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DYSFUNCTIONAL OCCUPATIONAL STRESS IN SOME WELFARE AGENCIES: 

A COMPARISON OF SOCIAL WORK STAFF AND MANAGERS 

by Janet Dundas Williams 

As social work has come under increasing pressure concern has been 
expressed that dysfunctional stress in practitioners may have a 
deleterious effect on performance. American studies of "burnout" 
seemed to suggest that social work and other human services 
occupations were peculiarly subject to stress. 

This study originated in experience of the work of Family Service 
Units (FSU), a national voluntary organisation working with 
disadvantaged families and communities. It was designed to test 
the hypothesis that there is no difference in perceived levels of 
stress at work experienced by staff of FSU and three other agencies. 
This was done by comparing the perceptions of social work staff and 
first line managers in FSU (135) with similar grades in Social 
Services Departments (208), Health Visiting (67) and Supplementary 
Benefits (84) in three locations in the north, the Midlands and 
London, situated in inner city areas or deprived outer area estates. 

Approximately one-fifth of the staff in each occupation 
experienced more stress than their colleagues, the null hypothesis 
was found to be proven. Two series of subsidiary hypotheses then 
examined the experience of social workers (343) who rated themselves 
as more stressed, the same, of less stressed than their colleagues, 
and, in more detail, compared managers' (62) and social workers' 
perceptions of demand, support and constraint at work and at home, 
and indicators of psychological and physical health. 

The findings showed that although managers experienced more stress 
than staff 90% of the sample coped well. Sources of stress were 
found at work not at home. There were no statistically significant 
differences between the groups except in relation to time pressure. 



FOREWORD 

In the twenty months between the beginning of January, 1979, and the 

end of August, 1980, 48 members of staff left the employment of the 

national voluntary agency. Family Service Units (FSU). These staff 

represented approximately 20% of the total. Thirty-nine of them were 

surveyed by post in order to learn about their reasons for leaving 

and, why, if they had considered leaving earlier, they had stayed on. 

Replies were received from 29 people who had been in their posts for 

an average of two years. 

Over 50% stayed in their jobs longer than they originally anticipated. 

These people indicated that the factors which had been important in 

encouraging them to stay included new opportunities opening up in 

their work, team support, and the quality of supervision. 

Thirty percent left earlier than they had envisaged. Amongst reasons 

given for leaving 38% said that they had become bored, frustrated or 

emotionally exhausted. Concern about this group and a wish to 

increase understanding about the incidence and causes of emotional 

exhaustion in particular led to this study.(Williams 1981)(i) 

As an Assistant Director of Family Service Units whose 

responsibilities included promoting evaluation and research the writer 

enrolled in the Personal Research Programme at Southampton University 

in order to gain knowledge and increase her experience of research. 

With accumulating responsibilities it became impossible to give 

adequate time to the research project, and after 3 years completion of 

the work was postponed until circumstances changed. 

In this period - 19B4 to 1988 - the demands on social workers did not 

decrease, rather the indications are that the working lives of many 

are now exceedingly stressful and that performance standards may be 

affected to the extent of becoming dangerous for clients. Also, 

attention has increasingly been focussed on the stressful nature of 

many occupations and of working life in general. Although there is 

now a great deal of popular interest in the subject and concern is 

beginning to turn into action in the social work field there is 

still little empirical knowledge about the incidence of stress amongst 



social workers in Britain, despite a flurry papers on "burnout" from 

the United States during the late 1970s and early 1980s. 

At the end of 1982 W.A. Herbert wrote "We need more concentrated 

research into the ways in which personal anxiety among individuals in 

the caring professions inhibits their performance and understanding" 

(3). In 1984 the Enquiry Team which reported on the death of Shirley 

Woodcock (a child in care placed with foster parents) identified 

"staff being over-loaded, under stress and poor morale" as 

contributory factors <•*>. Again in 1987 the enquiry into the death 

of Kimberley Carlisle recognised the stressful nature of the social 

worker's situation <=> , and in 1988 a senior member of staff 

described the highly stressful experience following the death of a 

child in Leeds<®>. The need for research on which to base policy 

improvements for the prevention and reduction of stress amongst social 

workers has never been greater and this has provided the main 

incentive for completing this study. 
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CHAPTER ONE: INTRODUCTION 

This chapter reviews the context in which social work was operating 

in 1983, when the fieldwork for this study was carried out, 

describes the voluntary organisation in which it originated, and 

considers the reasons why people become social workers. 

1.1 The Context 

The present structure of statutory personal social services in 

England and Wales resulted from the Local Authority Social Services 

Act of 1970 and local government reorganisation in 1974. The new 

Social Services Departments were set up with a view to providing a 

community-based, family-oriented service available to all, with 

families or individuals in need being served, as far as possible, by 

one social worker. The services previously provided by Childrens' 

Departments and Welfare Departments were thus brought together and 

one door provided for all who needed social work help. 

Major readjustments were required of staff who previously had worked 

in relatively small, usually centralised departments, specialising 

in work with children and families, with the elderly, the physically 

disabled, or the mentally ill or handicapped. For a period in the 

late 1960s and early 1970s expenditure on social services increased, 

more local area offices were set up, and the new departments assumed 

higher status in their local authority setting. 

They had scarcely become established before local authority social 

work outside London was called upon to adjust again to the require-

ments of local government reorganisation. County borough and shire 

departments merged and the boundaries served by many teams changed. 

Increased opportunities for promotion occurred and more of those 

with experience as practitioners moved into management and advisory 

positions. 

Social work courses expanded in order to provide training for the 

many people who had been the backbone of the pre-Seebohm ^ 

departments and the influx of young people who took up posts in the 

- 1 -



Chapter One: Introduction 

expanded departments. For a period, during which further 

legislation imposed additional responsibilities and public 

expectations of social work continued to increase, much of the 

direct practice was carried out by relatively inexperienced workers. 

The difficulties involved in successfully accomplishing two wide-

ranging reorganisations in a short period of time had inevitable 

effects on social workers' relationships with other professions. 

Magistrates complained of delays in processing reports on young 

people due to appear in juvenile courts. General practitioners 

complained of the lack of out-of-hours duty social work, and, as 

Mary Manning reported in the edition of Community Care devoted to 

making a contribution to the Barclay Enquiry: "apprehension among 

doctors about the new breed of generic social workers .... ran high 

in the early 70s and has never completely s u b s i d e d " . 

Satyamurti (1981) described an urban Social Services Department 

studied in the period of reorganisation as in crisis, not so much 

because of the extent of the changes which occurred but because of a 

"fundamental problem in social workers' relationships to their work 

... and a problem of how to salvage, from the stream of rationing, 

controlling, administrative and crisis management tasks, some 

vestige of the service ideal that had brought them into social work 

in the first place". Her fieldwork was done more than a decade 

before that undertaken for this study and its relevance may 

therefore be questioned. This is a point which she herself takes 

up, acknowledging the time-lag between research and publication, and 

points out the similarity between her findings and those of 

Stevenson, Parsloe and others (1978) seven years later. 

The effects on social workers of the implementation of the Local 

Authority Social Services Act in 1971 are seen as negative and 

disturbing by Glastonbury and others (1980). The move into 

large, generalist departments resulting, in their view, in 

increasing bureaucratisation, damaging values and practice to the 

detriment of services for clients. 

- 2 -



Chapter One; Introduction 

As the economic climate became harsher in the mid-1970s local 

authorities were obliged to cut back on expenditure and statutory 

and voluntary social services began to feel the effects. One of the 

responses to this pressure was the social workers' strike of 1978-79 

which, while it appeared to confirm the need for their role, did not 

enhance their reputation amongst other professions or the public 

< 6 ) 

Social workers were expressing frustration with the framework within 

which they were required to function and with the lack of adequate 

resources to do the job. In a poll of field social workers 

conducted by Community Care in connection with the Barclay Enquiry, 

75% expressed dissatisfaction with the way in which their department 

was organised. 34% considered that their department was managed 

very well or moderately well, 32% considered it adequately managed, 

and 34% thought it badly or very badly managed. They felt better 

supported at area team level (good or adequate 84.5%, inadequate 

15.5%) than at departmental level (good or adequate 58%, inadequate 

42%). 41% felt very well or well supervised, 39% adequately, and 

20% badly or very badly supervised. Some reported that supervision 

was non-existent.(7) 

Social work practice also began to achieve headlines in the media 

because of a series of disasters in which children in the care of 

local authorities died. The enquiry reports drew attention to the 

difficulties of communication and collaboration between agencies 

etc. etc., and public and professional unease increased. Only ten 

years after the new departments had been set up, the National 

Institute for Social Work announced that it had been invited by the 

government to establish an "independent and authoritative" enquiry 

into the roles and tasks of social workers under the chairmanship of 

Mr. Peter Barclay. 

The introduction to the Working Party's report published at the end 

of 1982 gave their view of social work in the period immediately 

preceding this present study 

- 3 
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"Social work is a relatively young profession. It has grown 

rapidly as the flow of legislation has greatly increased the 

range and complexity of its work. In order to cope with demands 

which Parliament has imposed on social services authorities, 

large departments have grown up in which social workers find it 

difficult to come to terms with the complex pressures which 

surround them. There is confusion about the direction in which 

they are going and unease about what they should be doing and the 

way in which they are organised and deployed. When things go 

wrong the media have tended to blame them because it is assumed 

that their job is to care for people so as to prevent trouble 

arising. They operate uneasily on the frontier between what 

appears to be almost limitless needs on the one hand and an 

inadeguate pool of resources to satisfy those needs on the 

other." 

1.2 Motivation for entering the social work profession 

It is necessary to consider why people choose to go into social work 

despite all its apparent difficulties. Little has been written 

specifically about what motivates people to become social workers 

(Halmos, 1965; Prins, 1974) or to join voluntary organisations (Lane, 

1980), but the review of motivation to work provided by Handy (1976) 

provides pointers to what can and cannot usefully be taken from 

general theory.<»> 

General theories Early motivational theories were concerned with 

satisfaction, incentive and factors intrinsic to the job. 

Satisfaction theories, notably that of Herzberg, seem to deal with why 

people stay in their jobs rather than why they choose them in the 

first place. Job satisfaction, dissatisfaction with the job, and 

occupational stress are very closely related as we shall see later. 

Herzberg's studies suggest reasons for the positive correlation which 

is found between improved conditions and worker morale and reduced 

absenteeism and turnover. His two-factor theory provided the basis 

for much of the more recent study of job satisfaction. He found that 
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factors which satisfy and those which dissatisfy are not opposites. 

The dissatisfiers are divided into hygiene and maintenance factors and 

are found in things employers provide: physical conditions, salary, 

supervision, interpersonal relationships, policy and administration. 

These are necessary conditions for satisfaction. The satisfiers, or 

motivators, are factors provided by the employee him or herself: 

achievement, recognition, the work itself, responsibility, promotion. 

Although Herzberg's methodology and his discrimination between what 

employers and employees are deemed to contribute to the satisfaction 

contract has given rise to much controversy, his ideas are helpful in 

enabling us to understand the individual's subjective reaction to his 

or her work. Choice of job may be influenced by information about 

hygiene and maintenance factors conveyed in advertisements. 

Experience of achievement or recognition may explain why people leave 

sooner rather than later. But Herzberg does not have much to say 

which can help us to understand why people chose social work as a 

profession. 

Incentive theories are concerned with what it takes to persuade people 

to increase their efforts. Although the significance of pay and 

comparable rewards should not be overlooked in social work, any more 

than in any other occupation, the limitations on the effectiveness of 

incentives has to be taken into account. The individual has to feel 

that the extra effort is made worthwhile by the extra reward; the 

extra effort has to be capable of measurement and of being attributed 

to the individual (rarely possible in social work, and often 

questionably desirable); the individual should want that kind of 

reward, and the extra effort is not become the new minimum standard. 

