yourself
(ii) Your employer.
(iii) Yourself and your employer

24.

a) If you were to take upgrading, would your employer provide any financial
assistance?
(i) All or most of the cost.
(ii) A portion of the cost.
(iii) None of the cost.

b) If financial responsibility for upgrading was placed on you (no matter what your
reason for upgrading was) would you still take the upgrading?
Yes

No

25.

If you decided to take upgrading would you prefer to take:
(i) Evening classes
(ii) Day classes
(iii) Leave of absence from work for fulltime course attendance
(iv) Classes by special arrangement for
individual instruction
(v) Correspondence (i.e., written materials,
tapes, phone programmed instruction)

PART IIII

PREVIOUS WORK EXPERIENCE

If, prior to your present job you were ever employed elsewhere, please answer
(If you have never been employed prior to your present job, go
Question 26.
on to Question 27.)
26.

In which of the following areas were you previously employed?
No. of years employed.
(i) Social services
(ii) Human services other than social services (please
specify)
(iii) Nursing
(iv) Teaching
(v) Religious field
(vi) Agriculture
(vii) Direct sales
(viiis Administration
(ix: Other (please specify)

27.

a) Prior to your present job did you ever do volunteer work in the social service
area?
Yes

No

- l027.

- continued

b) If you did volunteer work in the social services prior to your present job,
please check where applicable:
Years of volunteer work
(i)
(ii)
(iii)
(iv)
(v)
(vi)
(vii)
(viii)

Corrections
Child welfare
Mental retardation
Senior citizens
Mental health
Youth
Alcohol and drug abuse
Minority and/or ethnic groups (please specify)

alem

(ix) Church groups
(x) Recreation
(xi) Other (please specify)

28.

What were your main reasons for entering the social service field?
one alternative for each item listed.)
Most
Important
(i)
(ii)
(iii)
(iv)
(v)
(vi)
(vii)

(viii)
(ix)

29.

(Please check

Important

Least
Important

Life experience
Volunteer work
Desire to help people
Better ability to facilitate social
change
Salary
Status
Problem or area of special interest
to me
No other employment available
Other (please specify)

a) Have you ever been a recipient of the services you are now providing or a recipient
of related social services? (E.g., Have you ever been on welfare, been counselled
by a social worker.)
Yes

b) In what way were you a recipient?

No

PART IV

PRESENT EMPLOYMENT

30.

What is your job classification? (E.g., Social Service Worker I, Social Worker I,
Registered Psychiatric Nurse, Social Worker.) Please be as specific as possible.

31.

What is the highest salary available in your classification?

32.

Present employment status:

33.

a) Are you working with a caseload?

Full-time:

Yes

Part-time:

No

b) If "yes", how many do you presently have on your caseload?

34.

a) Do you feel that you spend enough time with your clients?
No

Yes

b) Do you feel over worked?
No

Yes
35.

Are the qualifications for your present position the same as when you were hired?
Yes

36.

(If "yes", go on to Question 37.)

No

a) What were the qualifications?

b) What were they changed to?

37.

a) If the qualifications have not been changed, do you think they should be?
Yes

No

b) If "yes", what do you think they should be changed to?

- 12 -

38.

Is it the purpose of your work to deal with or prevent problems in any of the
following areas?
(i) Individuals and families
(ii) Small groups (please specify)

Yes

No

111114.10111161

4010110111011111

eimi

110111..

(iii)C1W--)grierouPs
(iv)
(v)
(vi)
(vii)
39.

Supervision and consultation
Education and staff development
Administrative responsibilities
None of these areas

....,..........

1111.11

Which of the following represent what you are attempting to accomplish in
present job? (Please check off one alternative for each item listed.)
Most
Important

Important

yall:
Least
Important

(i) Provide and/or maintain minimum
standards of physical well being.
(ii) Helping people to become selfsufficient.
(iii) Helping people to avoid dependence
on social services.
(iv) Improve the organization or delivery
of social services.
(v) Increase opportunities for social
and/or political participation of
disadvantaged groups.

(vi) Changes in welfare philosophy,
attitudes or policies of society as
a whole.
(vii) Other (please specify)

ail

Illag.....111...m.wlems

...

-

40.

13

What means are you using to enable you to accomplish your goal(s) within your job?
(Please check off one alternative for each item listed.)
Most
Important

.

(i) Counselling and therapy.

(ii) Rehabilitation (encompasses more
aspects of a client's life than
either counselling or therapy).

Important

Least
Important

11.0.111110111

(iii) Family plinning.

(iv) Child placement and/or care.
(v) Providing financial assistance.
(vi) Providing adequate housing.
(vii) Job placement.

(viii) Working with volunteer groups.

(ix) Organization and/or working with
client self-help groups.
(x) Presenting briefs, papers or lectures.
(xi) Research.

(xii) Other (please specify)

41.

a) Within your organization. what arc the criteria used in hiring people for a
position such as yours? (Please check off one alternative for each item listed.)
Most
Important

Important

(i) Related experience.
(ii) Educational background.
(iii) Other (please specify).

Least
Important
.11111.1011/111....

b) What do you feel should be the criteria for hiring people for a position such
as yours? (Please check off one alternative for each item listed.)
Most
Important

(i) Related experience.
(ii) Educational background.
(iii) Other (please specify).

--221-

Important

Least
Important

-14-

42.

a) What would best describe the necessary qualifications for promotion in your
organization? (Please check off one alternative for each item listed.)
Most
Important

Important

Least
Important

(i) Length of time on staff.
(ii) Merit (on the job performance).
(iii) Previous work experience.
(iv) Educational background.
(v) Knowing the boss.
(vi) Personal attributes.

(vii) Other (please specify).

b) What do you feel should be the necessary qualifications for promotion in your
organization?
Most
Important

Important

(i) Length of time on staff.
(ii) Merit (on the job performance).
(iii) Previous work experience.
(iv) Educational background.
(v) Knowing the boss.
(vi) Personal attributes.

(vii) Other (please specify)

43.

a) Do you feel you are working fairly independently of supervision?
No

Yes

b) How do you feel you can be oost effectiv

as a social worker?

(i) Working with close supervision.

(ii) Working fairly independently of supervision.

'1,53

Least
Important
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44.

a) In addition to your present job, do you work in any other areas (related or unrelated to your job field)?
No

Yes

b) If the answer to the above question is "yes", in which other areas do you work?
Areas

(i)
(ii)
(iii)
(iv)
(v)

(vi)
(vii)
(viii)
(ix)

Approximate amount of time spent

Social services
Nursing
Teaching
Religious Field
Human services other than
social work (please specify)

hrs/wk
hrs/wk
hrs/wk
hrs/wk

hrs/wk
hrs/wk
hrs/wk
hrs/wk

Agriculture
Direct Sales
Administration
Other (please specify)

hrs/wk

c) Are any of the above paid positions?
Yes

No

PART V

GENERAL ATTITUDES

Please answer all of the following questions to the best of your ability.
45.

Are you aware of the existence of any clients' rights groups? (E.g., Welfare
rights groups, foster parents associations, tenants associations, parents of
the retarded, groups to provide rights to ethnic minorities.)
Yes

46.

No

a) Have you or are you currently helping any clients' rights groups in their
function?
(E.g., Helping clients organize such groups, acting as a public
relations person for such groups.)
No

Yes

b) Would you help clients' rights groups in their function?
Yes

No

Undecided

- 16 -

In the following six questions, the .Ratings are as follows:

Strongly Disagree
Disagree
(0)
Undecided (U)
(A)
Agree
Strongly Agree

47.

means you disagree with almost no exceptions
means you disagree with some exceptions
means you agree or disagree in approximately
the same number of cases
means you agree with some exceptions
means you agree with almost no exceptions

(SD)

(SA)

Clients' rights groups should have a major part in determining the amount of assistance
necessary for an adequate standard of living ("assistance" refers to all aid, financial
or otherwise, provided by social service or related organizations).

SD

48.

A

U

SA

Consumers of social services (e.g., welfare recipients, ex-inmates, foster parents)
would make good social workers.

I

SD

49.

A

SA

Clients' rights groups should be a strong force in social change.

SD

50.

U

D

D

U

A

SA

One should support the goals of clients' rights groups.

SD

D

U

A

SA

- 17 -

51.

The more education one has, the more difficult it becomes to communicate with one's
clients.

L1
SD

52.

D

U

A

SA

In general, able-bodied clients who are unemployed are:
(i) victims of the socio-economic system.

L FT_I

L_....I
SD

D

A

U

SA

(ii) victims of their own lack of ambition.

SD

53.

D

U

A

SA

In general, when deciding a course of action to be taken with your clients, what
are you most strongly influenced by?
(Please check off one alternative for each
item listed.)
Most
Important
(i)
(ii)
(iii)
(iv)
(v)

Your client.
Own judgement.
Employer (supervisor).
Agency policy.
Community expectations.

Important

Least
Important

- 18 -

54.

Competence in the social service field is determined by: (please rate in order of
importance:
1 - most important factor;
2 - second most important factor; and so
on.
If you do not feel that one or more of the factors listed is significantly
important, place a zero (0) beside this factor).
(i) Life experience.

(ii) Educational background.
(iii) Previous work experience.

(iv) One's personality (e.g., one's ability
to work with people).

THANK YOU FOR YOUR TIME.

Please send the booklet entitled "Summary of Academic
Programs Related to Social Service in Western Canada".

Please send me a copy of the final report of the
Social Services Manpower Study.

(NOTE:

Both these booklets will be sent to you free of charge.)

Reminder Letters to Employees (1261)

UNIVERSITY OF SASKATCHEWAN. REGINA CAMPUS
R

om CANADA
549 0A2

SCHOOL OF SOCIAL WORK

Dear Sir or Madam:

Re: Social Services Manpower
Project
If you can remember, a letter was sent to you about a week
ago requesting your cooperation in the completion of a questionnaire concerning a survey of social service personnel in this
province.

Our records indicate that you have not, as yet, returned
(Please disregard this letter if your return
your questionnaire.
is already in the mail.)
The success of the Study will depend upon your cooperation
in completing and returning this questionnaire to us. We realize
that the $1.00 we offered for completing the questionnaire is a
rather small sum and in no way adequately compensates you for
either your time or effort. This amount merely represents a token
of our appreciation of your assistance.
If you have misplaced your questionnaire, let us know and
we will be happy to forward you another.

We cannot overemphasize how important the results of this
Study are to the social services in this province and ultimately
to you and your future in this field.
We thank you for your anticipated cooperation.
Sincerely,

G.W. Maslany, Ph.D.,
Research Director,
Social Services Manpower Project.

GWM/bk

Mar

4)

c)

Supervisor Questionnaire and accompanying correspondence

Letter Sent to Those Identified as Supervisors (408)

UNIVERSITY OF SASKATCHEWAN, REGINA CAMPUS
RETINA. CANADA

EMS 0A2
SCHOOL OF SOCIAL WORK

November 27, 1973
Dear Sir 'or Madam:
Re:

Utilization and Needs of Manpower in the
Social Work Services in Saskatchewan Study

You have been identified by a social service employee under
your charge as being a supervisor in this field. We are enclosing
a questionnaire which requests information from you about a number
of areas including particulars about your employment history, jobs
that you are doing now, social service-related attitudes, and your
ideas concerning further upgrading. The reason that we are asking
these questions is that a number of private, governmental, and
educational groups have expressed great interest in the answers to
questions such as those contained within the questionnaire. In
particular, these groups are interested in finding out what social
service personnel are actually doing, and the sorts of training or
experience they would like to obtain to better enable them to carry
out their responsibilities. The results of this survey will provide
valuable information about what social services are doing at the
present time and the direction in which various sectors wish them to
If you have been sent an employees 9uestionnaire, please dishead.
regard it and only complete this one.
It should be noted that this type of information should not
only be of interest to the groups mentioned above but to everyone
employed in and affected by the delivery of social services.
Our ultimate aim is to improve this delivery of services and this
survey represents a first step towards accomplishing this end. The
success of this study depends upon your cooperation in completing and
returning this questionnaire to us. As an added incentive to you,
we will be sending you a cheque for one dollar ($1.00) on its receipt.
We believe that you have the right to receive financial compensation
for your time and effort.
Be assured of the confidentiality of the completed questionnaire.
There is no way in which any respondent can be identified with their
response by anyone other than project staff.
We thank you for your anticipated cooperation in this matter.
If you are interested in the results of this study, please check the
space provided at the end of the questionnaire and we will be pleased
to forward you a copy of the final report when it is completed.
Yours sincerely,

G. W. Maslany, Ph.D.
Research Director
Social Services Manpower Project

11%
GWM/mb
Encl.

-
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SOCIAL SERVICES MANPOWER PROJECT
SUPERVISORS' QUESTIONNAIRE
PART I.

CARD 1

1.

Personal Information

Age:

2.

(Col. 6-1)
(Col. 9)

3.

Marital Status:

Sex:

Male

Female

(Col. 8)

Married
Divorced
Other (please

Single
Separated
Widowed

specify)
4.

(Col.

10)

(Col.

11-14) 5.

(Col.

15)

6.

Number of dependents:
Present salary:

/month

$

What is the approximate population of the community in
which you work?
less than 500
500 - 1,000
1,000 - 5,000
5,000 - 10,000
10,000 - 50,000
50,000 - 100,000
over 100,000

(Col.

17-19) 7.

(Col.

20)

8.

Present employer (name and address of organization)

(a)

Are you a member of any association related to your job
(e.g., Saskatchewan Association of Social Workers,
Psychiatric Nurses Association, etc.)?
Yes

(Col.
(Col.

21-23)
24-26)

(Col.

27)

9.

No

(b)

If the answer to Question 8 (a) is "yes", please list
the associations

(a)

Have you ever been a recipient of social services (e.g.,
have you ever been on welfare, been counselled by a
social worker, etc.)?
Yes

(b)

No

In what way were you a recipient?

(.;

-

VINO
233. -

PART II.
(Col. 29-30)10.

'Educational Background

Please list your highest educational qualifications.
Degree or
Certificate

Program
Description

Name of
Institution

Year
Obtained

.

(Col. 31)

11.

(a)

If you had the opportunity, would you take further
academic upgrading?
Yes

(Col. 32)

(b)

Are you Working towards or planning to obtain a degree
or certificate in social work-related courses in the
near future?
Yes

(Col. 33)

12.