Intrinsic theories, especially those of Maslow, provided one of the 

bases for the study by Lane of why people choose to work in voluntary 

social work a g e n c i e s . L a n e ' s interest in the subject was aroused 

by the observation that "there is often a high level of personal 

frustration" amongst staff in these bodies, and he found himself 

wondering if the reason why "discontent seemed to be more personalised 

and at a higher level in voluntary agencies, compared with the 
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commercial world ... might lie in the different ideals behind the two 

types of organisation". 

Maslow proposed a hierarchy of needs: from physiological needs (the 

lowest), through safety, love and belonging, and esteem, to self-

actualisation (the highest). He believed it to be essential for lower 

order needs to be met before an individual could be motivated to 

pursue the satisfaction of higher order needs. Lane found his 

subjects "more likely to be motivated by opportunities for 

responsibility and helping others than by providing for their lower 

order needs". On the basis of two series of interviews with 32 

people appointed to 10 voluntary agencies he concluded that "many of 

the safety and esteem needs, and even, marginally, some of the 

physiological needs are ignored in favour of the seeking of the 

satisfaction of self-actualisation needs". 

Theories relevant to social work As to why people made these 

apparently contradictory decisions: more than half of Lane's 

voluntary sector group were motivated by a negative reaction against 

the alternatives open to them in commerce, industry or the public 

sector. Only a third had positive reasons for choosing a voluntary 

agency. Of all the reasons given why people had chosen their new job 

Lane classified 76% as concerned with self-actualisation or personal 

growth. He concludes: "People join voluntary agencies mainly for 

what they get out of it, to work with people of like mind, to develop 

personal skills and abilities, to gain more personal freedom". He 

describes this as "ego-altruistic", implying self-gratification but 

also gratification for others. 

Unfortunately, as he himself acknowledges. Lane's study did not 

include a control group from the public services. 

Other relevant theories which have been propounded include underlying 

assumptions about humankind, views on individual needs, and notions of 

psychological contracts. Schein (1980) suggests a classification 

which pursues a historical progression from the industrial revolution 

to today: "Man" is seen as 

- rational-economic, primarily motivated by economic needs, 
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- essentially social, deriving his basic sense of identity from 
relationships with others, 

- self-actualising, primarily self-motivating and self-controlling. 

- complex, having many motives which may have a particular hierarchy 

which changes according to time and situation, and 

- psychological, evolving an ego-ideal which he has a powerful 

motivating need to achieve. The underlying assumption is that work is 

part of identity and opportunities must be provided to work towards 

the ego-ideal for a person to feel motivated. 

Other needs were identified in international, cross-cultural studies 

by McClelland (1961) as the need for power, deemed necessary for 

managerial success; the need for affiliation in developing and 

maintaining relationships; the need for achievement, motivating 

responsibility, risk taking and needing feedback. All are seen as 

necessary in varying degrees for different functions at work. Ardrey 

(1967) derived three further needs from observations of animals: 

identity, security and stimulation, all of which will prove relevant 

later. 

The idea of the psychological contract is particularly pertinent 

to social work in a period of change. Contracts have been categorised 

as coercive, calculative and co-operative. The first are most usually 

found in institutions such as prisons but increasingly, Handy 

suggests, in schools, hospitals and factories. Voluntary calculative 

contracts, are usual in industrial settings, and co-operative 

contracts many be found in any situation where the individual 

identifies with the goals of the organisation, pursues them 

creatively, and is enabled to participate in determining those goals 

and the means of achieving them in addition to the usual rewards for 

work. Although this kind of psychological contract is not always 

welcome it is predominant feature of Family Service Units and may have 

relevance to social workers in other settings. 

Halmos (1965) did not set out so much to inquire into motivation as to 

understand the faith of the "counsellors", including within this 

description all those concerned with "talking cures" in which there is 
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an "advice-giving" element. He tries to account for the increase in 

the number of this broad category of counsellors, including social 

workers, and of their influence on western thought. He cites the 

discrediting of political solutions to human problems and the 

atmosphere (in the early 1960s) of helplessness in the face of this. 

He identifies conditions suitable for the development of a new social 

function including the decline in the numbers of the clergy and the 

lack of suitable training to fit doctors to be counsellors. From his 

perspective "those who ardently care for the betterment of man's 

condition express themselves in sustained professional caring for 

others without much reference either to God or to the human body or to 

the larger social realities". 

Prins' (13) article written in 1974 is a personal view of motivation 

considered in the historical context of the development of caring and 

the caring professions, and of Judaism and Christianity. It is the 

only exploration found which is specific to motivation for becoming a 

social worker. He mentions ten possibilities, and particularly 

emphasises the element of creativity drawing on Tyler's definition of 

a profession as involving "complex tasks which are performed by 

artistic application of major principles and concepts" (i*) 

The other motives Prins mentions are the need to be needed, often 

stated as a wish to help people; curiosity about the lives of others; 

the need to fulfill unconscious needs to punish, to be in control, or 

to be adequate in the face of inadequacy on the part of others. The 

fifth one is the need to make restitution for early destructive 

phantasies and aggressive feelings, to be omnipotent and act as the 

defenders or champions of others. He links to this the "Great Mother 

Complex", the need to provide a "Kleinian breast full of the milk of 

over-dependent kindness". 

His seventh possible source of motivation is "the danger of thinking 

that this is a job just like any other" with its accompanying warning 

about the dangers of over-dedication. This is followed by the need to 

solve personal conflicts and tensions by involvement in those of 

others. Prins then makes passing reference to the influence of family 

- 8 
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and other significant people, and finally dwells briefly on the "so-
called altruistic motive". 

Other influences, of course, include family and early experience. 

Arguments about the relative influence of nature and nurture on choice 

of occupation are as indeterminate as those about their influence on 

other aspects of behaviour and personality, but sons and daughters 

follow their parents into social work and other caring professions as 

they do into performing music, the law or farming. 

Childhood experience of deprivation certainly seems to motivate some 

of the people who apply for social work training, but as many may be 

deterred by unhappy experiences of social work in practice. 

Lane thinks it likely that people are not always aware of their 

motives or that, if they are, they may be inhibited about expressing 

them. This is supported by a brief study by Williams (1988) in the 

course of which a group of ten people was asked about their interest 

in applying for short term posts working with homeless people. Only 

two described the basis of their motivation in terms of wanting a 

"caring" job. One suggested that his choice of career had been 

inevitable, his father was a caring man and this was how he had been 

brought up. One had clearly made the kind of negative choice found by 

Lane. She had chosen a voluntary organisation because she did not 

want to work in the public sector. Another had tried nursing and 

become disillusioned. This person, however, made a very positive 

statement about enjoying working with single, homeless men. Another 

also expressed a particular interest in the unusual people with which 

her job brought her in contact. One gave the instrumental reason of 

seeking experience needed to make a successful application to train as 

a social worker. Two others had been out of work but were committed to 

careers in social welfare. The temporary job might lead to something 

permanent - an attitude which was not prevalent when Halmos was 

writing. The last, and most senior, had drifted into the work. None 

of these people had a formal qualification. 

1.2 The voluntary organisation 

— Q — 
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This study is concerned with the experience of people working in both 

the voluntary and statutory sectors. Although the training of social 

workers in both sectors may be the same and many of the functions 

similar, some important differences of emphasis should be noted. 

The study originated in Family Service Units, a national voluntary 

organisation employing paid professional staff. A note about its aims 

and distinctive features is required before proceeding further. 

The aims of FSU are "To promote the welfare of families and 

communities which are seriously damaged through lack of personal, 

social or economic resources by: 

i. providing comprehensive, preventive and innovative services, 

ii. studying the forces which lead to the disintegration of family and 

community life, and 

iii disseminating the knowledge and experience gained to bring about 

improvements in social policies and p r a c t i c e s . 

These aims reflect the differences in task and organisation between 

voluntary bodies and statutory organisations identified by the Barclay 

Working Party That is to say FSU sees itself as having: 

a independent, watchdog role: observing and criticising the 

implementation of public policy and pressing on behalf of the poorest 

and least articulate for the development of equitable policies; 

- a specialist role: concentrating on the needs of families and 

communities with multiple difficulties and disadvantages, and 

developing relevant knowledge and skills; 

a preventive role: exploiting the absence of statutory 

responsibilities to undertake primary preventive work, before severe 

difficulties arise, "draining the swamp", as well as undertaking 

secondary prevention, seeking to avoid more serious difficulties 

developing; and 

an innovative role: exploiting its relative freedom from public 

accountability and its greater managerial flexibility to take the 
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risks necessary to find new approaches to old problems and to 

anticipate new needs. 

FSU has its origins in the Pacifist Service Units established in 1940 

to enable pacifists "to train for relief and other social work and 

thereafter give their services for the benefit of the community at 

large". In 1978 it reviewed its objectives and found that the 

distinctive features of what the organisation had to offer still 

reflected the values of its founding fathers and mothers. These 

distinctive features were considered to be: 

A caring, non-punitive and respectful approach to clients; 

an ability to reach families who reject help from official 

bodies; 

an ability to act as advocate, both for individual families and 

for groups of families; 

Unit houses which are readily accessible to clients; 

good communication with other agencies in the community; 

an absence of formality or bureaucracy: the human scale of the 

operation; 

an ability to cross professional and agency boundaries; 

a commitment to the teaching of social work skills; and 

skilled staff, operating on democratic principles, who are given 

good supervision and are willing to experiment. 

These features are attractive to many social workers. For those who 

by the early 1980s had been through reorganisation and the strike in 

local authority Social Service Departments these statements might have 

appeared to offer the antithesis of their statutory experience. Some 

indication of how far they experienced the promise of better things is 

indicated in the results of the small survey referred to in the 

Foreword.(2°) 

The average length of stay with FSU of social workers declined during 

the late 1970s and early 1980s. Between 1972 and 1977 the average 

length of staff service at four of the (then) 21 Units exceeded four 

- 1 1 -
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years. In nine others it was between three and four years, and for 

the remaining eight it was between two and a half and three years. 

These figures may include secretarial and administrative staff who 

tend to remain in post longer than field workers. In April, 1978, the 

average stay for social workers was 2 1/2 years and this was reported 

to be 6 months less than at 18 months previously. 

The length of stay of Unit Organisers remained at 5 years. 

The purpose of the brief study was to increase understanding of the 

professional development needs of staff, the extent to which current 

provisions met these, and their influence upon length of stay with the 

organisation. It covered 39 field staff including Unit Organisers who 

had left over a period of 20 months in 1979 to 1980. 

Respondents were divided into -

a. those who stayed longer than they had envisaged when they were 

appointed, 

b. those who stayed shorter, and 

c. those who stayed the same time as they envisaged. 

Fifteen people stayed longer. They were offered nine possibilities 

reasons why they might have stayed, which were selected by senior 

staff at the National Office who believed them to be features valued 

by workers in Units, and invited to say which had been important in 

encouraging them to stay on. These possibilities were: availability 

of supervision, quality of supervision, opportunities for training, 

staff turnover/stability, changing workload, promotion, new 

opportunities, commitment to clients, team support. The three factors 

ticked most frequently were: new opportunities, the most common 

being opportunities to do group work, family therapy, to co-work, and 

to undertake student training; followed by team support and the 

quality of supervision. 

Respondents were asked to give the main reason why they left the 

organisation. 58% gave 2 or more reasons which were initially 

classified as personal or professional. The professional reasons were 

then assessed as positive or negative. Of the reasons given by the 15 

-12 -
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people who stayed longer than envisaged 37% were positive 

professional, for example, to take an opportunity for promotion which 

allowed continued specialisation, and 33% negative professional 

reasons, for instance, needing a break from the intensity of the work 

(these responses included references to "burnout"). 

Nine people stayed in their jobs for a shorter period than they had 

envisaged. Of the reasons for leaving given by this group a higher 

proportion - 56% - were negative professional, only one person giving 

a positive professional reason. A higher proportion of this group 

also gave "personal" reasons, eg. pregnancy, or moving home with a 

partner. One could speculate that these "personal" reasons may have 

included some legitimising of ways out of a situation which had proved 

disappointing or uncomfortable. 

The four people who stayed for about the length of time they had 

envisaged also gave more negative professional reasons than positive, 

but the one person who had no preconceived idea about length of stay 

left for a positive reason. 

The final question asked for recommendations for action to enable FSU 

recruit and keep good staff. Not suprisingly these reflected the 

items which people said had encouraged them to stay: team work, 

training, good supervision, opportunities to specialise and to 

influence agency policy, valuing the individual worker. 

In summary, nearly half of the sample stayed longer than they had 

expected, nearly a third stayed shorter. Those who stayed longer had 

enjoyed professional stimulation, peer group support and good 

supervision; those who left early, or even left when they had 

anticipated doing so, experienced fewer of these benefits and felt 

tired and drained by the work. It was a result which gave cause for 

concern.(23) 
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CHAPTER TWO; LITERATURE REVIEW 

2.1 Adopting a definition of stress 

One of the problems which had to be confronted in undertaking this 

study was to arrive at a satisfactory definition of the phenomenon 

or condition to be studied. 

Etymology According to the Shorter Oxford English Dictionary ^ the 

etymology of the word stress begins in Middle English. Its earliest 

uses are still of interest. When first mentioned in the fifteenth 

century the word was being used to mean physical strain or pressure 

exerted upon a material object. By the sixteenth century the more 

negative meaning of the over-powering pressure of an adverse force 

had been introduced. This latter usage particularly referred to 

weather, and in the first part of the seventeenth century the word 

began to be used in this connection to describe a condition of 

things compelling or characterized by strained effort. 

By the early eighteenth century the idea of stress as hardship, 

straits, adversity and affliction had developed. Towards the end of 

that century a different use of the word to describe emphasis or the 

weight resting on an argument had also appeared. The earlier usage 

was augmented again in the nineteenth century with the notion of 

strain upon a bodily organ or mental power, arriving at our present 

understanding . In 1883 the period is described as "This age of 

stress and transition". There is no new thing under the sun. 

Early writing on stress McLean (1979) gives a useful account of 

early development towards understanding homeostasis and 

psychomomatic medicine. He credits the nineteenth century French 

physiologist, Claude Bernard, with first realising the necessity for 

the body's internal environment to remain stable, and the American 

physiologist Walter B. Cannon with first suggesting the term 

homeostasis.(2) Cannon propounded the idea of fight or flight in 

reaction to stressors in 1909, the year before sir William Osier in 

England first noted a connection between the hectic pace of life of 
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many Jewish businessmen and the incidence among them of angina 
pectoris. <̂ > 

Hans Selye began his early work in the 1930s but the next 

significant developments in the understanding of stress were not 

published until the 1940s when important lessons were learned from 

two very different sources: the battlefield of Europe and research 

in a New York hospital. Two United States Air Force psychiatrists, 

Roy Grinker and John Spiegel, studied and recorded the reactions 

under stress of a large number of airmen. In their account Men 

Under Stress (1945) they describe the effects on men of experience 

in battle, which we have now learned to call Post Traumatic Stress 

Syndrome, and explained differences of reaction in terms of 

variations in personality and early experience. 

At the same time Stewart Wolf and Harold Wolff (1943) of New York 

Hospital had the unusual opportunity to study over a long period of 

time the physiological effects of emotional reactions in a man who, 

as a result of a childhood accident, had the lining of his stomach 

exposed to view. The exploitation of these two opportunities to 

make many scientific observations laid the foundations of the modern 

study of psychosomatic medicine and reaction to stress. 

These reports were closely followed by Hans Selye's (1946) first 

statement of his General Adaptation Syndrome. Selye, who tends to 

be regarded as the father of modern stress research pursued a 

stimulus-response model which emphasises the stress reaction 

He described three stages as follows: 

The alarm reaction in which an initial shock phase of lowered 

resistance is followed by countershock during which the individual's 

defence mechanisms become active; 

ii. resistance, the stage of maximum adaptation and, hopefully, 

successful return to eguilibrium for the individual. If, however, 

the stressor continues or the defence does not work, he or she will 

move on to -

iii exhaustion. when adaptive mechanisms collapse. 
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Selye recognised that specific demands on the body require specific 

responses, but the significance of his theory lies in his 

identification of the non-specific or general requirement made by 

every demand to adjust or adapt in order to return to a condition 

of physiological normality or homeostasis. 

Although others pursued a similar line a more inter-active approach 

was now starting to develop. Lazarus (1966) wrote of the 

relationship between individual and stimulus and the significance of 

the individual's "cognitive appraisal" of the stimulus in 

determining his or her reaction to and experience of stress. A 

change in any of the elements involved - person, stimulus, or 

environment - may change the individual's perception and therefore 

their reaction. Interest was first focussed on individual 

"vulnerability profiles" in the mid-sixties although popular 

and commercial awareness has only recently caught up in this 

country. Certain factors of personality and physical makeup, past 

experience, circumstances and motivation came to be understood to 

increase proneness or resistance to dysfunctional stress reaction. 

Differences of definition Further reading led to more complex 

definitions. Leading researchers in Britain, B.C. Fletcher and R.L. 

Payne, commented in 1980: "It is surprising how much empirical work 

on stress has been carried out without there being a strong 

consensus about how "stress" should be defined".<'> 

Even the five volumes in the American Addison-Wesley series on 

occupational stress do not all subscribe to the same use of the 

term. Lennart Levi <®> subscribes to the biological stress concept 

developed by Hans Selye. Levi understands stress to "denote 

stereotyped physiological 'strain' reactions in the organism when it 

is exposed to various environmental stimuli called stressors, eg. to 

changes in or to pressures and demands for adjustment to the 

environment". Alan McLean and other authors in this series use a 

wider definition in which stress is understood as "a process or 

system which includes not only the stressful event and the reaction 

to it, but all the intervening steps between. The stressor is a 

stressful event or condition that produces a psychological or 
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physical reaction in the individual that is usually unpleasant and 

sometimes produces symptoms of emotional or physiological 

disability. The stress reaction ... is the response to a stressor 

and is generally unhealthy".<»> 

Another series of books - Studies in Occupational Stress (Wiley) -

opens with a chapter by Kasl {1978)<^°> which reviews empirical 

studies of the effects of the work environment on worker health and 

considers issues concerned with conceptualising stress at work. 

This provides the most comprehensive and critical review found. 

Kasl identifies four types of effort to "pin the concept down"; 

enumeration of environmental conditions considered stressful, which 

account for the majority of formulations concerned with stress at 

work; restating the concept using some other word or phrase such as 

stress as strenuous effort or as frustration; defining stress in 

terms of "essential" characteristics such as unavailability of 

adequate responses or situations which are rapidly changing; and 

"attempting greater conceptual precision in order to enhance the 

usefulness of the term in future efforts of hypothesis testing and 

theory building". 

Kasl concludes that two major definitions of stress at work are 

explicit or implicit in most of the literature reviewed. They are: 

a narrower conception of stress as excess of environmental demands 

over the capability to meet them, otherwise stated as over-load or 

over-stimulation, and a broader conception of stress as inadequate 

person-enviroment fit. This includes the former concept as well as 

the idea of under-utilisation or under-stimulation, that is to say 

the relationship between the needs of the person and the sources of 

satisfaction in the work environment to meet them. 

Kasl also notes the observation of Scott and Howard (1970) that the 

various formulations listed above tend to be tied to different 

fields of study and are not "easily extended to all levels of human 

functioning". This point seems to be borne out by the attempt to 

establish "burnout" as a new formulation of special relevance to 

work in the "human services" setting. 
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The subiective nature of stress A final point of Kasl's which is 

pertinent to this study is that the various theoretical formulations 

of stress tend to converge in their recognition of the essentially 

subjective nature of stress experience and of the necessity to study 

perceived demands. This in turn necessitates particular care to 

ensure that the dependent and independent variables to be measured 

represent separate concepts. This has often failed to be achieved. 

A distinction needs to be made between stress which results in 

"emotional or physiological disability", that is to say disabling or 

dysfunctional stress, and stress which is stimulating and positively 

productive. Ron Baker (1984) draws lines between "optimal" stress 

which enhances functioning, and "dysfunctional" stress which is 

experienced when usual ways of coping are no longer effective, and 

"paralytic" stress which occurs when someone is gripped by powerful, 

uncontrollable feelings, (n) Others have also recognised degrees 

and stages in the development of stress and burnout (1=). 

Recognising the essentially subjective nature of the experience of 

stress must also mean accepting that individuals have different 

understandings of the terms commonly used. For this reason it was 

decided not to present survey respondents with a definition, but 

simply invite them to say if the level of stress they experienced at 

work was much the same, more or less, compared with others in their 

agency. 

If two individuals in the same setting are exposed to the same 

demands one may experience dysfunctional stress and the other 

stimulation. A host of factors may influence the individual's 

response including their past experience, their personality, the 

current state of their physical and mental health, their stage of 

life, recent events at work and at home, their general sense of 

well-being, competence, control, and support. Similarly the ability 

of groups of workers to put a positive connotation on the demands of 

their jobs and to withstand the stressful aspects may be influenced 

by the condition of the group and whether it is existing in an 

environment which is benevolent or threatening. If a group is riven 

by conflict, or its members feel isolated within it, individuals may 
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not only lack the possibility of deriving support from each other 

but their immediate work context may itself appear to impose 

additional demands. 

The wider social, economic and political context also has an 

influence on individual's perceptions of the stressfulness of life 

in general, work in particular, and their ability to cope with 

stress. People who go into social work because they wish to care 

for others less fortunate than themselves and to champion their 

rights to social justice soon discover, if they are not already 

aware of it, that society at large does not thank them for their 

efforts. As long as they are reasonably successful in achieving 

their objectives, in acquiring increased resources, for example, or 

improvements in services, their efforts continue to feel worthwhile. 

In other words, as long as there is scope for achievement and 

sufficient evidence of approval from some quarters - the local 

authority, and, at one remove, central government - the evidence of 

disapproval from others, such as "public opinion" or the popular 

press, is tolerable. "Kill a social worker, save a child", scrawled 

in the London Underground, seemed to say something rather different 

in 1981 from what it did in 1989. But in a context of increasing 

anti-professionalism, with Welfare State ideology fighting an 

increasingly ineffective rear guard action, the moral and 

intellectual environment in which social work exists in the late 

1980s might be expected to undermine rather than support coping 

abilities. 

Fletcher and Payne comment on the difficulty of using the word 

stress in a number of ways: "to describe the state of a person, the 

conditions which produce the state, and even the long-term 

consequences of these two when we talk of stress illnesses". 

They chose to use the word strain to describe the condition of being 

stressed and the word stress or stressor the conditions which give 

rise to strain. 

For the purposes of this study the popular use of the word stress 

will be adopted to describe the experience of stress arising from 
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both excessive demand and under-stimulation, and the word stressor 

will be used to describe the factors or conditions which give rise 

to stress. 