No

No

Type of certificate or degree sought:*
University of Saskatchewan, School of Social Work, Regina:
(i) Undergraduate BSW program (internal studies
(ii) BSW extension study program (external studies
(iii) Certificate in social services

University of Saskatchewan, Extension Division, Non-degree
Programs, Saskatoon
Saskatchewan Institute of Applied Arts and Science,
Saskatoon, Welfare Worker Certificate Program
Other (please specify)

*If you are interested in further information about any of the
above or other social work courses in Western Canada check in the
space provided at the end of the questionnaire and we will forward
you a booklet entitled "Summary of Academic Programs Related to
Social Service in Western Canada".

- 232 -

PART III.
13.

(Col. 34-35)

If you were ever previously employed, in which of the
following areas have you been employed?
No. of years employed
(i) Social services

(Col. 36-37)

(Col. 38-39)

Previous Employment Experience

(ii) Human services other than social
services (please specify)
(iii) Nursing

(Col. 40-41)

(iv) Teaching

(Col. 42-43)

(v) Religious field

(Col. 44-45)

(vi) Agriculture

(Col. 46-47)

(vii) Direct sales

(Col. 48-49)

(viii) Administration

(Col. 50-51)

(ix) Other (please specify)

PART IV.
(Col.

52-54)14.

Present Employment

What is your job classification? (E.g., Social Service
Worker III, Social Worker IV, Registered Psychiatric Nurse,
Administrator, etc.). Please be as specific as possible.

(Col. 55- 58)15.

What is the highest salary (/month) available for your
current job?

(Col. 59-60)16.

How long have you been employed by the organization you are
currently working with?
Number of years with organization

(Col.

61)

17.

(a)

Are you working with a caseload?
Yes

(Col. 62-63)

(b)

No

If "yes", how many do you have on your caseload?

-4

(Col.

64)

18.

Do you feel that the social service personnel you are
supervising are overworked?
No

Yes
(Col.

65)

19.

Generally speaking have the qualifications for the positions
under your supervision remained the same over the past
five years?
No

Yes
(Col. 66)

20.

(a) Have these qualifications been:

Increased

(b) Generally speaking, how have the qualifications been
changed?

(Col. 67-68)

(Col.

69)

Decreased

21.

(a) If the qualifications have not been changed, do you
think they should be?
No

Yes
(Col.

(b) If "yes", how do you think they should be changed?

70 ....71)

CARD 2

22.

(Col. 6)

(Col. 7)
(Col. 8)

(Col. 9)

Is it the purpose of your work to deal with or prevent
problems in any of the following areas?
No
Yes
(i) Individuals and families
(ii) Small groups (please specify)

(iii) Client self-help groups

(iv) Supervision and consultation

(Col. 10)

(v) Education and staff development

(Col. 11)

(vi) Administrative responsibilities

(Col.

12)

(vii) Other (please specify)

- 234-
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PART V. General
23.

(Col. 13)
(Col. 14)

(a) Within your organization, what are the criteria used
in hiring people for a social service work position?
(Please check off one alternative for each item listed.)
Most
Least
Important Important Important
(i) Related experience
(ii) Educational background

(Col. 15)

INIONNIMIONNInsle

1101111011MMI1110011

(iii) Other (please specify)

(b) What do you feel should be the criteria for hiring people
to a social serviagarTosition? (Please check off
one alternative for each item listed.)
Most
Important

(Col. 16)

(i) Related experience

(Col. 17)

(ii) Educational background

(Col. 18)

(iii) Other (please specify)
24.

(Col. 20)

(Col. 21)
(Col. 22)
(Col. 23)
(Col. 24)
(Col. 25)

Least
Important
111111101NIMMINNIIIIMIll

(a) What would best describe the necessary qualifications
for promotion in your organization? (Please check off
one alternative for each item listed.)
Most
Important

(Col. 19)

Important

(i) Length of time on
staff
(ii) Merit (on the job
performance)
(iii) Previous work
experience
(iv) Education background
(v) Knowing the boss
(vi) Human relations skills
(vii) Other (please specify)

Important

Least
Important

01.111111.11111.11M1111111

INN0101111111011111111111

IM10111111111M.M

.11110111.1111.11

24.

(b) What do you feel should be the necessary qualifications
(Please check
for promoion in your organization?
off one alternative for each item listed.)
Most
Important

(Col. 26)

(i)

(Col. 27)

(ii)

(Col. 28)

(iii)

(Col. 29)
(Col. 30)
(Col. 31)
(Col. 32)

(iv)
(v)

(vi)
(vii)

25.

Length of time on
staff
Merit (on the job
performance)
Previous work
experience
Education background
Knowing the boss
Human relations skills
Other (please specify)

11111111111MIIMMINIP

How do you rate the relevance of the following academic
qualifications for social service positions under your charge?
Most
Useful

(Col.

33)

(Col.

34)

(Col.

35)

(Col.

36)

(i) Graduate work in social
work related fields
(e.g., Master of Social
Work degree)
(ii) Bachelor of Social
Work
(iii) Bachelor of Arts
(social sciences)
(iv) Bachelor of Arts
(general)

(Col. 37)

(Col.

38)

(Co]. 39)
(Col. 40)
(Col. 41)

/mportant

Least
Important

(v) Welfare worker
technologist certificate
(vi) Grade XII (with social
service related
experience)
(vii) Grade XII
(viii) No minimum education
qualifications
(ix) Other (please specify)

111

Useful

11011100

Least
Useful

26.

Columns

(42-43)

(60-61)

(44-45)
(46-47)

(62-63)
(64-65)

(48-49)

(66-67)

(50-51)

(68-69)

How many of the social service staff you supervise (at present)
or expect to supervise come under the following categories?
(Please answer where appropriate)
Present
Projected
# of
# of
# of staff
staff
vacancies
for 1975

(i)

Graduate work in social
work related fields (e.g.,
Master of Social Work)
(ii) Bachelor of Social Work
(iii) Bachelor of Arts
(social science)
(iv) Bachelor of Arts

INIMEIMINEMlb

IMPIIMI=Mmams

(general)

(52-53)

(54-55)
(56-57)
(58-59)

1111111

(v) Welfare worker

technologist
Grade XII (with
experience)
(72-73) (vii) Grade XII
(74-75) (viii) No minimum educational
qualifications
(ix) Other (please specify)
(76-77)

(70-71)

(vi)

4111111111111111101111M111111111

Total number of social service
staff

=====
(Note:
This total should equal the sum of each of the above
categories)
CARD 3

27.

How do you feel your staff can work most effect4rely?
(Check one.)

(i) Working with close supervision
(ii) Working fairly independently of -76477irsion

(Col. 6)

(Col. 7)

28.

Do you encourage educational upgrading for your staff?

Yes
29.

(Col. 8)

No

(a) If educational upgrading was a requirement for promotion,
do you feel that financial responsibility for this
upgrading should rest UTEE: (check one)
(i) the employee
(ii) the er,loyer
(iii) both the employee and employer

- 237 -

29.

(b) If any of your staff were to take upgrading, would
your agency provide financial assistance? (check one)

(Col. 9)
(i) All or most of the cost
(ii) A portion of the cost
(iii) None of the cost
30.

(Col. 10)
(Col. 11)
(Col. 12)

(a) If any of your staff ;Aare to take upgrading which would
you prefer? (check more than one if necessary)
(i) Evening classes
(ii) Day classes
(iii) Leave of absence from work for
full-time course attendance
(iv) Classes by special arrangement for
individual instruction
(v) Correspondence course (i.e.,
written materials, tapes, phone
programmed instruction.)

(Col. 13)
(Col. 14)

30.

(Col. 15)
(Col. 16)
(Col. 17)

(b) If you were to take upgrading what would you prefer?
(i) Evening classes
(ii) Day classes
(iii) Leave of absence from work for
full-time course attendance
(iv) Classes by special arrangement for
individual instruction
(v) Correspondence course (i.e.,
written materials, tapes, phone
programmed instruction.)

(Col. 18)
(Col. 19)

31.

Which of the following classes do you feel are most relevant
to the jobs in the social servicesunder your charge. (Please
check off one alternative for each item listed.)
Most
Important

(Col.
(Col.
(Col.
(Col.
(Col.
(Col.
(Col.
(Col.
(Col.
(Col.
(Col.
(Col.

20)
21)
22)
23)
24)
25)
26)
27)
28)
29)
30)
31)

.....,..loll

(i)
(ii)
(iii)
(iv)
(v)
(vi)
(vii)
(viii)
(ix)
(x)
(xi)
(xii)

Psychology
Sociology
Political Science
Anthropology
Social studies
History
Economics
Social work
Education
Humanities
Administration
Other (please specify)

4269

Important

Ilmr

Least
Important

MMINIMMIN4MIMm

=1.011=1111

41101.MMOMMIMID

orlim.m.immimor

4,11111111M10,10

4110~.111111.11

4111MOMMIIII

IMEINNI
111111,

vommemmearmame

32.

(Col. 32)
(Col. 33)
(Col. 34)
(Col.
(Col.
(Col.
(Col.
(Col.
(Col.
(Col.

(i) Family services
(ii) Child welfare
(iii) Community planning
and development
(iv) Group work
(v) Physical rehabilitation
(vi) Mental retardation
(vii) Medical services
(viii) Psychological services
(ix) Mental health
(x) Alcoholism and drug
abuse
(xi) Corrections
(xii) Public assistance (i.e.,
administering financial

35)
36)
37)
38)
39)
40)
41)

(Col. 42)
(Col. 43)

MIIIIMIN11110111111

11011.11111,1=111111111,

aid)

(Col. 44)

(xiii) Recipients of social
services (e.g., needs
and ideas of welfare
recipients, inmate
groups, etc.)
(xiv) Research
(xv) Administration
(xvi) Other (please specify)

(Col. 45)
(Col. 46)
(Col. 47)
33.

(Col.
(Col.
(Col.
(Col.

The following list describes possible areas of social work
education. How relevant would training in each of these
areas be to your staff to better enable them to perform their
present jobs.
(Please check off one alternative for each
item listed.)
Most
Least
Relevant
Relevant
Relevant

Which do you feel should be the main reasons for entering the
social service field?
(Please check one alternative for each
item listed.)
Most
Least
Important Important Important

48)
49)
50)
51)

(i)
(ii)
(iii)
(iv)

(Col. 52)
(Col. 53)
(Col. 54)

(v)
(vi)
(vii)

(Col. 55)

(viii)

(Col. 56)

(ix)

Life experience
Volunteer work
Desire to help people
Better ability to
facilitate social change
Salary
Status
Problem or area of
special interest
No other employment
available
Other (please specify)

111111.

minnaMollImmo..

=111111/..1110

-1111116
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34.

How important is it for a social worker to accomplish each of
the following: (Please check off one alternative for each
item listed.)
Least
Most
Important ;mportant Important
(i) Provide and/or maintain minimum standards
of physical well-being
(ii) Helping people to become self sufficient
(iii) Helping people to avoid
dependence on social
services
(iv) Improve the organization
or delivery of social
services
(v) Increase opportunities
for social and/or political participation of
disadvantaged groups
(vi) Changes in welfare
philosophy, attitudes or
policies of society as a
whole
(vii) Other (please specify)

(Col. 57)

(Col. 58)
(Col. 59)

(Col. 60)

(Col. 61)

(Col. 62)

(Col. 63)

35.

1111.111111.111

What means should a social worker use to enable him to
accomplish the goal(s)of his job? (Please check off one

alternative forFFFEitem listed.)
Most

Important Important
(Col. 64)
(Col. 65)

(cca. 66)
(col. 67)
(Col. 68)
(Col. 69)
(Col. 70)
(Caa. 71)

(i) Counselling and therapy
(ii) Rehabilitation (encompasses more aspects of a
client's life than either
counselling or therapy)
(iii) Family planning
(iv) Child placement and/or
care
(v) Financial assistance
(vi) Provide adequate housing
(vii) Job placement
(viii) Working with volunteer
groups

- 240 -

Least
Important

...m.11.1000

MOMMOWIM.IMO

35, - cont'd
(Col. 72)

(ix) Organization and/or
working with client
self-help groups
(x) Presenting briefs, papers
or lectures
(xi) Research
(xii) Other (please specify)

(Col. 73)
(Col. 74)
(Col. 75)
CARD 4

36.

(Col. 6)
37.

Are you aware of the existence of any social service clients'
rights groups?
(E.g., welfare rights groups, fostr parents
associations, tenants associations, parents of the retarded,
groups to provide rights to ethnic minorities.)
Yes

No

(a)

Are you aware of any of your staff who have assisted or
are currently helping any social service clients' rights
groups?
(E.g., helping clients organize such groups,
acting as a public relations person for such groups.)

(Col. 7)
(b)

(Col.

No

Yes

Do you believe that your staff should be encouraged
to support and assist social service clients rights groups?
No

Yes

8)

Undecided

In the following six questions, the ratings are as follows:
Strongly disagree (SD)
Disagree (D)
Undecided (U)

Agree (A)
Strongly agree (SA)

(Col. 9)

38.

means you disagree with almost no
exceptions
means you disagree with some exceptions
means you agree or disagree in
approximately the same number of cases
means you agree with some exceptions
means you agree with almost no exceptions

Clients' rights groups should have a major part in determining
the amount of assistance necessary for an adequate standard of
living ("assistance refers to all aid, financial or otherwise,
provided by social service or related organizations.)

SD

A

U

"I 72

Mil
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SA
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(C01. 10)

39.

Consumers of social services (e.g., welfare recipients,
ex-inmates, foster parents) would make good social workers.

flwirs/.04111IaleallINIIIIIINIA
SD
(031. 11)

40.

D

U

A

SA

Clients' rights groups should be a strong force in social
change.

SD
(Col. 12)

(Col. 14)

U

A

SA

41.

One should support the goals of clients' rights groups.

42.

SA
A
U
The more education one has, the more difficult it becomes
to communicate with one's clients.
SD

(Col. 13)

D

43.

D

SA
A
U
D
SD
In general, able-bodied clients who are unemployed are:
(i) victims of the socio-economic system.
4
4

SD
(Col. 15)

D

U

A

SA

(ii) victims of their own lack of ambition.

SD

D

U

A

SA

- 13 -

44,

(Col.
(Col.

(i) The client

16)
17)

.11110.11111

=0.1

(iii) Your advice as his
supervisor

(Col. 19)

(iv) Agency policy

(Col. 20)

amillM1110111

(v) Community expectations
45.