2JLZ—Factors associated with occupational stress in general 

Having settled on a definition it was possible to start considering 

the reasons why some people experience more stress than others and 

some cope better than others with the same objective level of 

stress. 

Study of the stressful aspects of work and the factors which 

influence how people respond became increasingly active during the 

1960s and 1970s. McMichael reviewed the reports which follow 

House (1974) put forward a paradigm of stress research with five 

classes of variables: 

i. objective social conditions conducive to stress, 

ii. individual perceptions of stress, 

iii. individual responses to perceived stress - physiological, 

affective and behavioural, 

iv. longer lasting outcomes of perceived stress and responses to 
them, and 

V. conditioning variables which influence the relationships 

between the other four classes. 

This was helpful in considering what the main focus of this study 

should be. 

Type A behaviour Coronary heart disease has become the most common 

cause of death in Western countries. Between 1950 and 1973 the 

death rate from this cause doubled for men between 35 and 44 in 

England and Wales. In the age group 25 to 44 41% of deaths were 

caused by cardiovascular disease. (Cooper, 1 9 8 1 ) I n i t i a l l y 

epidemiological and clinical studies sought to identify the risk 

factors. Later, researchers in many countries began to focus 

attention on behavioural questions. Between the mid-1950s and the 

mid-1970s a series of particularly notable studies by Friedman and 

- 2 0 -



Chapter Two; Literature Review 

Rosemnan and colleagues produced a description of the now well 

known Type A "coronary-prone behaviour pattern": intense striving 

for achievement, competitiveness, time urgency, abruptness of speech 

and movement, "workaholic", excessive drive and hostility. 

The prospective Western Collaborative Group Study (Rosenman, 

Friedman et al, 1964, 1970) undertaken in the United States over an 

eight and a half year period found that men considered to be Type A 

had between 1.7 and 4.5 times the risk of new coronary heart disease 

than the more relaxed, easy-going Type B personalities. Although 

these results were confirmed by a separate analysis of the data 

(Rosenman, Brand et al, 1975) a re-examination by E.H. Friedman 

(1976) in the following year suggested it contained greater 

evidence of risk for the phlegmatic individual with low self-esteem. 

As H.R. Beech emphasises correlational material should not be 

mistaken for evidence of cause and effect. 

Questions about the relationship between Type A behaviour and 

stress at work have been considered by researchers. Does it act as 

a conditioning variable, act directly as a conditioner, or do the 

personality traits of Type A people cause them to choose jobs which 

expose them to greater likelihood of stress, as suggested by Sales 

(1969)? If this latter is true of Type A personalities, and it 

could be argued that the very characteristics which make such people 

susceptible to damaging stress are necessary requirements for 

success in the fields into which they select themselves, it may be 

equally true of other kinds of personality with different 

susceptibilities which select themselves into other sorts of 

occupation. 

Personality and choice of occupation The American National 

Institute for Occupational Safety and Health study into job demands 

and worker health (Caplan, R.D. et al, 1975), investigated 2010 men 

in 23 selected jobs. This suggested that differences found between 

groups in experience of work stress might be caused by self-

selection, selection by the employer, or changes in personality 

traits caused by socialisation. The study found that people in 

white collar occupations which attract those who are highly 

- 2 1 -



Chapter Two: Literature Review 

achievement-oriented also scored high on measures of Type A 

behaviour. Many of those people in professional occupations which 

require flexibility also appeared to be well suited by personality, 

suggesting that "selective processes are at least partly responsible 

for the inter-occupation difference in flexibility". 

An earlier study (Caplan, R. 1971) of personnel at the US National 

Aeronautics and Space Administration provided support for the idea 

that Type A personalities are also more prone than Type B to 

perceive stress. Amongst the occupational groups included in this 

present study it might well be expected that both self-selection and 

socialisation could account for differences in degree of stress 

perceived and willingness to acknowledge experience of stress. The 

differences in dominant personality traits between groups which are 

readily apparent to most observers, for instance between barristers 

and primary school teachers, may ironically be accentuated as a 

result of increasingly systematic approaches to recruitment. In the 

public sector at least, attempts to improve equal opportunities in 

recruitment are increasing awareness of the personal qualities as 

well as the education and skills considered to be necessary for 

different sorts of work. 

Social support Amongst other relevant studies of personality and 

behaviour reviewed by McMichael are several on the effects of social 

support, including those of Kite (1975), Wells (1977) and Pineau 

(1975). Hite (1975) found that "lack of challenge was most closely 

associated with low self-esteem and depressed mood where workers 

reported receiving inadequate support from their supervisors and co-

workers". Wells (1977) examined the conditioning effect of social 

support from supervisor, wife, co-worker and friends and relatives, 

and found that support from the first two were much more effective 

than the latter three in moderating the effect on health of 

perceived stress. 

The study by Pinneau (quoted by Quinn, 1975) on social support 

amongst men in 23 different occupations had an equivocal outcome. 

He concluded that "evidence ... that social support reduced 

psychological strains, or that it buffered against any type of 
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strain, was quite weak. ... The signficant results equally supported 

and opposed the buffering hypothesis and may be attributable to 

chance". 

McMichael concluded that the individual's response to his work 

environment is idiosyncratic, that he (or she) will perceive and 

interpret his (or her) situation on his (or her) own terms. Those 

who are most compatible with their work environment will "survive" 

best or longest, and those who are least compatible will leave it or 

function poorly, 

Control Amongst the experiments on psychological effects regarded 

as satisfactory by Beech were those of Seligman (1975) on 

learned helplessness" in animals. This was the reaction produced 

in animals repeatedly exposed to inescapable painful stimulation. 

Eventually they became inert and unreponsive, and unable to escape 

even when the opportunity was presented. The crucial factor 

distinguishing those who developed this reaction from those who did 

not, appeared to be the amount of control they could exert over 

events. 

Person-environment fit" During the 1970s the Institute for Social 

Research at the University of Michigan developed a model of 

theoretical relationships between job stress and health based on the 

work of Lewin (1951) and Murray (1959) on motivation. This model of 

"person-environment fit" took account of both the fit between a 

person s skills and abilities and the demands and requirements of 

the job, and the fit between the person's needs and the extent to 

which the work environment provided supplies. 

The model differentiates between the objective environment - as it 

is, and the subjective environment - as perceived by the individual, 

and between the objective person - as he or she really is, including 

his or her needs, values, abilities and attributes, and the 

subjective person - the self-concept of the objective self. It 

conceptualises the "fit" between objective person and environment 

and between subjective person and environment, taking account of 

discrepancies or inaccuracies in perception which can occur between 
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objective and subjective environment - depending on degree of 

contact with reality; between objective and subjective person -

depending on accuracy of self-assessment; and depending on the 

degree of compatibility between the characteristics of the 

individual and of the environment. As van Harrison puts it: "A good 

fit occurs when the job environment can provide the supplies wanted 

by the person (eg. money, social involvement, opportunity to 

achieve) while the person can provide the abilities required by the 

job environment (eg. manual dexterity, computer programming ability, 

good physical health)", (i*) 

The discrepancies represent measures of mental health, that is to 

say good mental health is represented by little or no discrepancy in 

each comparison. It is therefore suggested that P-E fit can be 

used to define job stress. "A job is stressful to the extent that 

it does not provide supplies to meet the individual's motives and to 

the extent that the abilities of the individual fall below demands 

of the job which are prerequisite to receiving supplies." 

These studies provided a valuable basis from which to start 

considering the nature of dysfunctional stress in those occupations 

concerned with caring for people. 

2.3 "Burnout" 

Farber describes the origins of "burnout" as a popular term in 

human services professions He reminds us that the "burnt-out 

case" of Graham Greene's novel which appeared in 1961 suffered some 

of the symptoms described, albeit in different language, by those 

who helped to establish the term in much more common use. 

The first use of the term in the sense in which it is discussed 

here is attributed to Herbert Freudenberger who used it to describe 

the symptoms he observed in young workers in "alternative" health 

care agencies for drug users in New York. He adopted the word 

colloquially used for the effects of chronic abuse. He described 

was a process whereby young volunteers moved within a few months 

from idealism to a greater measure of exhaustion, depression and 

apathy than the people whom they were there to assist. He saw this 

-24 -



Chapter Two: Literature Review 

accompanied by guilt, paranoia, and delusions of omnipotence, 

resulting in the volunteers reducing their involvement. He studied 

the process from a psychoanalytical perspective and reported on it 

in several articles which appeared from 1974 onwards. 

Cherniss's Staff Burnout (1980) was one of the first books on the 

subject to become available in Britain. When it was written there 

had been little direct research into "burnout" in human services 

but he drew on such as there was (Berkeley Planning Associates, 

1977, and Maslach and Jackson, 1978). He considered that empirical 

and theoretical work on occupational stress in other settings was 

useful in understanding the phenomenon of "burnout", as well as 

material on organisational dynamics and pressures in human 

services<>. 

Pines, Maslach and colleagues undertook a series of studies of 

"human service" workers in various occupations in California 

including one in a day care centre for children. This found that 

i. high staff-child ratios resulted in more cognitive, sensory and 

emotional overload for staff; 

ii. longer working hours were associated with more stress and 

negative attitudes; 

iii. less structured programmes exacted a higher emotional price; 

iv. lower rates of burn-out and greater job satisfaction were 

associated with freguent staff meetings enabling informal 

socialisation, support, advice and goal clarification, and 

opportunities to exert influence on centre policies. 

Their follow-up study "strongly suggests that the causes of burn-

out lie not so much in the unigue personality of the individual as 

they do in job conditions and the situational pressures arising 

from the definition of the relationship between professional helper 

and recipients". 

Reid (1980), who was concerned with staff experience of working in 

mental health settings in the United States talked specifically of 

job stress rather than burnout, and acknowledged that it is "far 

-25 -



Chapter Two: Literature Review 

from being unique to the helping professions". "If there is a 

significant difference in the quantity and quality of the job 

stress experienced," he wrote, .."it has to do with the constant 

and repeated emotional pressure caused by the intense involvement" 

with people. He speaks of the "reciprocity of professional and 

personal life"; of the worker as "victim" of organisational 

pathology, rejecting the notion that change to reduce job stress 

must start with the worker; of alienation between professional 

groups within a setting which restricts potential for support; of 

the drudgery of long-term work for which training does not prepare 

people; of the sense of being under emotional attack by patients, 

and of more and less effective ways of coping with stress, 

Satyamurti's study - Occupational Survival^ 1980 - was the first 

account seen about life in a statutory social work agency in this 

country. This study provided quite a different, and in some ways 

more satisfactory, perspective than those referred to above which 

set out to focus primarily on experience of stress. 

She set out with the intention of contributing empirical data from 

a sociological point of view to the current debates on the nature 

of the State and the position of social workers as State employees. 

She adopted a case study approach to an urban Social Service 

Department and found herself looking "at ways in which social 

workers experienced stress at work, and at the strategies ... 

whereby they attempted to make their situation more tolerable". 

She found that the "structural and organizational situation in 

which social workers were placed, largely involved constraints on 

their capacity to work in ways that they thought appropriate, and 

summarised what she saw as "an interplay between aspects of the 

structural and organizational situation in which social workers 

were placed, and their subjective experience of, and response to 
it". (=«> 

Armstrong presented a paper to the Second National Conference on 

Child Abuse and Neglect which was published in 1978 on an 

aspect of her three-year evaluation of a demonstration programme of 

strategies for treating child abuse and neglect. Although the 
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main focus of the study in 11 projects had been to assess relative 

effectiveness, Armstrong was also concerned with broader issues of 

what makes programmes effective, including job satisfaction and 

worker burnout. 