21)
22)
23)
24)

ONNIIINOW~III

(ii) The employee's own
judgement

(Col. 18)

(Col.
(Col.
(Col.
(Col.

In general, when deciding a course of action to be taken
with clients, what do you expect your staff to be most
strongly influenced by?
(Please Check off one alternative
for each item listed.)
Most
Least
Important Important Important,

Competence in the social service fielu is determined by:
(please rate in order of importance:
1 - most important
factor; 2 - second most important factor; and so on. If
you do not feel that one or more of the factors listed is
significantly important, place a zero (0) beside this factor).
(i) Life experience
(ii) Educational background
(iii) Previous work experience
(iv) One's personality (e.g., one's
ability to work with people)

THANK YOU FOR YOUR TIME

(Col. 25)

Please send the booklet entitled "Summary of Academic Programs
Related to Social Service in Western Canada".

(Col. 26)

Please send me a copy of the final report of the Social
Services Manpower Study.
(Note: both these booklets will be sent to you free of
charge.)

4:74
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d)

Consumer Questionnaire and accompanying correspondence

Letter Sent to Social Service Consumer Organizations (30)

UNIVERSITY OF SASKATCHEWAN, REGINA CAMPUS
REGINA. CANADA

94S 0A2
SCHOOL OF SOCIAL WORK

Dear Sir or Madam:

Re: Utilization and Needs of Manpower
in the Social Work Services in
Saskatchewan Study
As we have already indicated to you, we are prepared to forward
two dollars ($2.00) to each person who participates in this survey upon
receipt of a properly completed questionnaire from them.
(We will,
understandably, not be able to send a cheque to anyone who only
partially completes the questionnaire.) Furthermore, we will also be
forwarding the sum of fifty cents ($.50) for each properly completed
questionnaire your organization returns to us. We hope that the fifty
cents ($.50) per questionnaire is sufficient to compensate you for your
efforts in helping your members completedthe questionnaire.
(For example, if you return fifty properly complete questionnaires, a cheque
for twenty-five dollars ($25.00) will be sent to your organization and
in addition a cheque for two dollars ($2.00) will be mailed to each of
the fifty respondents).
To assist you in distributing the questionnaire, we are
attaching a copy of the "Procedure for Distribution" plus the"Social
Service Consumer's Survey" form.
Yours sincerely,

GWM/I",

Encls.

G.W. Maslany, Ph.D.,
Research Director,
Social Services Manpower Project.

PROCEDURE FOR DISTRIBUTION

The procedure we recommend for distribution of the questionnaire is
as follows:

A.

Fill in the information requested about your organization on the
accompanying form.

B.

Fill in the names and addresses of the persons to whom the
questionnaire has been given.

Note: Those persons whose names are listed must be
members of your organization.
C.

Indicate the date that the questionnaire

a) was handed out
b) was returned.
(If they were all handed out or returned at the same time then
just put the date at the head of the column.)

How to give the questionnaire.
A.

It might be most convenient if you were to arrange a meeting
specifically for the purposes of distributing and completing this
questionnaire.

B.

Please note that there are no right or wrong (good or bad) answers.
Explain a question to a person filling out a questionnaire if they
have any trouble answering it, don't try and tell them how to
answer it.
Therefore, try to guard
leading someone's
answer in the direction that you think it should be answered or
the way you would answer it.

C.

:':ake sure that they check the questionnaire over after completing
it to make sure that all questions are answered.

D.

If any of the persons have any problem with their questionnaire
they have been requested to contact you for clarification.
If you
cannot help them, call us (collect at 584-4575) and we will be
happy to assist you. Also, if you need more questionnaires, please
call us at the above number and we will send them to you.

Collect the questionnaires preferrably the same evening it is handed
out or at least one WEEK after the distribution.
Return them to us
in the self- addressed iTivelopes provided. We have nubmered each of

of the questionnaires to assist us in sending the cheques
to the right people. When you hand out the questionnaires,
please write beside each person's name the number of the

questionnaire given to that persontma

Awl

- 246

SOCIAL

SERVICES

CONSUMER

SURVEY

NAME OF ORGANIZATION Distributing Questionnaire
Address of Organization
Name of Executive Officer Responsible for Distribution

NAME (please print)

and
NUMBER OF QUESTIONNAIRE
I.

MAILING ADDRESS to Which
Cheque Can Be forwarded

QUESTIONNAIRE

FOR OUR OFFICE
USE ONLY.
.

Date
Sent
Out

Date
Re-

turned

'Cheque sent out

Letter Accompanying Consumer Questionnaires

(1390)

UNIVERSITY OF SASKATCHEWAN, REGINA CAMPUS
REGINA. CANADA

842 CA2
SCHOOL OF SOCIAL WORK

November 8, 1973
Dear Sir or Madam:
Re:

Utilization and Needs of Manpower in the
Social Work Services in Saskatchewan Study

We are enclosing a questionnaire which requests information
from you about a number of areas including your personal
background, the social services you have received in the past
and are now receiving, your attitudes about social services, and
your ideas concerning any further education that social
service workers should obtain.
The reason we are asking these questions is that a number
of private, governmental, and educational groups have expressed
great interest in them. These groups are interested in finding
out what social service workers are actually doing and the sorts
of training or experience that would better enable them to do
This study will provide valuable information
their jobs.
about social services at the present time and the direction in
which various sectors wish them to head.
This information will not only be of interest to the
groups mentioned above but to everyone employed in and affected
la the delivery of social services. Our ultimate aim is to
improve this delivery of services and this survey represents
a first step towards accomplishing this end. The success of
this study depends upon your cooperation in completing and
returning this questionnaire to us. As an added incentive to
you, we will be sending you a cheque for two dollars ($2.00)
on receipt of the properly completed questionnaire. We
believe that you have the right to receive financial compensation
for your time and effort.
If you have any trouble filling out the questionnaire,
please contact the person in your organization who distributed
the questionnaire to you.

We assure you of the confidentiality of the completed
There is no way in which any person can be
questionnaire.
identified with their response by anyone other than project staff.
We thank you for
If you are interested
space provided at the
to forward you a copy

your anticipated cooperation in this matter.
in the results of this study, please check the
end of the questionnaire and we will be pleased
of the final report when it is completed.
rs. sincerely,

G. W. Maslany, Ph.
Research Director
Locial Services Manpower Project

GWM/mb
Encl.
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SOCIAL SERVICE CONSUMER QUESTIONNAIRE

1.

Age:

3.

Marital Status:

2.

Single

Sex:

Male

...

Female

Married

Separated

Divorced

Widowed

Other (please specify)

4.

Number of children living at home:

5.

What was the approximate population of your place of residence up the age of
fifteen?
Farm
(ii
Less than 500
(iii
500 - 1,000
(iv) 1,000 - 5,000
(v 5,000 - 10,000
(vi
10,000 - 50,000
(vii
50,000 - 100,000
(viii
Over 100,000
(ix) Hard to say - moved at least three times
(I

6.

What is the approximate population of the community in which you presently live?
(i)
(ii)
(iii)
(iv)
(v)
(vi)
(vii)
(viii)

7.

VINO

Farm
Less than 500
500 - 1,000
1,000 - 5,000
5,000 - 10,000
10,000 - 50,000
50,000 - 100,000
Over 100,000

a) What level of education have you completed?

b) Have you: (check one)

(i) partial university or other post-secondary education?
(ii) completed university of other post-secondary education?

- 2

8.

a) In which of the following ways have you been a "consumer" or client of social
services? (ohock where appropriate.)
Recipient of financial assistance.
Foster parent.
Inmate in a correctional centre or penitentiary.
Child care or apprehension in your family.
Juvenile offender in your family.
One-parent family.
Other (please specify)

b) In which of the following ways are your presently a "consumer" or client of
social services? (Check where appropriate.)
(i)
(ii)
(iii)
(iv)
(v)
(vi)

9.

Foster parent.
Inmate in a correctional centre or penitentiary.
Child care or apprehension in your family.
Juvenile offender in your family.
One-parent family.
Other (please specify)

What should be the main reason(s) for people entering the field of social service
work?
(i)
(ii)
(iii)
(iv)
(v)
(vi)

(vii)
(viii)
(ix)

Life experience.
Volunteer work.
Desire to help people.
Salary.
Status.
To better be able to bring about social change.
A problem or area of special interest.
No other employment available.
Other (please specify)

-310.

Which of the following should a social worker attempt to accomplish in his Job?
(Please check either Most Important, Important, or Least Important for each
item listed.)
Most
Important

Important

Least
Important

(i) Provide and/or maintain minimum

standards of physical well being.

ftwelliblaw

OMIIIMMI11M111

(ii) Help people to become selfsufficient.
(iii) Help people to avoid dependence
on social services.
(iv) Improve the organization or
delivery of social services.

almenseNIM

(v) Increase opportunities for social
and/or political participation of
disadvantaged groups.

(vi) Bring about changes in welfare
philosophy, attitudes or policies
of society as a whole.
.111.111

(vii) Other (please specify)

16011.111

11.

Which of the following should social service workers use to accomplish their work?
(Please check either Most Important, Important, or Least Important for each item
listed.)

Most
Important
(I) Counselling and therapy.

Important

Least
Important

0.111

(ii) Rehabilitation (includes more
aspects of a client's life
than either counselling or
therapy).

(iii) Family planning.

11110.
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11.

continued.

Most
Important

Important

Least
Important

(iv) Child placement and/or care.
(v) Provide financial assistance.
(vi) Provide adequate housing.
(vii) Job placement.

(viii) Work with volunteer groups.

(ix) Organize and/or work with client
self-help groups.
(x) Presenting,briefs, papers or
lectures.
(xi) Research.

(xii) Other (please specify)

12.*

a) Have the social workers you have had contact with worked fairly independently
of supervision?
Yes

No

b) In general, which social workers do you feel would be more effectivef
(i) Those who have close supervision.

(ii) Those who work fairly independently of supervision.
13.

a) Do the sccial workers you have had contact with spend enough time in trying to
help you?
Yes

No

b) Did these social workers seem to be overworked?
Yes

No

5 14.

Which type of academic social work training do you feel would produce workers best
able to do an effective job? (Check one.)
University social work training.
Any university training.
Technical or community college program.
Specific classes in areas of relevance to the person's job.
Other (please specify).

15.

Which of the following areas, which can be included in social work education, can
be made relevant to the work a social worker must do? (Check either Most Useful,
Useful or Least Useful for each item listed.)
A. Fields of Study
(i)
(ii)
(iii)
(iv)
(v)
(vi)
(vii)
(viii)
(ix)
(x)
(xi)
(xii)

(xiii)

(xiv)
(xv)
(xvi)

Family services
Child welfare
Community planning
Group work
Physical rehabilitation
Mental retardation
Psychological services
Medical services
Mental health
Alcoholism and drug abuse
Corrections
Public assistance (i.e., administering financial aid)
Recipients of social services
(e.g., needs and ideas of
welfare recipients, inmate
groups, etc.)
Research
Administration
Other (please specify)

Most
Useful

Useful

=111011111.111111111

Least
Useful

-6

15.

- continued

.

B. Techniques

Human relationship skills
Counselling skills
(iii
Supervisory skills
(iv Clear expression of ideas
- written (e.g., classes
in writing case histories,
reports, etc.)
(v) Clear expression of ideas
- oral (e.g., classes in
public speaking)
(vi) Other (please specify)
(i

(ii

C. General

(i) Human growth and development
(e.g., classes in general
psychology)
(ii) Knowledge of community resources (e.g., location and
services provided by various
social service or related
agencies.)
(iii) Social work philosophy
(iv) Social work policy
(v) Legislation (i.e., knowledge
of statutes relevant to
social services such as the
Landlord-Tenants Act,
Saskatchewan Assistance Plan)
(vi) Social work education cannot
be made relevant until the
system (legislation, etc.) is
changed to be relevant to the
work social workers are doing.
(vii) Other (please specify)

Most
Useful

Useful

Least
Useful

16.

Do you believe that social workers would be better able to help you if they took
further social work education?
Yes

17.

No

What reasons should a social worker have for taking further courses for academic
credit? (Please check off either Most Important, Important or Least Important for
each item listed.)
Least
Most
Important
Important
Important
(i) Field or problem area of personal
interest.
(ii) Better understanding of agency.

(iii) Increased ability to work with
clients.
(iv) To gain improved techniques
(e.g., improved counselling skills,
writing case histories, etc.)
(v) Better understanding of social
service policy.
(vi) Better understanding of socia'
service philosophy.

(vii) Greater opportunity for advancement within his agency.

11.11=

(viii) Greater opportunity for advancement outside his agency (to get
out of Saskatchewan).

1111.1110.

MINOIIIINNO11/11.411001M11110011

(.ix) Other (please specify)

18.

a) What do you feel is the reason for hiring people to a social service position?
(Please check either Most Important, Important, or Least Important for each item
listed.)

Most
Important

(i) Related experience.

(ii) Educational background
(iii) Other (please specify)
milimmill11111.1111MOM

Important

Least
Important

18.

- continued.

b) What do you feel should be the reason for hiring people to a social service
positionT(PleasVerecteither Most Important, Important or Least Important
for each item listed.)
Most
Important

Important

Least
Important

011

(i) Related experience.

(ii) Educational background.
(iii) Other (please specify)

19.

What do you feel should be the necessary qualifications for promotion of people in
social service work? (Please check either Most important, Important or Least
Important for each item listed.)
Most
Important

(i)
(ii)
(iii)
(iv)
(v)
(vi)
(vii)

20.

Length of time on staff.
Merit (on the job performance).
Previous work experience.
Knowing the boss.
Educational background.
Personality.
Other (please specify)

Important

Least
Important

AM.I.

Which of the following makes a good social worker? (Please check either Most
Important, Important or Least Important for each item listed.)
Most
Important
(i)
(ii)
(iii)
(iv)

Life experience.
Educational background.
Previous work experience.
One's personality (e.g., one's
ability to work with people).

Important

Least
Important

21.

a) What type of client's rights or consumer group do you belong to?
applicable.)
(i

(ii

(iii

(iv

(Check where

Anti-poverty groups.
Foster parents' groups.
Inmates' group.
Other (please specify)

b) What is/are the specific name(s) of the group(s) to which you belong?

22.

a) Does (do) your social worker(s) know that you belong to a consumer group?
Yes

(if No, go on to Question 23)

No

b) How has this affected how you are treated by your social worker?
(1) Improved relationship.
(ii) Worsened relationship.
(iii) Made no difference.