Armstrong's hypothesis was that burnout did not have to happen. In 

order to understand what does happen she believes that "one has to 

study three major interacting systems present in the operation of 

social agencies: personnel characteristics, management processes, 

and organisational structure". 

She looked at the demonstration projects, surveyed 162 past and 

present staff, and reached the following conclusions: applicants 

for social work posts should be helped to be "more explicit about 

their goals, expectations, training background, and capabilities to 

do the job (in order to) reduce disillusionment"; a "human 

resource model of management theory" is required to ensure 

appropriate management processes with the leadership structure 

acting as "an integrator of organisational characteristics and 

personnel qualities to perform the task of serving clients"; 

structures should be flexible and adaptive, and "compatible with 

the task of delivering human services". 

In a study of current significance for Social Services Depts. in 

this country, Harrison (1980)(==> took the role theory developed by 

Kahn et al (1964) and applied it to Child Protection workers in 

Minnesota. The theory proposes that "personal stress and a low 

degree of job satisfaction result from conflicting, incompatible, 

or unclear expectations about one's professional or occupational 

role". In his view role conflict and role ambiguity are common 

problems in the field of child protection, and he set out to test 

the hypothesis that "among CPS workers role conflict and ambiguity 

would be inversely related to job satisfaction". 

The definition of job satisfaction, which he borrowed from Locke 

(1976) is also worth quoting for its relevance to the outcome of 

the FSU Leavers Survey: "Job satisfaction results from the 

appraisal of one's job as attaining or allowing the attainment of 
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one's important job values, providing these values are congruent 

with or help to fulfill one's basic needs. These are of two 

separate but interdependent types: bodily or physical needs and 

psychological needs, especially for growth. Growth is made 

possible mainly by the nature of the work itself." 

Similarly the assumptions that Harrison made were consistent with 

the writer's own experience and have no less relevance in Britain 

of the late 1980s: "It was assumed that the role variables would 

be directly related to one another. There was no clear guide as to 

which might prove to be the better predictor of dissatisfaction, 

but it was thought that role ambiguity (uncertainty about what 

constitutes effective or acceptable practice) might be a stronger 

predictor variable than role conflict: social workers are assumed 

to be highly motivated toward effecting desirable changes, and 

where it is unclear just what a desirable change is or what the 

agency, the community, and the worker value, the worker may become 

quite dissatisfied. In addition it was considered likely that job 

satisfaction would be directly related to the workers' predictions 

as to how long they would stay on the job." 

Harrison's findings are based on responses to a questionnaire from 

162 social workers, a rate of 75%. He concluded that "workers who 

experience high degrees of role conflict and role ambiguity will 

also experience low degrees of satisfaction with their jobs". Role 

conflict and role ambiguity were inversely related to satisfaction 

with those aspects of the job involving interpersonal relationships 

including supervisors and co-workers. Unlike Armstrong who 

encouraged workers themselves to be clear about what they want and 

can do, Harrison saw it as the agency's responsibility to "provide 

clear goals and objectives to new workers as a minimum step toward 

reducing role ambiguity and increasing performance and 

satisfaction". 

The study by Karger is the only one found which brings an explicit 

political perspective of any kind to these i s s u e s . H e draws a 

parallel between "burnout" and industrial alienation, attributing 

the etiology of the word to the wearing out of machines after 
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repeated use. He points out that "while diverse examinations of 

burnout are represented in the literature, their assumptions and 

recommendations are surprisingly similar". The authors may be 

differently oriented but "they are alike in seeing the problem as 

one of the agency rather than as a larger societal problem". "The 

literature on burnout locates it within individuals and their 

adaptive responses to the conditions of the agency", and "is more 

of an impressionistic description of symptoms than a concrete 

theory". He asserts that "the view of burnout as a phenomenon 

rather than as a predictable outgrowth of an alienating work 

environment results in the absence of a theory of burnout". 

Karger (1981) relates the feelings of social workers about their 

work as described by Maslach and Pines to descriptions by 

industrial workers given to sociological researchers. For example: 

"Every day I come out of there. I feel ripped off. I'm getting 

the shit kicked out of me and I'm helpless to stop it. A good 

day's work is being tired but not exhausted. Out there all I feel 

is glad when it's over. I don't even feel useful now. They could 

replace me. I don't even feel necessary". (Aronowitz 1973) This 

is compared with: "One social worker in child welfare stated that 

if he didn't leave his work at the office, he could hardly stand to 

face his own children. Like-wise when he was at work, he could not 

think of his family because he would then oversympathize with his 

clients, leading to unbearable emotional stress". (Maslach 1976) 

Karger argues that as industrial alienation is the result of 

objectification between worker and object of production, so in 

social welfare "the basic client-worker experience is objectified 

and the interactive process becomes a reified commodity". 

He sees the organisation of social welfare as analogous to 

industrial institutions with an emphasis on accountability and 

scientific management and considers this predictable in the light 

of capitalism's need to relieve class tensions in order for it to 

survive. He quotes Wasserman's observation that "the large public 

welfare agency - with its bureaucratic structure - is the 

embodiment of a profound moral ambivalence toward the people it 
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serves ... its main aim is financial accountability - not 

accountability to the people it serves". 

Like Wasserman (1970) Karger draws attention to the "contradiction 

between the expectations generated by professional training and the 

actual conditions experienced by the workers"; limitations on 

autonomy and self-regulation, lack of access to policy and 

administrative decision making, routinization and job monotony, the 

requirement to be accountable for time - the "number of contact 

hours", job stratification on the basis of qualification, the 

atmosphere of a large public welfare bureaucracy that "leads both 

the worker and the client to feel insignificant". 

Karger compares turnover rates for public welfare with those for 

the civil service (12%), public school teaching (8%), and 

manufacturing industry (26.2%). He quotes a study of social work 

staff losses in a county welfare department in America (Kermish and 

Kushin 1969) the results of which appear to have been extrapolated 

to give a national rate of 28.9%, but comments that "turnover may 

fail to be an indicator of either the instance or intensity of the 

problem (burnout)" because of decreasing job opportunities. 

These turnover rates can be compared with the British national 

rates for the year ending 30 September, 1975, of 12.2% among team 

leaders and over 20% among basic grade social workers (Knapp et al, 

1981)(3°), and an annual average turnover in London of 20%, 

including a rate of 28% for fieldworkers, announced by the ADSS in 

April, 1988. (=1) 

A review of writing on "burnout" would not be complete without 

further reference to the series of studies undertaken by Maslach, 

Pines, and others with a wide variety of "human service" 

occupations in the United States in the late 1970s. Many used the 

measures developed by Christina Maslach and a large number of 

articles resulted.(==) 

This review stimulated further interest in the organisational 

aspects of occupational stress in welfare agencies, and the 

features of organisations which appear to have the capacity to 
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sustain or undermine staff. This will be pursued in the next 

section. 

2.4 Organisational Factors 

Charles Handy, in Understanding Organisations (1976), describes stress 

in organisations as caused by problems of role***). 

Role ambiguity results from uncertainty about what an individual's 

role is, most commonly because of uncertainty about how work is 

evaluated, about possibilities for promotion, about scope for 

responsibility, or about other people's expectations. A pertinent 

example of role ambiguity in social work is caused by formal require-

ments to fulfill departmental procedures which are felt to deny 

respect for clients' dignity. 

Role incompatibility occurs when the expectations of members of the 

same role set, ie. those who interact with an individual in the 

situation in question, are not compatible as features of the same 

role. An example might be the incompatibility of a social worker's 

that s/he should ensure s/he fulfills his/her responsibilities 

efficiently, with the expectations of a team leader that he or she 

should check that these have been carried out. 

Role conflict results from attempting to fulfill more than one role in 

the same situation, such as care and control, for instance. 

Role overload, which needs to be distinguished from work overload, is 

the consequence of trying to handle too many different kinds of role 

at the same time. This is a familiar experience for managers or co-

ordinators of small voluntary organisations whose list of roles may 

include: direct service provider, staff supervisor, fund raiser, 

administrator, chief executive, public relations officer, cleaner and 

maintenance person. 

Role underload, on the other hand, may affect well-qualified people 

early in their career or those who are over-qualified for the work 

they are obliged to take by lack of other employment opportunities. It 

can also undermine the self-image of managers when they first begin to 
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delegate work to others. Handy considers role underload to be a 

serious and neglected problem. 

Too much of the wrong kinds of role stress can result in role strain 

and become damaging. Handy sees it as "one of the major tasks of 

management in organizations to control the level of stress". If this 

is not done adequately the following symptoms will appear: tension 

showing itself as irritation, preoccupation with detail, and sickness; 

low morale evidenced by loss of confidence in the organisation, job 

dissatisfaction, or a sense of futility; communication difficulties 

caused by individuals becoming silent and withdrawn or even absenting 

themselves. 

Handy suggests that there are five organisational situations which are 

likely to give rise to role problems and stress: 

Responsibility for the work of others Role ambiguity, 

incompatibility, and conflict are typical aspects of the job of a 

manager, who is constantly trying to reconcile "overlapping and 

conflicting objectives". 

Innovative functions Although organisations may encourage innovation 

the people who hold the power tend to resist change, so that those 

involved in it, especially managers may experience a conflict of 

priorities. 

Integrative or boundary functions The role of those who liaise with 

other bodies outside the organisation or between different sections 

within it are particularly stressful. It is suggested that this may 

be because of lack of control over the demands or resources of the 

groups between which they have to operate. 

Relationship problems These, naturally, particularly affect people 

who have difficulties with their superiors, peers or subordinates, 

emphasised perhaps by the subordinates' need for feedback from their 

managers. 

Career uncertainty Until comparatively recently threats of as real 

to the field of social work as they did to commerce or industry. Now, 
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however, cut backs in public expenditure have made these possibilities 

more of a reality for social workers. 

The personality variables which Handy puts forward as significant in 

how people handle stressful situations are sociability, emotional 

sensitivity, and flexibility or rigidity. The sociable person who 

builds strong relationships with colleagues is better able to 

withstand tension. A balance between being highly sensitive and guite 

insensitive is reguired to protect the individual against suffering 

too much from tension and to avoid bad relationships. Because members 

of a role set tend to apply pressure where it is expected to be most 

effective the highly flexible individual will be subjected to more 

pressure than the "steadfast" personality. 

A particular aspect of organisations which reguires some attention 

because it tends to be assumed to have a powerful influence on bodies 

which regard themselves as pursuing professional ideals is 

bureaucracy. 

Bureaucracy "Bureaucratization", wrote Satyamurti (1981), "is a 

tendency that is very general in SSDs, as well as in other branches of 

the welfare services. 

The revised edition of Gilbert Smith's Social Work and the Sociology 

of Organizations was first issued in 1979 at the time of the birth of 

Social Services Departments (**), He took the classic, orthodox model 

for the sociological study of organisations, that is to say 

considering them in relation to the goals they exist to achieve, and 

found it too simple, value biased and rationalistic, and therefore 

leading to methodological errors. The goals of social work agencies 

tend to be complex, vague, variously perceived by those who work 

within them, changing, and often in conflict with each other. In order 

to cater for these complexities he argued that it was necessary both 

to distinguish between formal ideology and the policy which may be in 

operation, and to pay more attention to the interests of the various 

groups involved, including field workers, clients, and bureaucrats. 