In the following seven questions, the ratings are as follows:
Strongly Disagree
(D)
Disagree
(U)
Undecided
Agree
(A)
Strongly Agree
23.

(SA)

Clients' rights groups should be a strong force in social change.

SD
24.

means you disagree with almost no exceptions
means you disagree with some exceptions
means you agree or disagree in approximately
the same number of cases
means you agree with some exceptions
means you agree with almost no exceptions

(SD)

D

A

U

SA

Clients' rights groups should have a major part in setting the amount of assistance
necessary for an adequate standard of living ("assistance" refers to all aid,
financial or otherwise, provided by social service or related organizaions).

SD

D

U

A

SA

-1025.

Consumers of social services (e.g., welfare recipients, ex-inmates, foster parents)
would make good social workers.

r
SD
26.

D

SA

A

U

In general, able-bodied people who are unemployed are victims of the socio-economic
system.

,
SD

27.

SA

0

A

U

SA

Social workers should support cl rent's rights groups in their functions (e.g., helping
cliehts organize such groups, acting as a public relations person for such groups).

SD

29.

A

U

In general, able-bodied people who are unemployed are victims of their own lack of
ambition.

SD

28.

0

1

D

A

U

SA

The more education a social worker has, the more difficult it becomes to communicate
with his clients.
"IP

f.

1

SD

D

U

A

SA

30.

Of the social workers you have met, what was their attitude towards helping clients
rights' groups in their function?
(i) Seemed willing to help.
(ii) Seemed unwilling to help.
(iii) Don't seem to care either way.

31.

In general, what do 191 feel social workers are most influenced by when deciding
what to do for their clients? (Please check either Most Important, Important or
Least Important for each item listed.)
Most
Important

Important

Least
Important

(i) Their client(s).

(ii) Their own judgement.

(iii) Their employer (supervisor).
(iv) Agency policy.

(v) Community expectations.
32.

feel social workers should be influenced by when deciding
In general, what do
what to do for their clients? (Please chr :k either Most Important, Important or
Least Important for each item listed.)
Most
Important
(1) Their client(s).

Important

wal

(ii) Their own judgement.

....

(iii) Their employer (supervisor)
(iv) Agency policy.

(v) Community expectations.

THANK YOU FOR YOUR TIME.

Please send me a copy of the final report of the Social
Services Manpower Study.
Please send the booklet entitled "Summary of Academic
Programs Related to Social Service in Western Canada".

(NOTE:

Both these booklet'. will be sent to you free of charge.)
1
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Least
Important
4.111...1111./IMN.110
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LIST OF LEGISLATION PERTAINING TO THE SOCIAL
SERVICES

492

Me

A lack of knowledge of legislation pertaining to the social services
was frequently identified as one of the major shortcomings of social
service personnel.
Consequently, we carried out a review of existing
provincial legislation provided by the Queen's Printer for our own library.
This information has been made available to faculty and students in the
Social Work program.
The following is an indication of the general areas covered.
I.

Social Service Related Acts
a)
b)
c)
d)
e)
f)
g)
h)
i)
j)
k)
1)
m)

The Relief Act
The Saskatchewan Assistance Act, 1966
Rehabilitation Act
The Pension Benefits Act, 1967
The Deserted Wives and Childrens Maintenance Act
The Family Services Act
The School Attendance Act
The Infants Act
The Landlord and Tenant Act
The Legitimacy Act
The Children of Unmarried Parents Act, 1973
The Corrections Act, 1967
The Age of Majority Act, 1972

n)
o)
p)
q)

The
The
The
The

Marriage Act
Marriage Settlement Act
Married Woman's Property Act
Matrimonial Causes Act, 1857

r) The Proceedings Against the Crown Act
s) The Crown Suits (Causes) Act
t) The Registered Social Workers Act, 1967
u) The Psychiatric Nurses Act
v) The Registered Psychologists' Act
II. Legislation Regarding Civil Rights

a)
b)
c)
d)
e)

Saskatchewan Bill of Rights Act
The Saskatchewan Commission Act, 1972
The Limitation of Civil Rights Act
The Fair Accommodation Practices Act
The Fair Employment Practices Act

- 2 -

III. Acts of the Legislature to Incorporate Provincial Government Departments
a)
b)
c)
d)
e)
f)
g)
h)
i)
j)
k)
1)
m)

The
The
The
The
The
The
The
The
The
The
The
The
The

Department of Government Services Act, 1972
Department of Northern Saskatchewan Act, 1972
Planning and Development Act, 1973
Secondary Education Act
Human Resources Development Act, 19/2
Law Reform Commission Act, 1972
Community Colleges Act, 1973
Department of Cooperation and Cooperative Development Act
Department of Consumer Affairs Act, 1972
Department of Continuing Education Act, 1972
Department of Public Health Act
Alcoholism Commission of Saskatchewan Act, 1968
Health Services Act

IV. Legislation Regarding the Mentally Unfit
a) The Administration of Estates of Mentally Disordered Persons Act
b) The Lunacy Act
c) The Mental Health Act
V.

Acts Pertaining to the Physically Disabled
a)
b)
c)
d)
e)
f)
g)
h)
i)

The
The
The
The
The
The
The
The
The

White Cane Act
Workmens Compensation Act
Workmens Compensation (Accident Fund) Act
Blind Persons Allowance Act
Blind Workmen Compensation Act
Education of Blind and Deaf Children Act
Education of Blind and Deaf Persons Act
Disabled Persons Allowance Act
Occupational Health Act

VI. Credit and Loans Acts
a)
b)
c)
d)
e)
f)
g)
h)
i)
j)
k)
1)
m)
n)
o)

The
The
The
The
The
The
The
The
The
The
The
The
The
The
The

Small Claims Enforcement Act
Absconding Debtors Act
Motor Dealers Act
Loan Companies Act
Loans (Special Powers) Act
Bulk Sales Act
Collection Agents Act
Distress Act
Absentee Act, 1969
Cost of Credit Disclosure Act, 1967
Credit Reporting Agencies Act, 1972
Creditors Relief Act
Deferred Charges Act
Bill of Sale Act
Mortgage Brokers Act, 1967

434
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VII.

Acts Regarding Housing
a)
b)
c)
d)
e)
f)
g)
h)
i)

VIII.

The
The
The
The
The
The
The
The
The

Housing and Special Care Homes Act
House Building Assistance Act, 1972
Senior Citizens Home Repair Assistance
Reconstruction and Rehabilitation Fund
Family Farm Protection Act, 1971
Saskatchewan Loans /tat
Local Improvement Districts Relief Act
Expropriation (Rehabilitation Project)
Municipalities Relief and Agricultural

Act, 1973
Act

Act
Aid Act

Miscellaneous

a)
b)
c)
d)
e)
f)
g)
h)
i)
j)
k)
1)
m)
n)

The
The
The
The
The
The
The
The
The
The
The
The
The
The

British North America Act, 1867
Ombudsman Act, 1972
Exemptions Act
Expropriations Act
Wills Act
Expropriation Procedure Act, 1968
Societies Act
Wages Recovery Act
Seduction Act
Crown Administration of Estates Act
Education of Soldiers' Dependent Children Act
Employment Agencies Act
Hotel Keepers Act
Automobile Accident Insurance Act
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PREFACE
In 1971 in some notes I prept

on a proposed programme of

social work studies at the Regina Campus, it was recommended that there
should be early consideration of a five-year study which should have as

one of its major intentims the staking out of essential questions related to social service manpower problems common to the province of
Saskatchewan and other similar regions in Canada.

This study was to

have the dual focus of developing a research design for future related
studies and gathering preliminary data on social service personnel who
are potential social work students --B.A.'s, non-degree social service
and health personnel, and others.

In view of the fact that the School of Social Work at that
time did not have a faculty or any research funds, the recommendation
carried with it several tongue-in-cheek features which have now been set
aside.

With the encouragement of colleagues and the full co-operation of

the provincial Department of Continuing Education and federal Department of
Manpower and Immigration a grant of $35,000 was secured, allowing the

initial portion of the study to begin in the Autumn of 1972.
Dr. George Maslany and his research staff, in a very brief
period, have gathered useful planning data, staked out some "essential
questions" and set in motion a way to further studies of tais sort.

His

work has gone far beyond the 1971 terms of reference and has taken up a
certain posture which states in a definitive way that the human service
community should be listened to, challenged, and listened to some more.
Harvey Stalwick, Director
School of Social Work
May 14, 1974

RESPONSIBILITY FOR SUMMARY
The production of this final summary is the sole responsibility of the Research Director, Dr. G. W. Maslany.

All of the

interpretations which were derived from the data are those of the
Director.

The content of this summary does not reflect any of the
attitudes, opinions, or policies of any of the organizations or
persons associated with this Study, such as its funders (Department

of Continuing Education and the Department of Manpower and Immigration), the Advisory Committees or the University of Saskatchewan,
Regina Campus.

Liability for any misrepresentation which may have occurred
rests with the Research Director.

The Research Director shall have sole right to act as senior

author in the preparation and submission of any articles to professional journals.

It will be his prerogative to choose any

junior authors he may wish.

We have planned a widespread distribution of the summary
of the Report to those who have been involved in any way with the
Study.

We feel that a broad distribution of the summary will

be justified even if it is of interest to only a few.

PERSONAL ACKNOWLEDGEMENTS

We would like to take this opportunity to thank all of
the persons who assisted in getting this project off the ground by
advising us as to possible sources of funding.

These persons also

provided us with invaluable advice, direction and support when the
funding was secured.

We also wish to express our gratitude for the consultative
assistance provided by the members of the Senior and General Advisory
Committees.

These persons did much to aid the progress of the

Study by facilitating access to and contact with persons and
organizations which would serve as the focus of the Study.

Without

their paving of the way for us, the Study would have undoubtedly
become critically bogged down at a number of stages.

Sincere thanks also go out to all of the persons who
provided data to the Study.
been possible.

Without them this Study would not have

The response and cooperation we received from them

was far better than we had expected.

We would also like to thank our critics, many of whom
did nut provide us with the information we had hoped for but who
took the time to let us know why not.

As a result, we will be

better able to accommodate them the next time, if we have the
good fortune of there being a next time.

I also wish to give special commendation to my research
staff.

Although I may have been responsible for organizing and

501.
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planning, they were the ones who had to clothe my "vague germs of
ideas in the garment of detail".

Without them this project might

very likely still be at the planning, conceptualizing stage
good idea that never became a reality.
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RESEARCH DIRECTOR'S PREFACE
This Study was undertaken as an attempt to obtain a
description of the profile of the social services in this Province.

We accomplished this by using a number of different techniques to
obtain a variety of qualitative and quantitative data.

By far the most time-consuming procedure consisted of
the interviews we had with various sectors of the social services.

The time invested in this interview phase was, however, well spent
since it enabled us to orient this Study to what has commonly been
referred to as "action research".

We were not merely passive

spectators but also helped out where we could.

In some cases, we

helped consumers of social services find their way through the
bureaucratic jungle of multi-services, multi-agencies.

In other

cases, we offered our assistance to various agencies which requested
it, in particular for evaluative research.

Furthermore, many of

the persons whom we contacted had been unaware of the recent
developments in and the nature of the University of Saskatchewan,

Regina Campus, School of Social Work and its Community Education
Centres or of any of the other educational resources which are
presently available.

Although this Study will officially terminate shortly,
the contacts we developed by way of these interviews will be
maintained.

The contacts will hopefully provide invaluable feed-

back to all educational resources concerned with the social services
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in this Province so that their educational programs remain (or

become) relevant to the needs of those carrying out and receiving
social services.

It would be misleading to imply that everything went off
"without a hitch", because there were problems

big ones.

We

were accused by some of being too radical; by others of trying to
preserve the status quo.

There was resistance to the project by

some groups who questioned its relevance

surveys such as the

present one being regarded with great suspicion as a strategy
which the "powers" employ to delay urgently-needed social change.

Whenever possible, we attempted to answer these and any other
objections, concerns and criticisms either in person or by letter
as best we could.

In most instances our efforts were rewarded by

subsequent improved cooperation, although in other instances we
were admittedly not so successful.

Nonetheless, this type of

resistance was anticipated both in severity and extent (a small

proportion to be sure) when we first planned to undertake the
Study.

Less qualitative, though more comprehensive in terms of
the number of persons covered, was the questionnaire.

Despite the

length of this instrument we received a gratifyingly high rate of
returns.

The Study did make us aware of the shortcomings and

advantages of both methods of obtaining information.

We suspected the influence of a measurement method factor
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(i.e., asking the same questions by different means) would lead
to somewhat different responses.

Nonetheless, we doubted that the

difference between the questionnaire- and interview-derived data

would be so extreme as to invalidate the results obtained from
either.

It is not a question of which technique is the better,

since many factors including time, budget, reliability, and subject
cooperation all needed to be considered in making that decision.
It was especially disheartening to us to be informed
that the financial support through which this Study was funded
(Section 10, Adult Occupation Training Act) would be terminated
because of the discontinuation of this program for cost-shared
research between federal and provincial governments.

We had

looked forward to the possibility of expanding the present Study
both regionally and longitudinally in subsequent years and to at
least keep up the type of monitoring we were engaged in for the
past year on an ongoing basis.

We will, therefore, be obliged

to solicit funds for projects which are "spin-offs" of the present
one elsewhere.

We are very thankful for the financial assistance

we have received; without it we would not have been able to do
what we have done.

ABSTRACT

A comprehensive study of the social services was carried
out in the province of Saskatchewan in 1973.

A broad definition

of social services was adopted which included many groups which
had not previously been considered in similar studies.

The pri-

mary focus was placed on personnel involved with a variety of
areas such as financial assistance, corrections, manpower counselling, child services, family services and geriatrics.
The ultimate purpose of the Study was to determine what
kinds of qualifications were needed in the social services so as
to provide guidelines for ensuring that the Saskatchewan School

of Social Work provided an adequate supply of appropriately
trained personnel for the social service employment market in
the province.

A questionnaire was used to determine the jobs social

service employees were performing and the types of education and
experience they had obtained and the type they were seeking to
better enable them to carry out their employment responsibilities.
They were asked for descriptive information about their organizations, the criteria used for hiring and promotion within them,
the qualities they considered important for effective social work,
the means and goals of social services they provided, their educational background and attitudes towards consumers of social
services.

The employees' supervisors were asked similar questions
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regarding themselves as well as what type of education and experi-

ence they regarded as being most desirable for the employees
under their charge.

This Study went one step further than most

other similar studies since the same questions that were asked
of social service personnel were also asked of persons within
consumer organizations (e.g., welfare rights and self-help groups).
No less than 33% of the persons contacted in any of the
sample groups completed and returned the questionnaire.

The

highest rate of return (47%) came from the employee group.

The

findings revealed that the three groups (supervisors, employees,
and consumers of social services) were not necessarily consistent

with one another with regard to what they considered to be most
relevant and important for effective social work.

Only rarely,

however, were the differences major ones.

The most consistent information obtained from all three
groups was that social work-related university education was considered to be the most desirable type of formal education.

However,

all of the groups placed the most importance on personal qualities
(maturity, empathy, etc.) for effectiveness in the social service
field.

Next to personal qualities, supervisors and employees placed

nearly equal importance on related experience and educational
background, whereas consumers rated the importance of educational
background significantly lower than they did related experience.
This finding is further illustrated by the fact that twice the

X

proportion of supervisors as consumers felt that educational upgrading
for employees would be of value in their work.
The data indicated that the largest single group of social

service staff possessed university Bachelor degrees or university
social work-related degrees.

The employees' intentions regarding

upgrading and the trends regarding future social service positions
imply that this will continue to be the case, with social workrelated training becoming more prevalent.

Now that the survey instrument has been developed, we
hope to be able to carry out an ongoing monitoring of the questions
with which it.is concerned and possibly additional ones on at
least a biennial basis.

Consideration has also been given to the

geographic expansion of this project to cover western Canada.

The

Study Wdb never intended to be simply a "one-shot" effort.

To our knowledge, there are no other studies such as
this one in progress at the present time.

studies reviewed have 1) dealt

None of the other

with supervisors, employees, and

consumers; 2) adopted as broad a definition of social services;

or 3) were designed with the possibility of longitudinal extension
and geographic expansion.

Other studies have been similar to this

one in one of these regards but not in all.
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PURPOSE OF THE STUDY

On August 26, 1971 a general meeting of interested persons was held to discuss the possibility of and problems associated with establishing a Social Service Manpower Research Project.

The meeting attracted persons concerned with the education

for or the delivery of social services.

Dr. Harvey Stalwick,

the newly appointed Director of the School of Social Work with
the University of Saskatchewan, Regina Campus, outlined that the
purpose of this study would be to provide information for the
planning of a BSW degree program.

The Ad Hoc Committee for the School of Social Work had
earlier agreed that they wanted to encourage the development of
a School which was unique to the needs of Saskatchewan.)

The

strategy of transplanting a curriculum from some other established
School was unacceptable.

Moreover, it was felt that the most

important point was that all those interested in social work education in the province should be given the opportunity to provide input into the planning of the new program.

This meeting

and a Manpower Project would be the first steps in making these
plans become a reality.

Such a study would assist with policies for developing
a curriculum and the setting up of an administrative structure

1

Report of the Ad Hoc Committee on a School of Social Work for
the Regina Campus, September 1970.

1

for the School.

It would also provide for a continuous review

of the impact of the School's programs on social services in the
province.

At the same time, it was decided that a specific study
should be undertaken:

1) to determine the demand for the
programs offered by the School
by persons who are currently
(or have been) employed in the
social services and by persons
who are undergraduate students
at the time of their application
for admission to a BSW program;

2) to design ongoing studies to
evaluate the impact of the
School and to make projections
for the demand (in the social
service field) for variously
educated personnel.
There were also other reasons for conducting the Social
Services Manpower Project.

In 1972, the Canadian Association of

Schools of Social Work (CASSW) published a description of the
criteria by which Schools of Social Work across Canada would be
accredited.

The Manpower Project would attempt to satisfy some

of these criteria, which were that the School include in its
plans some provision for ongoing and effective self-study and be
responsive to changing conditions and knowledge.

The Manpower

Project would also help the School establish and maintain working
relationships with the social work profession and community.

REVIEW OF THE LITERATURE

The need for Manpower studies of the social services has
been extensively and well documented.

The following studies are

regarded as providing the primary theoretical rationale for the
present project.

Our review was to determine what comparable research was
currently being done or had recently been completed in this field.
The following Table (Table 1) provides a brief description of the
comparable studies reviewed.

As well, it provides the opportunity

for comparison among any of the others and between any of them
and the present study.

Although the other studies provided a

basis for the present one, these other studies were characterized
by differences in approach, populations studied and in the
specific questions with which they were dealing.

Moreover, ours

was the only study which actually contacted consumers of social
services.

Of the other studies cited in this Table, none were

actually implemented in Saskatchewan.

We recommend that anyone

wishing more detailed information about this related literature
obtain copies of these studies, the references of which are as
follows:

1) Blair, W.R.N. Mental Health in
Alberta, Volume II. Quee0s
Printer, Government of Alberta,
1973.

2) Blair, W.R.N. A Study of Mental
Health in Alberta. A Report on
the Alberta Mental Health Study,
1968, Volume I.
Human Resources
Research and Development Executive
Council, Government of Alberta, 1969.

"Employment of Social
3) Crane, J.
Service Graduates in Canada, 1972."
An interim report for the Canadian
Association of Schools of Social
Work, University of British
Columbia, 1973.

Deployment of Graduates
4) Crane, J.
of Professional and Technical
Training_ Programs in Canada, 1970
1972.
Progress report 1971-72,
School of Social Work, University
of British Columbia, 1973.

"A Proposed Experiment
5) Davis, J.M.
on the Differential Use of Manpower
Report
in the Social Services".
commissioned by and submitted to
the Saskatchewan Department of
Social Services (1973).
6) McArton, D.
"Social Work Manpower
Needs in Manitoba and Saskatchewan,
Report of a Study". The Manitoba
School of Social Work, Winnipeg,
January - May, 1970.

7) Melichercik, J. and L. Magee. "Manpower Needs in Social Services: Results
of a Survey of Organizations Employing
Social Work Personnel in Southern
Ontario." Paper presented at the
Canadian Federation of Social Services
Students Conference, Sudbury, January,
1973.

8) Paterson, J.G., D.D. Sawatzky and
"Summary Report - DesF.O. Olivia.
cription of Follow-up of Trainees
from Social Services Programs in
Colleges and Technical Institutes
in the Province of Alberta". Social
Services Education Special Research
Project, Alberta Colleges Commission,
1972.
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PROJECTIONS OF SOCIAL SERVICE MANPOWER NEEDS
During our review we came across the Job Vacancy Survey
produced by Statistics Canada (under contract to the Department
of Manpower and Immigration).

This Survey was created to fill

a need similar to the one we described in our proposal for the
present study.

The Job Vacancy Survey was an analysis of job

vacancies in the labour market in view of the importance of
planning for vocational education programs, occupational training
and retraining and expected labour surpluses and shortages.

This

Survey, based on the Canadian Classification Dictionary of Occupations, included a list of the positions of most social service
employee classifications.

The list of places in which these

social service personnel could be employed was based on lists
from the Standard Industrial Classification Manual.

These lists

contained many of the social service positions and types of
places of employment which we used in our survey.

The estimates produced by this Survey for specific occupational groups made it unnecessary for us to make similar projections as we had proposed to do.

Their projections for various

occupational categories (including social work) on which they
have reported regularly on a quarterly basis since 1971, are far
more comprehensive than any which we might have hoped to carry
out.

We will, therefore, attempt to negotiate access to the

quarterly reports they provide in order to obtain the information
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about available and projected vacancies in social service-related
fields which will be so essential to the proper planning of
student intake in the University of Saskatchewan School of Social
Work.

Hazards of Prediction
Although there are many problems associated with carrying
out useful projective studies, accurate manpower projections for
the social services are quite essential so that a sufficient
number of properly trained persons are available to meet future
employer demands.

Regardless of how much valid information is obtained
and how sophisticated the analyses of it are, inaccuracies in
the projection of manpower needs in the social services are
bound to occur.

1

1

"The Manpower vs. the Free-Choice Principle".
Bowen, Howard R.
In University Affairs, edited by Gloria Pierre, Vol. 15, No. 1,
January 1974 'Ottawa)
.
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GOALS OF SOCIAL WORK

It is very difficult to specify what the objectives of
social services are.

Means (e.g., counselling) can easily be con-

fused with the ends which these means are supposed to attain.

1

Very closely related to clear and practical identification
of the goals of social service is the question of who is most competent in the social service field.

Without being able to agree

upon what social workers are doing, it is very difficult (if not
impossible) to determine whether any one educational level is any
better in social work than any other.

We might be very surprised

to find out that one's educational level is not the crucial factor
at all in determining competence in the field.

More and more ed-

ucation may not necessarily lead to better and better competencies
in the social services.

Despite the vague objectives of social services, and the

1

It may seem ironic but our experience in the study has been that
the representatives of the consumers' self-help groups with whom
we met were in many cases better able to identify the goals of
social service than were either the employers or employees of
For example, frequent mention was made by the
social services.
consumers that social services should provide for their basic
needs (shelter and sustenance) and to improve opportunities for
In contrast to
them to get "off welfare" (e.g., by education).
consumers, social service personnel frequently described their
responsibilities as being primarily counselling or therapy (a
means to an end) without being able to indicate what the purpose
of this intervention was, even if it was as vague as "enhancement
Some of the social service personnel seemed
of quality of life".
almost convinced that their casework, groupwork, etc., were ends
in themselves.

8

5i 9

hazy relationship between educational level and competence in the
field, social service graduates usually get the first chance at
the jobs in the social service field.

Regardless of the fact that

competence has not been definitely related to educational type or
level, our contact with most employers has shown that they do indeed have very rigid hiring policies and that it would be an almost impossible task to persuade them to change those policies.
On one occasion, we had arranged to meet two employer
representatives from two institutions.
hiring policies.

We asked them about their

The first indicated that he would never con-

sider hiring social workers because they were far too idealistic
and their training too general for them to be of any use in that
setting.

What he wanted were employees with psychological

("objective") kinds of training.

We later asked the same question

of the head of another institution which, in fact, had the same
function as the former.

The employer there expressed opposite

preferences to the first employer.

The latter stressed that he

would never hire any psychologically trained person ("they only
know how to give tests - they don't know how to get involved in
ongoing, long-term relationships with people").

Only those with

a background in social work were given any consideration there.

The irony here is that two institutions which were supposed to
carry out the same function have such different hiring preferences.

We strongly doubted that we could have done anything to change
either of their biases.
9
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PROCEDURE
Stage I:

Definition and Identification of Social Service
Organizations and Personnel
The first step was that of applying a very broad definition

of social services to organized groups obtained from a wide range of
directories listing social service groups and organizations located
in Saskatchewan.

When selecting those which we considered should be

included in our survey, we experienced great difficulty at times in
objectively "drawing the line" as to which could be categorized under
the term "social services" and which would more appropriately be
regarded as belonging to an allied field.

Some fairly arbitrary

decisions had to be made as to which should be included and which
should not.

For example, all those organizations with the term

"social services", "welfare" (or variations of these) contained

within their names (e.g., Department of Social Services, Saskatchewan
Association of social Workers, etc.) were automatically included.

On the other hand, there were some, such as legal organizations and
teaching institutions, which would have easily corresponded to our
definitions but we, nonetheless, decided that they should be
excluded.

Wherever there was any doubt about the appropriateness

of including an organization we included it.

We felt that it would

be better to include an organization which should probably have
been excluded than to run the risk of excluding one which we might
later have wished we had included.

In other words, the advantages

of including too wide a range of groups seemed to outweigh any
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possible disadvantages of this selection procedure.

Our broad definition of the social services led to misunderstanding which failed to be sufficiently clarified in, for example,
the covering letters accompanying our questionnaires.

The connotations

of the terms "social services" and "social worker" were hard to
counteract.

Responses to the questionnaire ranged from "this

doesn't apply to me because I have neither a BSW nor an MSW nor do
I want or ever intend to get one" (most common) to "...I hear you
are doing a study on the Department of Social Services; we are
not connected with them" (less common, but nevertheless occurring
often enough to warrant mentioning).

It did not matter that we

anticipated this ambiguity and tried very hard to explain that we were
using the term social services in a very general sense.

There was still

a significant number who either outrightly refused to change
their definitions ("I am not involved in social service no matter
what you say") or just could not be gotten through to ("you must
have gotten my name by mistake, I have only a grade...").

Where

we could, we either tried to contact these persons directly or by
telephone or we sent letters to the effect of "there was no mistake",
which usually resulted in better cooperation, but not always.

We

suspect that a proportion simply didn't feel they should be included
Q!,

in our study and consequently would have nothing to do with it.

The lesson here is that we probably would have been better
off to include some form of a twenty-five word or less textbook

r7.2*,
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definition of social services in our letters accompanying the
questionnaires, a practice which we had deliberately avoided.

However,

there would still have been the problem of the people we dealt with
reading it, understanding it and acting on it in order to change
their personal definition of social services.
Stage II:

Interviews

At this stage we set up interviews with representatives
of the organizations we had already identified as social servicerelated in Stage I.

The purpose of this stage was to obtain reactions

to our proposed study from these organizations and to obtain
descriptions of their services and their hiring policies.

The

interviews also served to help us to develop an appropriate survey
instrument for the Study.

These interviews were conducted on an informal, open-ended
basis and, in many cases, covered subjects which were not included
in the format.
edited.

They were usually tape-recorded, then transcribed and

They were then sent back to the interviewee for any changes,

deletions, or additions he or she wished to make.

If the transcripts

were not returned to us, we assumed that no misrepresentation had
been made.

We also requested permission to quote these interviews,

which was usually granted.

The interviews were reviewed for recurring themes which
could be used as a basis for items and alternatives within the
items on the questionnaire.

r-;-,f73

It should be noted, however, that

12

the interviews were not the only source used in developing the
survey instrument.

We also obtained material from questionnaires

developed elsewhere for similar studies.

A further selection occurred at the interview stage in
that a number of the organizations interviewed indicated that they
actually had no direct social services kinds of contacts with
clients but served purely an administrative function (e.g., the
Federal Department of National Health and Welfare, Unemployment
Insurance Commission, etc.).

During the interviews, we were

occasionally informed about other organizations who would have
come within the scope of our study but of whose existence we had
previously been unaware (e.g., newly-founded consumer groups).
Stage III:

1

Obtaining Lists of Names of Possible Participants in
the Survey
We next obtained lists of names from the representatives

of the organizations we had contacted during the interviews as well
as of the organizations with whom we did not have the opportunity
to carry out an interview.