Smith goes on to explore the relationship between bureaucratic and 

professional organisation and the extent to which they are in 
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competition. He quotes the comment of Merton (1957) on intellectuals 
in public bureaucracies: 

The high turnover of expert personnel in public bureaucracies is 

often the product of the cumulative frustration experienced by the 

intellectual who has been previously conditioned to a sense of 

personal autonomy and cannot abide the visible constraint imposed 

by a formal organization ... Where he had previously experienced a 

sense of intellectual autonomy ... he now becomes aware of the 

visible controls over the nature and direction of his enquiries", 

{pp. 223-4, original italics) 

Conflict in social work organisations can arise because of the 

fundamental difference between bureaucratic and professional 

hierarchies of control. In a system of bureaucratic control the 

individual has little discretion and action is determined by rules 

and regulations. A professional on the other hand expects to accept 

responsibility for standards of practice inculcated by training and 

the norms of the peer group. 

The adequacy of such control is actively questioned by the public and 

the government at present, and the autonomy of professions much more 

firmly established than social work is under attack. The autonomy of 

social work has always been limited by the practice of supervision 

which provides the opportunity to check the validity of judgements 

made on the basis of observation and interpretation of behaviour. 

But the nature of social work supervision is a finely balanced 

mixture of advice, support and accountability, and the blending of 

the mixture and the giving and receiving of it are acquired skills. 

The assumed tendency of large organisations to become bureaucratic 

can be a concern for social workers. The general belief is that the 

larger an organisation becomes the more inevitable will bureaucracy 

be, if the organisation is to function efficiently. Examples of 

bodies which organise themselves to suit the needs of the system and 

the convenience of the staff are legion. One, possibly 

appochryphal, was a Social Services Department where direct services 

were located in a multi-storey office block in the city centre. The 
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receptionist situated at the entrance on the ground floor kept a 

record of the number of people who passed through on their way to the 

lift. Other records were kept of the number of people who contacted 

the staff on the upper floors and the discrepancy suggested that a 

significant number were lost en route. This may, of course, be as 

much a comment on record systems as on the department's capacity to 

provide effectively for its clients! 

Not all Social Services Departments are necessarily very large 

however. The organisation of many Departments was also relatively 

decentralised by 1983 with local management and staff operating with 

a degree of autonomy. 

Different parts of an organisation may be affected to different 

extents by the prevalent bureaucracy, and they may also struggle with 

the hierarchy for the control of power. As Smith observes "Formal 

authority and effective power do not always coalesce". This may be 

generally true of social work organisations because of the unigue 

nature of much of the work. Social workers deal with individuals 

whose circumstances and peculiar responses to them differ, and their 

work has always been considered to reguire a large degree of autonomy 

rather than being controlled in detail by departmental policy. 

Indeed, Parsloe and Stevenson (1981), although they did not 

specifically investigate management in their study of Social Services 

teams, found that "management had laid down few policy guidelines 

for the way teams undertook their work", and in the absence of policy 

on priorities teams established their o w n . S o m e aspects of work, 

such as the handling of cases of child abuse and neglect, have of 

course become subject to much more regulation during the 1980s. 

Social workers are also organised in relatively small work groups or 

teams. Malcolm Payne (1979) reckoned that a team made up of a team 

leader, social workers and social work assistants would include 

between 30 and 50 staff. In this study none of those in the one 

Social Services Department about which this information was available 

exceeded 30, and in FSU the largest team numbered 22, with 10 being a 

more typical size. 
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If information is power (McCleary, 1961) this is often perceived in 

Social Service Departments as flowing down to team level from higher 

management, despite the indications which Parsloe noted to the 

contrary. She believed that "the basic social worker minded little 

about the wider organisation". She suggested that it (the wider 

organisation) "may be as important to team members for the feelings 

they project on to it as for its actual organisational structure". 

Projection providing a means for coping with "feelings created by 

anxiety which might otherwise prove overwhelming". 

2.5 British Writing 

In this country writing on occupational stress in general has come 

notably from staff of and collaborators with the Social and Applied 

Psychology Unit at the University of Sheffield (Warr, 1978; Payne and 

Fletcher, 1982; Payne, Jick and Burke, 1982)3", including studies of 

stress amongst teachers (Payne and Fletcher, 1982)*°, and from Cooper 

and his collaborators at the Manchester Institute of Science and 

Technology (Cooper and Payne, 1978; Cooper and Payne, 1980; Cooper 

and Marshall, 1980; Marshall and Cooper, 1981)*i. 

In the field of social work increasing interest and concern has been 

expressed by writers who have adopted a psychoanalytic approach to 

understanding and preventing stress amongst field workers 

(Tonnesmann, 1979*2;Blech, 1981*3), who have been concerned about the 

effects of stress on communication (Dunham, 1980)**, who have 

reported experience drawn from staff attending workshops on 

recognising and tackling its effects (Moore, 1981*=; Baker, 1983*")' 

wtio Ixave s t r i v e n t o r a i s e a w a r e n e s s of the n e e d for a c t i o n (SWT Staff 

C a r e C a m p a i g n , X968), a n d try t h o s e c o n c e r n e d w i t h its e f f e c t s in 

reoxdentxai c«r-« (RCA, i98o>47 iflcluding a study of coping methods 

(Dunham, 1981)*=. 

Until recently there has been little research (NACRO, 1985)**, but 

within the last few years a relationship has been recognised between 

the tragic outcomes of several child abuse cases and staff experience 

of dysfunctional stress (Report of the Enquiry Team into the death of 

Shirley Woodcock, 1984; A Child in Trust, Report of the Enquiry into 
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the death of Kimberley Carlisle, 1988), and the subject has begun to 

receive more structured attention (Pritchard, 1985®°; Gibson, 

McGrath and Reid, 1989=1; Tulloch^^). 

2.6; Summary 

The literature seemed to suggest a variety of factors which might be 

relevant to an enguiry into dysfunctional stress amongst social 

workers. 

Were social workers' needs being adeguately met by the 

organisations employing them? (Herzberg) 

- Social work is continuously affected by change, in the extent of 

statutory responsibilities as well as the way in which it was 

organised. Did the rate of adaptation which was reguired have a 

detrimental effect on individual well-being? (Selye) 

- Did the demands made of people tend to exceed the personal and 

organisational resources available to cope with them? (Kasl, Payne) 

- Were staff clear enough about what is expected of them to be 

effective and to gain sufficient satisfaction from their work? 

(Barclay, Harrison) 

- Did they receive adeguate feedback from supervisors? (Handy) 

- Did agencies provide sufficient direction, or did staff tend to 

react negatively towards management? (Harrison, Parsloe) 

- How did people experience potential stressful situations such as 

being responsible for the work of other or occupying boundary roles? 

Did they suffer from uncertainty about the future of their jobs or 

careers? (Handy) 

- Did conflict occur between professional and bureaucratic ideals? 

Did staff feel they had sufficient autonomy and scope for self-

actualisation? (Maslow, Lane) 

These guestions and some of the original concerns about the causes 

and effects of dysfunctional stress on social workers will be 

considered in the process of developing a main hypothesis for the 

study. 
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3.1 Arriving at an approach to the study 

Initial interest in the subject of this study had been stimulated by 

the results of the small survey: Why staff leave FSU and why they 

stay, also known as The Leavers' Questionnaire. This indicated that 

a disturbing proportion of social workers left because of boredom, 

frustration and emotional exhaustion*i). The motivation for the 

study was to discover more about these negative effects of the job 

in order to inform policy improvements and to benefit clients 

through improvements in practice. But what should be the central 

question to pursue? The literature review had suggested some 

relevant aspects of working life. Now these needed to be related to 

the original concerns. The questions were large and complex and 

presented a challenge to finding a feasible approach. 

Theoretical considerations The first question of basic importance 

was at what level of knowledge to work. Tripodi (1974) and others 

suggest four levels of knowledge on a continuum of increasing 

information value, namely concepts and variables, hypotheses, facts 

and empirical generalisations, and theory. Concepts he describes as 

"symbolic terms or labels for organizing experiences", they are the 

"basic building blocks on which communication is based", and are 

translated into variables by a process of operational definition. 

Hypotheses are "statements of predicted relationships between two or 

more variables" and may be descriptive; correlational, that is to 

say stating the amount and direction of joint relationship between 

variables; or explaining cause and effect. 

Facts are defined as summarising "quantitative information about 

descriptive hypotheses" which are specific to the particular 

population. 

Empirical generalisations are abstracted from facts and "are also 

definable as verified correlational and verified cause-effect 

hypotheses". 
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Theory, the highest level of knowledge, has two major functions: "to 

describe and explain the interrelationships of empirical 

generalizations and to provide conceptual systems from which 

hypotheses can be derived for empirical validation". 

The higher levels of knowledge are very difficult to achieve. 

Attempting to establish relationships between cause and effect is 

extremely problematic and needs to be approached with great caution. 

Clearly it was important to pitch the study at an appropriate level. 

Social work was currently subject to one of the periodical critical 

debates about the absence of scientific approach in its method 

(Fisher, 1976; Brewer and Lait ( 1 9 8 0 ) a reminder, if one was 

necessary, of the need for a solid foundation to organisation as 

well as practice. The design for the study should neither over 

reach itself nor under estimate the state of knowledge on the 

subject of occupational stress. 

Tripodi sees social research as having five knowledge objectives: 

the development of concepts, the formulation of hypotheses, and the 

verification of descriptive, correlational and cause-effect 

hypotheses. The development and refinement of concepts is related 

to the development of theory. This seemed too abstract an activity. 

The study was intended to be practically based and have a tangible 

outcome. 

Statement of an area of study did not seem adeguate. The formulation 

of an hypothesis, possibly of alternative hypotheses, certainly 

seemed desirable to guide the research, although the process of 

arriving at hypotheses is itself constrained. Sufficient empirical 

knowledge of the subject needs to be already available. Adequate, 

appropriate resources are necessary to make it feasible for 

hypotheses to be pursued, stacey (1969) observed that "hypotheses 

which are worth testing can only be developed in areas about which a 

good deal is known". <"> 

In situations in which there is insufficient knowledge for a clear 

hypothesis to be formulated exploration is necessary and Stacey 

argues that exploratory research pursued without a hypothesis may be 
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regarded as scientifically respectable. In the present case the 

literature about occupational stress in general, and in particular 

about the causes and effects of dysfunctional stress experienced by 

social workers, suggested that enough was known about the subject 

for the formulation of a hypothesis to be possible. 

The feasibility of pursuing a hypothesis would be determined mainly 

by the researcher's knowledge and the time which could be given to 

the study, especially in view of the fact that it would be 

undertaken on a limited, part-time basis. 

So what kind of hypothesis? The concern was to turn an interest in 

a problematic area of social workers' experience into a researchable 

topic, to make it possible, as Philip and others (1975) put it, to 

"search again for truth and fact in an orderly manner so that 

substantive communicable knowledge is acquired". 

Clarifiyino the problem to be studied To accomplish this the 

nature of the problem itself first needed fuller clarification. The 

FSU survey had revealed various assumptions and raised various 

questions, including the following: 

- Work with distressed and chaotic families is bound to be 

stressful. 

- What enhances and what detracts from workers' ability to cope with 

stress? 

- Do our efforts to sustain social work relationships by offering 

continuity of service to clients in fact undermine this principle in 

those cases where staff leave after only 2 years? 

- Could the team approach to families be exploited in ways which 

would sustain both them and the workers more effectively? (Williams, 

(1981)(") 

Discussion of these questions with senior staff at FSU's National 

Office gave rise to other issues about the practice of social work 

and its management in Units, and their possible relationship to the 

stress experienced by FSU staff. These questions were formulated 

into a first statement of an area of study which emphasised both 

-40 -



Chapter Three: Developing a hypothesis 

possible causes and means of coping with stress, and included the 

idea of comparison with other agencies as follows: 

"An exploratory examination of causes of occupational stress and the 

influence of stress-coping mechanisms upon perceived levels of 

stress in social work staff in FSU, compared with staff in X and Y, 

MDan analysis of stress levels and the organisational ethos of 

individual Units." 

An application to join the Personal Research Programme and prepare 

for a M.Phil, degree incorporated more of the practice-related 

concerns prompted by the results of the FSU survey: 

An enquiry into the relationship between the careers of social 

workers as FSU employees and the careers of families as the clients 

of individual social workers or clients of the Unit team. The 

intention would be to look at the nature of stress experienced by 

FSU staff with particular reference to Unit practice in closing and 

transferring cases, and the effect of different styles of 

supervision and support." 

As a result of initial discussions at the University this statement 

was summarised into the following working title which, for the time 

being, shed the notion of comparison: 

"The identification and resolution of stress in social workers 

employed in the Family Service Unit setting." 

Guidance taken from the literature The main influences which 

helped to produce the final formulation of the problem, and 

ultimately led to the development of the main hypothesis, included 

first contacts with the American literature on "burnout" - Cherniss 

(1980), Pines and Maslach (1980), Reid (1980), the British study of 

a Social Services Department by Satyamurti (1981), and Gilbert 

Smith (1970) on social work and the sociology of organisations. 

This material provided a well balanced mixture of psychology and 

sociology. The other main strands, organisation and management, 

came later. 
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Cherniss believed that studies of stress in other occupations were 

relevant to the organisational pressures of social work. Reading 

his book encouraged wider enquiry in the field of occupational 

stress. (7) 

Pines' and Maslach's report of their study of the children's day 

care centre did not contain details of methodology but it provided 

encouragement for the view that factors associated with stress 

should be sought in conditions of work and working relationships 

( = ). 

The paper by Reid was concerned with staff working with people who 

were much more severely emotionally disturbed than would usually be 

the case for social workers in this country, but it added a further 

element to thinking: the significance of the relationship between 

an individual's home and work life. An obvious point in retrospect, 

but one which none of the research found included.**) 

Satyamurti's British study of the urban Social Services Department 

strengthened the increasing impression that constraint is a factor 

in dysfunctional stress, and that the causes of stress experienced 

by social workers would be similar in important ways to those 

experienced by workers in other organisations 

The texts on occupational stress also encouraged an inclination to 

look amongst organisational factors for the causes and prevention of 

dysfunctional stress experienced by social workers. 

Subsequently Gilbert Smith (n* introduced in a more systematic way 

questions about the possible effects of bureaucracy on social work. 

The title of the study Shortly after the Personal Research 

Programme began the title of the study became: 

"An enquiry, to be conducted in FSU and two comparable agencies, 

into those organisational factors which enable staff to cope 

constructively with occupational stress and those which undermine 

coping ability". 

Although no model had yet been found to give shape to the study the 

focus was now essentially defined. It should be concerned with 
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people's experience of dysfunctional stress and the organisational 

factors associated with coping and not coping. It should compare 

the experience of staff involved in face to face work with service 

recipients in a number of agencies. It should take account of 

experience at home as well as work. The field of future reading 

was becoming clearer. 

Two months later a course on 'Burn Out' in Social Work Practice; 

What it is and how to deal with it provided a more thorough-going 

introduction to the literature on burnout and stimulated critical 

thinking on the subject. 

3.2 Burnout or Not? 

The course mentioned above, led by Ron Baker, referred to more than 

30 articles and two books on the subject of burnout which had 

appeared during the preceding two to three years and discussed, in 

particular, the book by Cherniss and articles by Armstrong, 

Harrison, Karger, Maslach and Pines, and Streepy. 

Baker drew special attention to Karger's critical review of the 

developing literature on burnout, which maintains that "the 

literature does not gualify burnout as a theory, because it is 

inconclusive regarding predicatability and assumptions, and is more 

a description of symptoms". In similar vein he called attention to 

the problem of distinguishing burnout from the stresses common to 

everyday life, especially in a context of economic and political 

pressure, and doubted the value of even describing the collection of 

responses which had been identified as a syndrome. 

His experience of stressed social workers led him to approve the 

interactionist perspective of Cherniss and acknowledge the 

influences arising from client, worker and organisation in causing 

stress. He was inclined to place more emphasis on organisational 

than individual "responsibility". Amongst the personal frustrations 

listed by the senior and middle managers in this particular group 

"office politics" and colleague relationships scored highest. Their 

sense of powerlessness was a very striking feature. 
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Despite an initial attraction to the concept of burnout, belief in 

its usefulness soon faded. It seemed to contain an element of 

special pleading. Personal experience of social work had 

demonstrated that stress was a common feature of everyday work 

accepted, by and large, as inevitable by practitioners. For 

example, FSU's guidelines for regular staff assessment required 

staff and supervisors to address the question: How does the worker 

cope with the stress which is inevitable in social work? 

In adopting the notion of burnout, however, it seemed as though 

social work was seeking to prove itself to be a particularly 

stressful occupation. It was as if the profession was seeking to 

grasp an opportunity to enhance its status by showing that compared 

with other occupations practitioners were subject to peculiar and 

severe demands. 

In fact other professions had already begun to recognise the 

stressful aspects of their own work. For instance Davidson and 

Veno's (1980) review of stress amongst the police covered British as 

well as American and Australian studies (i^), and reports of 

workshops on stress in four police forces were published in 1983 

Stress amongst teachers was actively being discussed from the 

mid-l970s both in academic circles and more widely in the 

profession, eg. Dunham ( 1 9 7 6 ) K y r i a c o u (1980)<^«>. 

In the field of nursing Menzies' study of The Functioning of Social 

Systems as a Defence against Anxiety in hospitals had first appeared 

in 1960 (17) Although the stressful aspects of nursing was the 

subject of considerable research interest in the United States 

during the 1970s it appears to have taken longer in this country to 

achieve the level of attention to that it was given in teaching. 

For instance, Marshall's lengthy 1980 review of the research 

literature contains little published in Britain 

These professions have certain features in common. Workers occupy, 

to some extent at least, a helping role, often thought of as 

expressing a personal vocation; they deal with people in trouble 

who sometimes express their reactions in behaviour which can be 
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hard for others, including their helpers, to take; their functions 

are often set in large institutions run on bureaucratic lines; as 

the expression of societal responsibility towards the vulnerable or 

needy, they are often directed and constrained by legislation. All 

of these are potentially stressful. It did not, therefore, seem 

satisfactory to make any assumptions about the peculiar nature of 

dysfunctional stress amongst social workers. 

Reading more widely around the topic of occupational stress 

suggested that some studies had in fact focussed on populations 

which had already defined themselves as or been assumed to be 

suffering from stress. There are examples from dentistry (Cooper, 

1980)(1"), and from nursing (Marshall, J. 1 9 8 0 ) a s well as 

social work. 

Baker, for instance, bases his observations on contact with over 

1,000 welfare workers who have attended workshops on stress and 

burnout It seems reasonable to assume that many of these 

people chose to attend because of their own experience of stress. 

The workshop attended by the researcher certainly suggested that 

this might be the case. 

In the United States one of the seminal studies in burnout (Pines 

and Kafry 1978) is questionable for the same reasons The 

results of this superficially impressive study are based on postal 

questionnaires to participants in a regional social work convention 

who had attended a workshop in occupational burnout. Not 

surprisingly it attracted an 80% response. It seems to be a 

questionable approach to base findings on the nature and incidence 

of stress on populations which have pre-selected themselves into a 

category through a particular interest in the subject, although 

something of the same complaint may be raised against any method of 

sampling which depends upon subjects' choosing to respond. 

As the first studies of burnout appeared they were taken up and 

quoted with much enthusiasm but little critical attention to their 

methodology. Although from they had the merit of being relatively 

simple because of their narrow focus, they did not provide a 
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satisfactory foundation on which to base a hypothesis for three main 
reasons: 

i. Insufficient evidence that "burnout" in social workers is a 

phenomenon distinguishable from stress in any other occupation. 

ii. A primary focus on individual's experience of the stressful 

nature of their work with little attention to organisational or 

other contextual factors. 

iii. A lack of attention to other potential contributory factors, 

such as the demands of home life, and physical and emotional health. 

Nevertheless the literature on burnout continued to play a useful 

part by offering possible models for research design which would be 

considered alongside the alternatives. 

3.3. Demand, Support and Constraint 

Interest in the organisational aspects of the subject increased. 

How far did the organisational features of FSU and other agencies 

employing staff working directly with vulnerable people in 

distressing situations contribute to the stress experienced by 

staff, and enhance or disable their ability to cope with it? 

Most of the aspects of interest concerned individuals' subjective 

experience including the following questions: 

- what do individuals experience as stressful? 

- when does stress become counter productive or dysfunctional? 

- how much of what kinds of stress are experienced as positive? 

- what is the relationship between stress at work and the general 

stresses of life? 

- what are the sources of job satisfaction? 

- where does valued performance feedback come from? 

- what are the sources of effective peer support, the positive and 

negative aspects of colleague relationships? 

- what standards of performance do people set for themselves? 
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- what is people's experience of autonomy or powerlessness? 

- do they feel secure in their jobs? 

- what is the impact of the public image of work with distressed 

people? 

- what effect do "difficult" clients have? 

- how do people feel when they are subjected to abuse or violence? 

Different individuals should be expected to have different 

perceptions and responses to each of these questions. It was 

important to remember Kasl's warning against the "self-serving 

methodological trap which has tended to trivialize a good deal of 

the research". That is to say "the measurement of the 

'independent' variable (eg. role ambiguity, role conflict, 

qualitative overload, etc.) and the measurement of the 'dependent' 

variable (role strain, distress, dissatisfaction) (which) are 

sometimes so close operationally that they appear to be simply two 

similar measures of a single concept". (Kasl, 1978)(=3) 

Any measures used would need to be very carefully chosen and tested 

for reliability and validity. Kasl also recommends the safeguard of 

using "both sets of variables in a research design, whenever 

possible", that is to say both outcome and perceptual measures. But 

would this be feasible? 

Whatever the approach however, one of the dilemmas to be resolved 

was: How simple a design would yield sufficient information to be 

worthwhile? How complex a design would be feasible? 

The Model; Demand, Support and Constraint A way out of this 

dilemma was suggested by Payne (1979)(=*). In order to encompass 

parsimoniously the wide range of situational variables which recent 

studies had found "to relate to affective, behavioural and health 

measures of strain" he proposed "a model of environmental stress 

which involves the balance between three sets of variables: 

demands, supports and constraints". He presented his definitions of 

these concepts as follows: 
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Demand He wanted this notion to include non-social, environmental 

demands and task demands according to Hage's (1972) idea of a "non-

variable concept" or "general variables", that is to say "a 

continuum that applies to any culture (person) and at any point in 

time". The concept is therefore called demandinaness and defined as 

"the degree to which the environment (natural, physical, 

intellectual, technical, financial and social) contains stimuli 

which peremptorially command the person's attention and responses". 

Support Demandingness can be moderated by supportiveness (following 

the same approach to definition of a concept), Supportiveness is 

"the degree to which the environment makes available resources 

(natural, physical, intellectual, technical, financial and social) 

relevant to the demands made upon the system (person, group, 

organisation)". 

Constraint Because "resources are not unlimited and typically 

systems are constrained in some way or another" the idea of 

"constraininaness" is also used and defined as "the degree to which 

the environment (natural, physical, intellectual, technical, 

financial and social) constricts, confines or prevents the system 

(person, group, organization) from surviving the demands made upon 

it". 