A total of 132 letters was sent to various agencies and
organizations requesting the names and working addresses of their

1

It should be noted that it could conceivably have been that there
were social service personnel working in organizations whose names did
not imply any social service function.
If so, this group would
have been missed by the survey. In any event we expect that this
group would have been so small as to be inconsequential.

employees or members.

We received lists of names and addresses of

slightly over 2,000 employees from 93 social service organizations.

Some names of social service supervisory personnel were also secured
from the letters sent to organizations.

Most of the names of super-

visors, however, were received by way of the employee questionnaire.1
We had also intended to obtain membership lists from social

This strategy was ultimately

service consumer organizations.

decided against because we were frequently informed by.the executives
of these groups that our rate of return would be poor because their
members would be afraid that we might disclose their responses to
the staff of the social service organizations they were involved
with, which might lead to some form of retaliation against them
by these staff.

Therefore, we asked the consumer groups to give

us only the approximate number of members each of them had.
forwarded them the corresponding number of questionnaires.

where we received no reply, we mailed
organization.

We
In cases

fifty questionnaires to the

The distribution of these questionnaires was handled

by an executive member within the cooperating organizations, which
did much to dispel any anxiety among the respondents.

The major

source of names and addresses of various consumer self-help groups
and the executive members who would take care of distributing the

1

One of the questionnaire items asked the employee to identify the
name and working address of their immediate supervisor.
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questionnaires were made available to us at a SCAPO conference
(Saskatoon, September 25 - 27, 1973).
Stage IV:

Distribution and Rates of Return of Questionnaires
This stage consisted of distributing one of the three

questionnaires to each of those persons identified during the
previous stage (consumer, employee, or supervisor).

The number of employee questionnaires returned which we
were able to use for purposes of the study represents approximately
47% of the known possible returns (887 returned of a possible 1,898).
The supervisor questionnaires were mailed approximately one month
after the employee questionnaires were sent out.

Of the 408

supervisor questionnaires mailed out, 149 (37%) were returned.

A total of 1,390 consumer questionnaires was mailed to 32
organizations.

According to the information returned to us by the

organizations who distributed the questionnaires, 579 is the maximum
number of questionnaires which we know for certain were distributed.
A total of 188 completed questionnaires was returned by the consumers
which represents a 33% return.

We are certain this greatly under-

estimates the actual rate of returns with respect to those who
actually received a questionnaire to return since we weren't
informed in every case of the number of questionnaires which were
actually distributed.

RESULTS

In the following section we have presented the highlights
of the information cited on the figures and tables in the final
report of this Study.

In some cases, we have included the tables

and figures themselves because we felt that they would provide
more valuable information than a written description.
We have organized these results of the Study into the
same categories as those used in the final report.

Much of the

information should be of interest to most people reading this summary;
however, some of the information will be of interest only to certain
groups.

For example, the information on employees' plans for

academic upgrading, facts about post-secondary institutions attended,
subjects taken, and professional associations would likely be of
more interest to employees and supervisors than to consumers.

On

the other hand, the entire section on consumer groups, we feel,
will undoubtedly be of special interest to everyone concerned with
this Study.

Two symbols have been used throughout the tables and
figures.

These are used as follows:

"N" refers to the percentage

of subjects in one of the three groups who answered the particular
question since not every respondent answered every question.

In

order to determine the actual number of persons who responded to
an item, one would have to multiply the total number of persons
who returned questionnaires in that group (employee, supervisor,

or consumer) by the percentage of persons who answered that item.
"T" refers to the total number of different responses to a
particular item and this symbol is used wherever the subject has
had the opportunity to answer more than one alternative in an item.

In these cases, the number of responses can be greater than the
number of respondents.

On each table and figure we have indicated the numbers
of the questionnaire items from which we derived the data for the
tables or figures.

The symbols "E", "S", and "C" before the

question numbers refer to the employee, supervisor or consumer
questionnaire respectively.

We have also used the symbol "S.D."

to refer to standard deviation (a statistic used to describe the
distribution of scores for any item

the higher it is, the

greater the spread) on all figures which report means (averages).
General Information
The three groups being compared were all of similar age.

As one might expect, the supervisors were an average of six years
older (average age, 40) than the employees whom they were supervising.

The consumers fell midway between the two (average age, 37).
Although there were roughly similar proportions of males

and females within the employee group, there were more than twice
as many males who attained the rank of supervisor than females.
Also of interest is the fact that almost three times as many
female consumers responded as did males.
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As one would have expected, most of the people in two
of the groups were married.

However, there were very few (35%) who

were married in the consumer group, about half as many as among the
employees and a little less than half as many as among the supervisors.
The consumers also had the highest rate, by far, of being either
separated, widowed, or divorced than did the other two groups.

There were approximately equal percentages (21%) of consumers and
employees who were single, while only 10% of the supervisors were
single.

These results have face validity in that one would have

expected more marital problems from those receiving social services
than from those who were involved with the dispensing of these
services.

Despite the great difference in income between supervisors
1

and consumers, both reported the same average number of children.
The employees reported the fewest number of dependents but we
strongly suspected that the difference between the employees and
supervisors in this regard was primarily because of the difference
in ages between the two groups.

Both supervisors and consumers had

an average of two children; the average for employees was one.

Surprisingly, the largest proportion of persons among

1

I have heard enough supervisors in this group (whom I know personIf they
ally) complain about the high cost of supporting a family.
are having problems, then I am almost afraid to ask what sorts of
problems the consumers must be having in raising and providing
for their children.
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the employees and consumers (approximately one-third in both groups)
stated that they had spent most of their youth living on farms.
This percentage appears to be disproportionate to the actual distri-

bution of the population at present, but this may not have been the
case more than fifteen or twenty-five years ago when many of the 11
sample group were under the age of fifteen (i.e., the province's
cities were smaller then or people may have lived elsewhere).

The majority of all three groups of respondents presently
live in either Regina or Saskatoon.

(It should be noted that we

received a very small percentage of the total consumer returns
from Saskatoon).

The interesting feature here is that the

supervisors' distribution among the different population categories
was quite similar to the employees'.

Just over one-third of each

of these groups lived in medium-sized cities of 10,000 to 50,000
population.

The consumers, however, were more likely to be

located in smaller areas consisting of populations of less than
5,000 (30%); whereas only 11% of the employees and only 8% of the
supervisors were located in these communities.

Presumably, the

employees kept in contact with their clientele by commuting to
these smaller centres.

Forty-eight percent of the employees and 64% of the
supervisors indicated that they belonged to at least one
professional association.

The most common employee association

was the Saskatchewan Psychiatric Nurses Association; for the
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supervisors, the most common association was the Saskatchewan
The other two associations most

Association of Social Workers.

frequently listed by both groups were the Saskatchewan Criminology
and Corrections Association and the Canadian Association of Social
Workers.

Salaries and Social Service Organizations

Table 2 gives a breakdown of the employees and supervisors
on the basis of the organization by which they are currently
employed.

Although there was some overlap, there was a substantial

difference between the average supervisors' ($1,080) and the
average employees' ($713) monthly salaries)

A small proportion

of the employee group reported earnings of rather large salaries
(e.g., medical doctors).

Therefore, it would be more meaningful

to cite the modal (most frequently occurring) salary for the employees
which was in the $600 to $699 range.

The distribution of salaries among the supervisors also
deserves mention.

A small proportion of supervisors was earning

relatively low salaries.
the small agencies.

The majority of these were supervisors in

Apart from this, the distribution was bimodal.

This suggested to us that we may have two distinct sub-groups
within the supervisory category, both of whom would, nonetheless,

1

We did not ask consumers to identify their income.
r7.
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TABLE 2

Present Employer

Employer

I. Provincial Government

Employee

Supervisor

N = 97.9%

N - 98.7%

71.6

67.3

Departments

Culture and Youth
Education
Northern Saskatchewan
Public Health
Social Services
Core Services

.7

.2

2.2
23.2
34.8
7.0

15.6
38.1
8.8

2.6

.7

.9

4.1

9.2

13.0

13.0

16.6

United Appeal Supported

3.7

6.9

Non United Appeal Supported

9.3

9.7

5.3

2.1

Agencies

Miscellaneous
II. Federal Government
III. Private Agencies

IV. Miscellaneous

E - 8
- 7

be supervisors.

An examination of the positions described by the

supervisors suggested that this interpretation was probably true.
The lower

income supervisory group (modal income of $900 to $999)

was supervisors of employees, whereas, the higher income group
bracket (modal $1,200 to $1,299) was usually supervisors of the
former kinds of supervisors.

Regarding previous employment experience, a large number
of both the employees (23%) and the supervisors (20%) had previously
been involved in nursing.

Previous employment in some field of the

social services was also mentioned quite frequently by both the
employees (18%) and the supervisors (38%).

It was not surprising

that 32% of the supervisors as opposed to only 10% of the employees
indicated previous experience in administrative areas.

Although

a fairly large percentage of both groups of social service personnel
stated that they had previously worked in "other" fields, no pattern
emerged for either group.

Office work and "labouring" jobs were,

however, frequently mentioned by both groups.

The biggest surprise

regarding this item was the relatively high percentage of both
groups who had indicated they had previous experience in "direct
sales".

Consumer Organizations

Table 3 lists the sixteen groups from which the consumer
sample was obtained showing the percentage of the total sample who

5 r.3
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TABLE 3

Consumer Group Membership
N = 98.3
Consumer Groups

Central Community Services, Regina

23.9

Saskatchewan Valley Anti-Poverty Association,
Laird

13.0

Marianna's' (Single Parents), Regina

12.0

Joint Action Co-op, Regina

10.3

Preeceville and Area Self-Help Group

9.8

Battlefords Self-Help Group, North Battleford

7.1

Unemployed Citizen's Welfare Improvement Council,
Saskatoon

6.5

Seekers of Security Welfare Rights Centre, Regina

4.S

Tisdale Low Income Group

3.8

Swift Current Anti-Poverty Assocation

2.2

Humboldt Improvement Council

1.1

SCAPO, Moose Jaw

1.1

WOW Garments, Regina

1.1

Rights cf Social Security, Yorkton

1.1

Duck Lake Willing Workers

.5

Nipawin Ongoing Social Action Group

.5

C - 21 (b)

responded from each group.

Messrs. Tom Brown, Al Skagen and

Chuck Kowalski deserve special mention for the assistance they
provided us.

With their help, we were able to make the contact

with the majority of the consumer organizations listed.

Without

it, we would have had little hope of receiving as much cooperation
as we did from these organizations.

Criteria for Hiring and Promotions
Regarding criteria being used for hiring staff to social

service positions, the supervisors rated both related experience
and educational background as being of approximately equal value,
as did the employees (the latter rated both of these criteria as
somewhat more important than did the former).

The consumers,

however, rated related experience as being more important than
educational background, although the difference between the ratings
was not great.

Other criteria which were mentioned as important

were:

Supervisors

CMaLgnti
Ability to relate to people,
seniority, personality,
maturity, interest in one's

Personality, aptitude,
ability to relate to clients,
interest in clients, maturity
and understanding, interpersonal skills.

work.

When the question "what should the criteria for hiring
be?" was asked, social service-related experience was consistently
rated by all three groups as being more important than educational

background, although employees and consumers both seemed to think
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that related experience was more important than did the supervisors.

The consumers rated related experience much higher than they did
educational background.

As one would expect, the responses to the

"other" category for this item were similar to those listed above.
Figure 1 compares employees and supervisors on the relative
importance they assigned to various reasons for entering the social
services.

It should be kept in mind that this comparison is between

employees' personal reasons for entering the field and the motives
which supervisors felt should be important.

Consumers were asked a

similar question but, rather than being required to rate motives,

they were simply required to check off those items they considered
to be important.

Eighty-four percent of the consumers indicated that

desire to help people should be the most important motive followed
by "to be better able to bring about social change" (43%).

"Area of

interest" (27%) and "life experience" (23%) were of intermediate
importance, while "salary", "status" and "no other employment available" were all cited as being of very low importance (less than 5%).

Most employees considered that the qualifications for
their positions had remained the same since they were hired;
however, only 59% of the supervisors felt that the qualifications

for the positions they were supervising had remained the same
during the past five years.

Of the employees who felt that the qualifications for
their positions had changed, the most common response indicated
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Importanc

Employees

FI GURE 1

Life experience

85.1

74.4

79.9

E

92.6

94.0

89.9

91.3

S

.7

.7

.6

.6

.7

.5

.6

.6

.6

.5

7

ONO

Volunteer work

78.6

92.6

.6

.7

"TT1

2

of Motives for Mitering the Social Service Field

0/10 0.ND

Better ability to
facilitate social change
80.2

91.9

.7

.2

Supervisors 11

Salary

76.6

93.2

.6

SD

Status

82.0

89.9

N (1.)

Problem or area of
special interest

73.6

8.7

Desire to help people

No other employment
available

9.9

Other

1

1

I TT- F1-71

3

*Supervisors were asked what should be the reasons for entering the field, whereas the employees were asked
what their reasons actually were.

E - 28
S - 33

increases in educational requirements (e.g., to BSW, MSW, or a
university degree).

There was also a significant number of

employees who described changes of a more subjective nature, such as
requirements for intelligence, adaptability, imagination and
interpersonal skills.

example, one correctional officer

commented that his position had changed from
"...being oriented towards custody and autocratic
discipline to emphasis on developing relationships
and positive discipline, supervision and understanding."
Supervisors also mentioned that educational requirements have
generally been increased with a trend towards preference for professional social work qualifications rather than for general
university degrees.

Also stressed were somewhat subjective

personal characteristics such as maturity, motivation and
flexibility.

More employees than supervisors felt that there shouldn
be any changes in qualifications for their positions.
were split about evenly on this question.

Supervisors,

When we asked the

question "if the qualifications for the positions have not been
changed and you think they should be, how should they be changed?",
employees specified that there should be an increase in educational
qualifications, such as university degrees or social work-related
degrees.

A large number also indicated that there should be more

training related specifically to the work that will be carried

out on the job (i.e., administration, human relationship skills,
individual casework, group work and special education).

On the

other hand, among the supervisors a stronger stress was placed on the
necessity for professional training in social work.

They also

mentioned the relevance and the importance of having a "correct
attitude".

Some of the supervisors considered practical experience

to be of more importance than educational qualifications.

Qualities of Importance for Effective Social Work
All three groups were asked to rate the relative
importance of various qualities to competence in the social

All regarded "one's personality" as being the most

services.

important variable with respect to competence.

The consumers

considered experience to be more important than did the other two
groups.

On the other hand, both supervisors and employees considered

that educational qualifications were more important than did the
consumers.

Surprisingly, the consumers rated previous work

experience as being slightly more important than did either of the
other two groups, while supervisors indicated it to be the least
important quality.

Figure 2 represents the rating of the relevance of
various fields of study of social work education to social work.

Consumers and employees were asked about their attitudes
concerning the usefulness of various skills.
both groups were much the same.

The profiles of

Both assigned the highest importance
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to human relationship and counselling skills and less importance
to the need for supervisory skills (though we would have expected
a different answer from the supervisors had we asked this of them)
and the skills of being able to speak or write well.

Consumers and employees were also asked about the
relevance of certain kinds of knowledge to social services.

Consumers rated understanding legislation related to social services
as having the greatest relevance.

Their lowest rating went to

familiarity with social work policy although this was also considered
to have some importance.

Probably contributing to their high

rating of the importance of legislation is the fact that active
campaigns are currently being carried out by consumer groups to make
their members more knowledgeable of what their rights are.

The employees rated "knowledge of community resources" as
being of relatively high importance.
differently rated by the consumers.

This was not substantially
While many of the consumers

felt strongly that "the system" had to be changed before social

work education would be of any effect, the employees felt far less
strongly about the necessity for social change.
Figure 3 is a rating by supervisors of the various kinds

of academic qualifications with relation to competence in the
social services.
of training.

Consumers were also asked to rate certain kinds

The majority indicated that university social work

training (37%) and classes in areas specifically related to a

t-41.
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Bachelor of Social Work

Graduate work in social work-related
fields (e.g., MSW)

76.5

78.5

76.5

80.5

.6

.6

.6

.7

.7

(General)
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FIGURE 3

Relevance of Various Academic Qualifications to Social Service Positions Cited by Supervisors

Bachelor of Arts
(Social Sciences)

77.9

.7

SD

Welfare Worker Technologist
Certificate

75.2

.6

N(%)

Grade XII (with social servicerelated experience)

76.5

Bachelor of Arts

Grade XII

.5

21.5

71.8

No minimum education qualifications

Other

person's job (43%) would be the most important kinds of academic
Both technical institute

training for social service personnel.

or community college programs (13%) and just any university

training (1%) received very low endorsement from the 95% of the
consumers who answered this item.

Means and Goals of Social Services
Table 4 gives the breakdown of the dispensers on the
basis of the kinds of problem areas with which they deal.
of the "other" responses that supervisors gave were:

Some

community

organization, public relations, court work, interdisciplinary
problems, and maintaining staff morale.

The employees were asked whether or not they had been
involved in any volunteer work previous to their present employment.

Almost half of them indicated that they had been involved

in some form of volunteer work which was primarily in the areas of
youth, recreation and church groups.

They were also asked whether

they were working in other areas in addition to their present job.

Approximately 30% stated that they were and their work was involved
with a number of areas relating primarily to either human services
or the social services.

We were interested in learning about the importance of
various goals of social services by comparing what employees were
doing in their specific jobs to what supervisors and consumers
felt social workers should be doing.

5c3
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The most important goal cited

1

41

141

cn

64.9
53.6
52.0

d) Supervision and consultation

e) Education and staff development

f) Administrative responsibilities

E - 38
S - 22

g) Other

54.4

c) Client self-help groups

57.2

92.8

a) Individuals and families

b) Small groups

EMPLOYEES

Areas of Work

YES

66.7

97.0

95.5

96.4

64.8

68.6

91.7

SUPERVISORS

67.2

71.7

72.9

71.0

70.3

86.0

EMPLOYEES

Does Employment Involve Dealing with Problems in any
of the Designated Areas

TABLE 4

NO

39.6

90.6

89.9

92.6

79.5

67.5

89.3

SUPERVISORS

by all three groups was that of helping people become self sufficient
although, surprisingly, the consumers rated this item of a slightly
lower importance than either of the other two groups.

It is

quite noteworthy that the supervisors' profile was highly similar to
that of the consumers even though consumers generally have only
indirect contact with supervisors.

For more details, see Figure 4.

Figure 5 compares the three groups with respect to
their ratings of the relative importance of various kinds of intervention.

Again, supervisors and consumers were asked what the

importance of various methods of social service should be and
employees were asked of their importance as related to their
specific jobs.

The profiles of consumers and supervisors were

far more consistent with one another than were either of these with
the employees'.

Apparently, while the employees feel that, in their

work, it is very important for their clients to talk about their
problems (via counselling), the clients want practical things
(adequate housing, financial assistance, rehabilitation).

Figure 6 discloses one of the most interesting findings
of the entire study.

Employees and supervisors agreed very

highly with one another about the relative importance of various
factors when deciding upon a course of action with a client.

Consumers indicated a parallel profile when they were asked to rate
these factors in terms of how important each should be in reaching
a decision.

When, however, consumers were asked how important they
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90.9

96.6
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.6

Consumers

E

Provide and/or maintain minimum
standards of phyt.ical well being

95.6

96.0

.7

--__

Help people to become selfsufficient

91.9

89.9

Help people to avoid dependence
on social services

94.0

.7

89.5

.7

Improve the organization or
delivery of social services

.7

95.3

93.1

88.7

Increase opportunities for social
and/or political participation of
disadvantaged groups
Bring about Changes in welfare
philosophy, attitudes or policies
of society as a whole

10.1

91.0.

.7

90.6

.6

88.7

4.7

.7

15.5

Other

1
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1

1

1

1

1
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Whereas employees were asked about this item in reference to the specific job they were doing, supervisors were asked what
social workers should be doing.
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Rehabilitation
84.9

88.6

94.1

.8

.6

.7

N (I)

Family planning

85.3

88.6

96.3

.7

.6

.7

Counselling and therapy

Child placx.mcnt and/or
care

86.6

89.3

95.7

.7

.6

.7

4

Provide financial
assistance

84.4

89.9

90.4

.6

.7

Organize and/or work with
client self-help groups

Work with volunteer
groups

85.3

84.7

86.5

89.3

89.9

91.0

idiscemnt

Presenting briefs, papers
or lectures

88.8

Job

Provide. adequate housing

86.9

87.9

92.0

.6

I

.7

88.6

:6

.7

82.5
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Research

2.7

7.4

10.8

Other

*Both supeivisors and const:-.nrs were asked what means a social worker should
use; whereas employees were asked what means
they wen actually u :ing.

E - 40
S - 35

C- 11

Cei

Ct

Employees
Supervisors
Consumers
Consumers**

FIGURE 6

C*

.5

.6

.5

S

.7

.6

.8

C

.7

.6

.6

.5

...PM

C
95.2

.5

.5

.7

.7

judgmel.t

1.5

Importance of Factors Influencing Social Service Employees When Deciding
upon a Course of Action to Take with Clients

.01Ibis

S

88.8
89.4

.6

.5

.8

0.1.0 I.E...

E
95.3
86.2

86.7

.6

.6

S.D.

93.9
94.6

87.2

86.2

.7

N ()

93.2

94.6

87.8

86.2

C*

91.5

95.3

86.2

E '

Advice of the
supervisor

92.1

95.3

The client

Agency policy
91.1

Employee's own

Community
expectations

*These figures represent consumers responses to what social workers should be influenced by
**What social workers should be influenced by
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felt each of these factors actually was when it came to deciding
upon a course of action with a client, the profile was quite different.

As far as the clients were concerned, the way that decisions about
them were being made was not the way they should be made.

On the

other hand, the employees and supervisors were suggesting that the
way their decisions were being made was consistent with the way
that consumers thought they should be made.

This point will become

easier to understand by referring to Figure 6.
The three groups were asked whether they felt that social
service personnel were overworked.

They indicated roughly similar

and even proportions of affirmative and negative responses to this
item.

In relation to the question of being overworked, the

employees and consumers were asked whether enough time was spent
with clients.

Although the difference wasn't really substantial,

more consumers felt that social service staff were spending
enough time with clients than did the employees.

One would have

expected the results to be reversed (i.e., consumers complaining that
their workers didn't have enough time to spend with them).
Educational Background

The most common subject major taken by the employee
group while at university was psychology (31%) with sociology and
social work (12% and 11% respectively) running a LLstant second.
In addition to asking employees about their majors, we asked

those who were not planning to take any further education which

and how many classes they

had taken in all.

Both psychology and

sociology headed the lists again (46% and 39% respectively) with the
remainder, including social work, being very minimally represented.

These responses confirmed the information reported about subject
majors

that the most popular university courses among the employees

were psychology and sociology.

Figure 7 shows the rating supervisors and employees gave
to various academic subjects with regard to the relevance these
subjects had to social service positions.

The supervisors were asked to indicate, for the positions
under their charge, the number of vacancies, the number of staff,
and the projected number of staff there were for various educational
qualifications.

Although we had thought this question would be

relatively straight forward, it turned out that it was badly
presented and therefore, misunderstood by the respondents.

Because

of this problem, we have not cited the information obtained from
this questionnaire item.

Among the employees, the largest proportion received their
university education in this province.

Of the supervisors,

approximately equal proportions attended either the University of
British Columbia, the University of Manitoba, or the University of
Saskatchewan.

The most common non-university, post-secondary

institutions referred to by the employees were the Saskatchewan
Training School at Moose Jaw, the Saskatchewan Hospitals in Weyburn
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FIGURE 7

Relevance of Certain Acadic Subjects to Present Social Service Pocitions

History

Social Studies

Anthropology

Political Science

Sociology

Psychology

20.3

20.2

12.0

15.9

17.6

44.5

51.9

S

88.6

87.9

84.6

85.9

86.6

84.6

92.6

91.9

S

. 8

.6

. 8

. 7

.7

. 7

E

.7

.6

.6

.7

.7

.6

S

mom

Economics

20.4

83.9

ON*

Social Work

17.0

90.6

Supervisors

Education

21.6

85.9

SD

Humanities

16.3

14.8

N (%)

Administration

18.9

Other

E - 19 (b)
S - 31

and North Battleford and the Institute of Applied Arts and Sciences
in Saskatoon.

The supervisors had received their non-university,

post- secondary training at a number of institutions, none of which

were mentioned significantly more frequently than any other.
Table 5 describes the sample on the basis of the highest
educational qualifications achieved.

This Table compares the

educational qualifications employees claimed themselves to have and
the educational qualifications the supervisors claimed that the staff
under their charge had.
quite similar.

The proportions cited by both groups are

The 27% which has been included in the "other"

qualifications category (first column) probably would have been
lowered substantially had we allowed for a category which specified
medically-related certificates or diplomas for the equivalent question
on the supervisor questionnaire.

The supervisors seemed, on the

whole, to be better qualified in terms of level of education than the
employees, with a substantially high proportion of them having had
social work-related training.

It should be noted that only 5% of the consumers stated
that they had completed a university or other post-secondary course.

These percentages suggest that one of the main features distinguishing
the dispensers from the consumers of social services is the
educational level they have.
Educational Upgrading

Figure 8 indicates the opinions of employees and consumers

N3

27.4

*

19.9

23.9

*

28.1

0

4.8
2.4
12.7

*

*

28.1

*

T = 1227**

N = 81.24.

try Supervisors

Present Uumb7r
of Staff Citcd

6.2

1.4

11.7

24.4

27.1

1.0

1.0

27.1

0

E - 11, 12, 14, 15, 17
S - 10
C
7 (a), (b)

6.2

3.9
1.6

20.1
4.3

3.6

23.5

10.6
16.5

N = 98.4%

Eti.loyee

**This number represents the total number of employees cited by the supervisors.

*There was no basis for comparison for these items.

Other qualifications (university and non-university)

Graduate Degrees

Social Work Related Courses
I) Welfare Worker Technical Course
ii) BSw
iii) MSW

Bachelor Degrees
i) Bachelor of Arts
ii) Other Bachelor degrees (e.g., B.Ed., B.Sc.)

Medical-related Certificates or Diplomas
1) Psychiatric nurscs
ii) Others (e.g., R.N's, certified nursing
assistants)

Diplomas (e.g., administration, education)

Certificates (e.g., administration, education)

High School
i) partial
ii) complete

Grade 8 or less

Educational Qualifications

Educational Qualification.;

2.7

1.6

45.4

11.4

16.6

3.1

5.3

13.6

0

3.0
4.5
37.9

6.1
5.3

4.5

12.1

2.3
11.3

t7 = 08.6.

SuperviLor

Co:Tarison of Sardle on H;ght%t Educatic,nal Qualifications

TAMA: 5

0

.5

0

.5

1.0

1.1

2.2

60.4

32.4

0
0
0

0
.5

1.0

0

37.6
22.8

N = 96.fi
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FIGURE 8

Importance of Motives for Academic Upgrading
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63.2

87.8
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Better understanding of social
service policy

62.6

86.7

.7
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Better understanding of social
servicc philosophy

64.4

82.4

C*

Greater opportunity for advancement within agency

62.8

3.7

1

Greater opportunity for advancement out of agency (out of Sask.)

7.8

Other
*
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wor(- asked what should be the motives for upgrading, whereas employees were asked what their
motives actually were.

E - 20
C - 17

regarding their reasons for wanting academic upgrading.

Ninety-eight percent of the supervisors indicated that
they encourage their staff to upgrade themselves, whereas only
51% of the consumers felt that upgrading would help social workers
While social service staff regard

to be better able to help them.

education as important, it is clear that the consumers do not regard
it as being quite as important.

Whereas the majority among the employees and supervisors
indicated that they were not presently working at or planning to
take any further social work education, about twice as many employees
as supervisors indicated an interest in further upgrading (employees
37%, supervisors 18%).

The reason for this seems obvious, since

more supervisors had terminal educational qualifications than did
the employees.

We also asked the supervisors a very general question

as to whether or not they would take further upgrading if they had
the chance, since we had expected that a large number would not do
so because they felt they could not do so.

When the question was

phrased this way, 75% indicated that they would take further upgrading.
Table 6 shows the percentages of employees and supervisors
wishing to take the various kinds of academic social work-related
programs.

Among the 34% of the supervisors who answered this item,

the highest proportion (51%) indicated that they wished to take courses
outside of Saskatchewan in graduate and undergraduate administration
(business, public, hospital, and social work), or graduate social

rtrr-...)
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TABLE 6

Type of Social Work Programs Sought

Social Work Programs

Employee

Supervisor

N = 30%

N = 34.2%

8.3

2.0

BSW Extension Study
Program (External)

47.7

2.0

Certificate in Social
Service

17.7

25.5

Division, .Non- degree programs, Saskatoon

8.6

7.8

Kelsey Institute of Applied Arts and
Science, Saskatoon, Welfare Worker
Certificate Program

2.3

13..8

14.3

51.0

Undergraduate BSW program
(Internal Studies)
University of
Saskatchewan,
School of
Social Work,
Regina

University of Saskatchewan, Extension

Other (outside of Saskatchewan)

E - 18 (b)
S - 12

6
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work courses (MSW, DSW).

Most of the foregoing areas were mentioned

with approximately equal frequency.

A lesser number indicated in

the "other" category a desire for further training in criminology,
law and judicial types of programs.

Both employees and supervisors indicated that,if they were
to take upgrading, they would like to do it either by way of evening
classes or leave of absence in order to attend courses full time.
We were particularly interested in determining the reasons
that employees had for not taking any further education.

The three

reasons that were most often cited as being the most true were "not
being able to afford the expense", "family responsibilities", and
"not needing any more schooling in order to succeed in their present
job".

The reason most often cited as being not true at all was

that they would be "intimidated by going back to school".

This

profile suggests that many more in the employee group would be
interested in upgrading themselves were it not for family responsibilities or the lack of financial support.

Financial Responsibility for Further Upgrading
Table 7 shows the opinions of employees and supervisors
as to who should pay for academic upgrading.
There were differences between the employees' and supervisors'
responses when it came to the question of how much financial
assistance would be provided by the employer.

Whereas 36% of the

employees indicated that their employer would provide none of the

TABLE 1

Who Should Take Financial Responsibility
For Further Upgrading

Employee
N = 93.8%

Supervisor
N = 96%

Employee

12.6

5.6

Employer

21.6

17.5

Employee and Employer

65.6

76.2

E - 23
S - 29 (b)

5-nt3
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We asked all three groups under what types of supervision
social service personnel seemed to be operating most efficiently.

The interesting finding here was that, while the majority of the
employees (over 80%) indicated that they operated most efficiently
whfie working independently of supervision, the same high proportion
of supervisors indicated that the employees (presumably the same
ones) operated best while under close supervision.)

The consumers

sided with the employees, contending that employees worked best
independently of supervision.

Consumer Group-Related Data

We were interested in finding out whether social service
personnel were aware of the existence of any consumer groups.

Most

of the employees (88%) and the supervisors (94%) stated that they
were aware of the existence of these groups.

A complementary question

to the foregoing was asked of the consumers.

They were asked whether

the social service personnel they had contact with knew of the
existence of the kinds of groups of which they were members.

Of

the 70% who answered this item, 81% indicated that they felt that
their workers knew of their membership.

)it should be noted that one of the supervisors, quite correctly,

pointed out that this was a poor question because the type of
supervision was exclusively a function of the experience and the
competence of respective employees. Those employees who were
good at their job didn't need as much as those who weren't as
On the other hand, we did qualify this question by
effective.
stating "in general".
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We asked all three groups under what types of supervision
social service personnel seemed to be operating most efficiently.

The interesting finding here was that, while the majority of the
employees (over 80%) indicated that they operated most efficiently
while working independently of supervision, the same high proportion
of supervisors indicated that the employees (presumably the same
ones) operated best while under close supervision.1
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sided with the employees, contending that employees worked best
independently of supervision.

Consumer Group-Related Data
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They were asked whether
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the 70% who answered this item, 81% indicated that they felt that
their workers knew of their membership.
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supervision was exclusively a function of the experience and the
competence of respective employees. Those employees who were
good at their job didn't need as much as those who weren't as
On the other hand, we did qualify this question by
effective.
stating "in general".
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One of the common complaints which we heard during the
interview stage of this project was that consumers were afraid to
join consumer groups for fear of reprisals being carried out against
The information we received from

them by social service personnel.

the consumers who are currently members in these groups suggests
that this fear is unfounded since only about 2% specified that their
relationships with their workers had actually worsened as a result
Twenty-six percent indicated that

of them being in these groups.

these relationships had been improved ("my worker will even light a
cigarette for me when I go into his office ... say hello to me when
he sees me on the street").

The greatest percentage, about 72% of the

63% of consumers who answered this item, however, indicated that
their membership didn't really make any noticeable difference to their
relationship with their workers.

On the basis of this information,

it seems that it would be very much to the advantage of a consumer
to join consumer organizations, since the advantages (e.g., more
lobbying force, opportunity to become more aware of rights) of belonging
appear to outweigh the disadvantages that a small percentage of
consumers have referred to.

Table 8 indicates the opinion of supervisors, employees, and
consumers concerning the willingness of employees to be involved in
clients' rights groups.

Table 9 shows the opinions of supervisors and employees as
to whether employees actually were aiding clients' rights groups.

Figure 9 indicates the attitudes which were expressed

561
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TABLE 8

Are Social Workers Willing to
Kelp Clients' Rights Groups?

Yes

No
Undecided

Employee

Supervisor*

N = 96.4%

N = 96.6%

N sis 87.8%

55.7

68.8

59.4

4.4

6.9

10.3

39.7

24.3

30.3

* Supervisors were asked if their staff should be
encouraged to help clients' rights groups.
**Consumers were asked if social workers they had
met seemed willing or not to help clients rights
groups or whether they did not seem to care
either way.

E

Consumer**

46 (b)

S - 37 (b)
C - 30

t- e'

OVAAr
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TABLE 9
Are Social Work Staff Aiding any
Clients' Rights Groups?

Employee

Supervisor*

N = 97.1%

N = 96.0%

Yes

24.4

62.9

No

75.2

37.1

* Supervisors were asked if any of their staff were
aiding clients' rights groups.

E - 46
S - 37

(a)

(a)
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94.0
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94.7

94.7
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1.0
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1.0
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1.111.0

social workers

FIGURE 9
Attitudes towards Consumers of Social Services

S.D.

97.1

98.0

93.1

.9

N (t)

97.1

98.0

95.2

1.1

C

97.2

96.3

94.1

1.1
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Consuners should be strong
force in social change

97.1

98.0

93.1

1.1

Consumers should determine
amount of own assistance

One Should support goals
of clients' rights groups

97.2

96.0

93.6

Conners would make good

The more education, the
harder to talk with clients

95.7

95.3

1.011.2

.9

Able-bodied untmployed
people are victims of system

94.9

28, 29, 26, 27

,8

Able-bodied unerployed
people are victims of own
lack of ambition

24, 25, 23,

S - 47, 48, 49, 50, 51, 52
S - 38, 39, 40, 41, 42, 43
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by all three groups towards consumers and the groups they are
associated with.

The most remarkable aspect of these results was

the similarity of profiles.
parallel.

They were, with one exception, almost

As one would expect, the consumers exhibited stronger

agreement with the items than the other groups, but then probably
only because these attitudes were directly concerned with themselves.
We were intrigued to find out that 20% of the employees
admitted that they had been recipients of social services at one
point in life (which is probably an underestimate because many
would probably not like to disclose this fact).

In comparison,

only about 8% of the supervisors admitted that they had ever been
consumers of the social services.

Table 10 compares the entire

sample on the way in which they had been consumers.

C. r011:ral
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7.2

8.3

2.8

1.3

23.8

1.2

4.0

2.2

3.0

61.5

T = 231*

(see financial
assistance)

0

56.0

1.0

2.3

3.7

3.0

33.3**

T = 134*

Consumer in Presently
a consumer
the past

Consumers

1Whereas the percentages for these items apply to the children of
consumers, they refer
to the employees and supervisors themselves.

**This percentage is obtained from the similar but not identical "other" category on the
consumer questionnaire. Almost all respondents who checked the choice "other" specified
that they were currently recipients of financial assistance.

*Refers not to the total number of respondents but to the total number of types of
recipients. Many respondents are multi-problem persons receiving multi-social services
simultaneously.

Other

0

Inmate in a correctional centre or
penitentiary

0

0

0

One-parent family

0

8.3

25.0

41.5

N = 8.1%

17.0

2.2

3.6

7.2

45.7

N = 15.6%

Supervisors

34.1

C,7 Received counselling
Akh
-personal counselling (e.g., marital,
Cr:
alcoholism)
employment counselling

Involvement with juvenile
authorities)

Ward of the government 1

Foster or adoptive parent

Financial assistance

Type of Recipient

Employees

Type of Social Service Recipient

TABLE 10

29 tb)

S - 9 OA

E

CONCLUSION

The conclusion of the project marks the beginning of a
new phase of our manpower study in which we hope to make as many
sectors as possible aware of those of our findings which may be releIt became quite clear to us that, as the writing of

vant to them.
the

Report progressed and as it became longer and longer, fewer and

fewer people would ever bother to read it.

The more we put into it,

the more discouraged we became that this would be just another study

.
which collected dust on somebody's bookshelf.

Therefore, a great

deal of effort will have to be spent in developing appropriate ways
of presenting the Report so that the social service community is
made aware of the results we have obtained.

Without this information,

there is no chance that any action will be taken on the basis of
the results.

Every effort will be made to avoid a situation where

no action is taken by setting up a series of meetings with representatives of social service agencies and consumer organizations.

We

also intend to bring our findings to the attention of various social
service professional journals and conventions.
Recommendations

Table 11 outlines the objectives of our Manpower Study,
the goals accomplished, the goals which were not accomplished,

areas covered in the Study which we had not planned to cover, and
the recommendations made on the basis of the results we obtained.

The results of our Study have indicated that there is a

SG?
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a trend towards hiring those people who have obtained a social

work degree or, at least, who have obtained an undergraduate degree
in the social sciences, preferably in psychology or sociology.

There

also appears to be a continued need for social service graduates;
however, our results indicate that this need is beginning to taper
off.

As well, our study found that much of the increased need was

due to employers' tendencies to boost minimum qualifications for
social service positions when applicants for employment

began to be

better qualified. 'This, in effect, takes social service positions from
one set of potential employees who do not possess as high a level of
educational qualifications and gives these positions to another set
of potential employees who do possess higher qualifications, despite
the fact that the question of which group provides better services
has not yet been clearly resolved.

There were a large number of respondents who indicated that
they would like to take further upgrading but were prevented froin doing

so because of financial considerations.

Because of the increasing

emphasis on higher education in the social service field, financial
resources should be made available to provide assistance to those social

service employees who are otherwise appropriately qualified for their
present job and who want, but cannot afford, further upgrading.

Resources could be made available through an increase in the number of
cost-sharing programs between employers and employees, scholarships,
bursaries, and similar forms of financial assistance.

57

There is a

qualification which should be made regarding this recommendation.
If the social service employees plan to take upgrading in orde; to
improve their qualifications for their present positions, then
financial assistance should be made available to them.

If, on the

other hand, upgrading is desired in order to obtain a different job
requiring higher qualifications, it must be pointed out that the
need for higher qualifications in

the

social work job market is

beginning to taper off, with the result being that these employees
may find themselves unable to obtain a different job and left with
qualifications unnecessary for the jobs they are doing.
As far as the technical graduates from the Kelsey Institute
of Applied Arts and Sciences.are concerned, the potential job outlook
Few employers will hire the technical

in Saskatchewan is bleak.

graduate, because they feel that this type of graduate is not suited
to the needs of the social service positions available.

Apart from this,

although the Kelsey Institute program personnel informed us that the
average age of their social service technical graduates is in the
late twenties or early thirties, consumers and some employers had the
impression that the technical graduates are usually very young and
consequently, incompetent.

On the other hand, those who have hired

these graduates appear to be generally pleased with their performance
in the social service field.
taken.

One of these two groups has to be mis-

The information available indicates that these graduates are,

to a large degree, very probably the victims of unjustified prejudice.

569
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A recommendation which is specifically directed to the
Kelsey Institute of Applied Arts and Sciences, but which is probably of
interest to other educational institutes as well, suggests that the
technical training program personnel give serious attention to the
development of a public relations program to dispel some of the
erroneous impressions about their program.

One of the best ways to go

about doing this would probably be to have employers who were having
concerns about this program contact those who have hired technical
graduates.

All of the groups surveyed felt that the most important
qualifications necessary for effectiveness in the social services
field are personal qualities (e.g., maturity, empathy).

However,

related experience and educational background were also stressed as
being extremely important in choosing social service personnel.

Consumers placed more emphasis on related experience than did employers
or employees.

There is agreement that human relationship skills

should be an important area of emphasis for both the selection of
applicants to social service education and for the training of students
in social work programs.

Once the students have graduated and want

to enter social work employment, it should be remembered that there
is an increasing desire for more contact between consumers of social

services and social service personnel on other than a helperhelpee basis.

Since this Study was originally commissioned by the School

570
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of Social Work in Regina, recomendations were made to this School
regarding factors co be consiueoed for admission to and those areas
to be stressed in the social work curriculum.

These recommendations

may also be of interest to other educational institutes in the area,
specifically, the Kelsey Institute in Saskatoon, the University of
Manitoba and the University of Calgary.

For selection, it was suggested

that less emphasis be placed on academic grades obtained and that more
emphasis be placed on the related experience and the personality of
social work program applicants.

Personality and human relationship

skills were cited as important areas to be stressed in social work
education.

As well, it was recommended that specific classes be

implemented in such areas as legal assistance, consumer attitudes to
social assistance, and legislation pertaining to human rights.

Because the available positions in the social service field
are beginning to decrease, it is recommended that the School of Social
Work in Regina maintain the conservative number of admissions to
their "internal studies" social work program at the present level until
further study can determine the impact of Regina's social work graduates
on the social service job market.

It is hoped that close contact

between the social service community and the School of Social Work
regarding available employment

n be kept by acting as a "clearing-

house" for social work job applicants; that is, we plan to ask
employers identified in the course of the project about the kinds of
personnel they are interested in hiring and then inform them of

t*.11
60

those students from the social work undergraduate programs (and,
possibly, even from the extension programs) who might meet employers'
specifications.

The recommendations made in this summary are not intended
to be long term.

In view of the changing economy and the varying

demand for social service personnel, any results described or
recommendations made in this summary can be valid for no longer than
a period of a few years; however, the method of study adopted here
will probably be appropriate for some time to come.

Continuous review

and ongoing research in the area of social work manpower predictions
must be undertaken in order to keep up with changing trends in the
social service field.
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