These sets of variables were presented as dichotomies for 

illustrative purposes with some suggestive labels drawn from his 

experience as an industrial psychologist, as shown on the next page. 
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Ficnire 3:1 Payne's conception of Demand, Support & Constraint 

DEMAND High Low 

SUPPORT Great Small Great Small 

CONSTRAINT Weak Strong Weak Strong Weak Strong Weak Strong 

'Every 'Winner 'God 'It'll 

man for takes helps all be 

himself all' those the same 

who help in 100 

themselves' years' 

'All for 'Nothing 'Keep it 'The 

one & one can stop going world's 

for all' us' lads' our oyster' 

Table : Eight combinations of demands, supports and constraints 

(Payne 1979) 

Payne points out that these eight situations cannot be read as 

forming a continuum. They "add together in very complex ways to 

produce a bewildering range of situations for which it would be 

difficult to predict their consequences". He gives three underlying 

assumptions which might aid prediction: 

"1. The greater the level of demandingness, the greater the system 

strain. 
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2. The greater the degree of constrainingness, the greater the 

utilization of intrasystem resources to meet a given level of 

demand. 

3. The greater the supportiveness, the lower the level of 

utilization of intrasystem resources to meet a given level of 

demand." 

In other words, "A situation of high demand, high constraint and low 

support is very stressful, but a situation of low demand, low 

constraint and high support is not necessarily stressless. It could 

be unchallenging and perhaps boring and frustrating". 

On the basis of this model it might for instance be predicted that a 

social worker with a large and worrying workload, a shortage of 

resources such as foster homes or places in residential 

establishments, and infrequent supervision or a low level of contact 

with colleagues would be in a very stressful situation. Similarly a 

worker who had been in post for a long time with a caseload with 

which s/he was very familiar, well established relationships with 

those who control access to resources, regular supervision and close 

relationships with colleagues, could might also suffer a certain 

amount of stress because of lack of stimulation. 

These concepts seemed to meet very satisfactorily the need for a 

comprehensive approach to the range of intrapersonal and 

organisational variables which were of interest. The sample to 

which this model had been applied also appeared to have sufficient 

in common with that with which this study was likely to be 

concerned. 

Some differences could be anticipated: 

- the ratio of managers to others would probably be reversed in this 

case - 80% of Payne's sample were white-collar, lower-level managers 

and 20% professionals who did not supervise others; 

- the gender was also likely to be reversed - Payne's sample was 

all male and this population was likely to contain a majority of 

females. Nevertheless the breadth of the concepts suggested that 
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they would be no less applicable to non-managers than managers or to 

women than to men. 

3,4 Adapting the model 

The model of demand, support and constraint appeared to have good 

potential for shedding light on the issues of concern, listed on 

pages 46 and 47. These can be divided into four categories ranging 

from general questions about stress to questions specific to social 

work. 

1. General questions about stress: 

- What do individuals experience as stressful? 

- When does stress become counter productive/dysfunctional? 

- How much of what kinds of stress are experienced as positive? 

Conclusion It was clear that "one man's (person's) meat" could be 

another's poison and it seemed that this model had the capacity to 

reveal which potential stressors are experienced by individuals as 

positive and which as negative, as well as the capacity to measure 

degrees of stress. 

2. Work-related questions concerned with supportive aspects: 

- What are the sources of job satisfaction? 

- Where does valued performance feedback come from? 

- What are the sources of effective peer support, the positive and 

negative aspects of colleague relationships? 

Conclusion The concept of supportiveness incorporating a range of 

resources relevant to work should be capable of addressing these 

questions. 

3. Work-related questions concerned generally with demands: 

- What standards of performance do people set for themselves? 

- What is people's experience of autonomy/powerlessness? 

- Do people feel secure in their jobs? 
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- What is the relationship between stress at work and the general 

stresses of life? 

Conclusion The concept of demandingness appeared to be relevant to 

home and work life, incorporating as it did a range of stimuli 

including physical, intellectual, and social. This was also 

encouraging. 

4. Work-related guestions specific to social work: 

- What is the impact of the public image of social work? 

- What effect do "difficult" clients have on social workers? 

- How do people feel when they are subjected to abuse or violence? 

Conclusion The researcher was not persuaded that there were any 

aspects of work in the field of social work which were so different 

from work in other occupations, such as teaching, the police, 

nursing or medecine, as to make them incapable of being incorporated 

in this model. 

Thinking again about the results of the FSU Leavers' Survey 

{Williams, 1981) in the light of Payne's article, and in the context 

of the general literature on stress, the literature on "burnout" in 

human services, and on occupational stress in a variety of other 

occupations, it seemed essential to keep the objectives of the 

research as simple as possible. The case for social work being 

peculiarly stress-prone was not convincing, and it would be useful 

to compare social workers' experience of stress with that of workers 

in two or three other occupations. 

Exploration of the literature led into areas which seemed initially 

attractive and important, and resulted in such trial statements as: 

"Occupational stress experienced by social workers arises primarily 

from conflict of expectations and insufficient clarity of 

professional goals". 

Several writers had suggested this as a significant element -

Armstrong (1978), Harrison (1980), Wasserman (1971), Smith quoting 

Merton (1957). To shed any light on such a proposition very careful 
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definition of concepts and variables would be required. In addition 

data would probably need to be collected by means of interviews and 

it seemed unlikely that this would be feasible. The main objection 

to pursuing this approach was that such a hypothesis would have a 

very limited focus and both the experience of the people who had 

left FSU early and the literature suggested a wider range of causes 

of dissatisfaction and stress. 

Having been drawn into some by-ways of thinking it was necessary to 

be reminded of the title which was already firmly settled: 

"An enquiry, to be conducted in FSU and two comparable agencies, 

into those organisational factors which enable staff to cope 

constructively with occupational stress and those which undermine 

coping ability". The hypothesis should relate quite specifically to 

this statement or to a development of it. 

Focussing more specifically on Payne then led to the formulation of 

the following: 

"Dysfunctional stress (and more extremely, strain) arises from an 

imbalance of demands, supports and constraints, and 

an individual's reactions to particular demands of work at any 

point in time are effected by 

i. personality 

ii. physical health 

Hi psychological health, and 

iv. physical and psychological health may be effected by chronic 

or immediate experience of stress, and 

V. balance of demands, supports and constraints at home." 

Although a complicated statement requiring refinement, this had the 

merits of including a definition of stress, incorporating Payne's 

notion of a necessary balance between demand, support and constraint 

for achieving psychological good health, and of taking into account 

the significance of home life as well as life at work. 
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Following the advice that "It is conventional ... to state 

hypotheses which are the opposite of the researcher's own beliefs" 

so that "the researcher's own bias will be minimised to some degree" 

(Philip and others 1975)<==>, and developing the ideas of demand, 

support and constraint further to suit the particular needs of this 

study resulted in: 

"High demand at work does not create intolerable or damaging stress 

in individuals 

- who feel supported (by organisational structure, management 

policies, professional support) at work, 

-who do not feel too severely constrained (by the organisation, 

management, professionally) at work, 

- who are not experiencing a stressful imbalance of demand, support 

or constraint at home". 

Assumptions The assumptions underlying this hypothesis were: 

- that a certain degree of stress is necessary, productive, 

synonymous with stimulation, motivating; 

i. the degree of stress which is experienced as productive varies 

between individuals and within individuals over time; 

ii. heavier demands can be handled productively (or at least without 

negative effect, ie. strain, on the individual or his/her work) with 

sufficient supports and limited constraints (Payne); 

iii demands, supports and constraints from home and from work effect 

the individual's capacity for effectiveness and happiness in either; 

iv. social workers are the same as other individuals in these 

respects. 

V. There are however two factors which should be added into the 

balance of demands, supports and constraints to which social workers 

are subject: 
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a. the great majority of social workers operate in an environment 

which serves a bureaucratic ideal rather than a professional 

service-oriented ideal {Satyamurti), and 

b. those personal gualities which draw individuals into social work 

as an occupation tend to make them more susceptible to some of the 

demands of social work (Pines). 

These ideas are represented diagramatically on the next page: 

Realism During the process of arriving at a hypothesis which would 

take account of all the important factors two persistent ideas re-

emerged several times and were finally rejected. 

i. Time There was an intuitive sense that time must be an 

important element in the experience of stress: the length of time 

that people have been in their present job, how long intolerable or 

barely tolerable conditions have maintained, how often people have 

to deal with too much work or extremely worrying situations in what 

period of time, whether the stress which they experience is acute or 

chronic and at what degree of severity, whether they have 

experienced a degree of stress in the past which they do not 

experience currently. 

One approach which suggested itself as instructive was a small study 

over a period of time which would seek to identify stressors and 

measure stress responses. Before it became possible to settle on a 

hypothesis the feasibility of such a study had to be considered. 

Although this approach was rejected on grounds of feasibility, it 

was decided to try and incorporate questions of time. 

ii. Personality Although it seemed important to take account of 

the effect of differences in personaility on reactions to potential 

stressors, it was not in the end possible to find measures which 

were both sufficiently reliable and feasible to use. This question 

is considered further in the next chapter. 
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Figure 3:2 Assumptions underlying the hypothesis 
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Central hypothesis: There is no difference between perceived 

levels of stress experienced by staff of FSU and three other 

agencies. 

Subsidiary hypotheses: 

1. There is no difference betaeen perceived levels of stress 

experienced by social workers as evidenced by perceptions of 

а. Demand at work, or 

б. Support and Constraint at work, or 

c. interaction between demands at work and at home, and helping 

and hindering features of home life, or by 

d. indicators of health. 

2, There is no difference between perceived levels of stress 

experienced by Managers and front line social work staff as 

evidenced by perceptions of 

a. Demands at work, or 

b' Support and Constraint at work, or 

c. the interaction between demands at work and at home, and 

helping and hindering features of home life, or by 

d. indicators of health. 

Thess statements would provide a structure for the study. Tripodi 

would classify this hypothesis as descriptive, ie a statement of 

"the existence of empirical r e g u l a r i t i e s . It was not the 

intention to state "the amount and/or the direction of the joint 

relationships between variables" or to state causality, so this 

statement could not be classified as either a correlational or a 

cause-effect hypothesis. The intention was that the research would 

benefit policy-making and although causal-predictive research is 

more effective than descriptive research from the policy-maker's 

point of view, the limitations of what would be possible had to be 

accepted. The results would be no value at all to policy-makers if 

exaggerated claims were made for them. 
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Having arrived at a hypothesis the next stage was to operationalise 

this and design research to test it. The present chapter describes 

the process of deciding on the research design including selecting 

methods of data collection and defining the samples. Chapter Five 

shows how research instrument was refined and made suitable for use 

in this study. Chapter Six covers the piloting of the 

questionnaire, practical planning of the research, and data 

collection and processing. It also contains a discussion of the 

errors in sampling and response which might affect the findings. 

4.1.1 Research Design 

The research was intended to focus on social workers and first line 

managers in Family Service Units and compare their experience with 

staff at similar levels in other agencies. It would adopt the 

approach used by R.L. Payne (1979)(i) and enquire into people's 

perceptions of the demanding, supportive and constraining aspects of 

their lives at work and at home. 

A decision had to be made early on about the size of the study in 

relation to the resources available. Before this could be done it 

was necessary to settle a question about whether this should be an 

in-depth study of a small number of people or a comparative study of 

a larger number. 

The researcher's inclination was to follow the former route. This 

was the approach which had been used by Wasserman (1970, 1971) in 

his study of newly qualified social workers. However such in-

depth research can become over-individualised and it may not 

therefore be sufficiently reliable or representative to generalise 

to other situations. 

It was also important to remember that the study was intended to 

provide an empirical basis for policy decisions to improve working 

conditions. It was a subject in which many people in FSU were 
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interested and from the beginning it seemed important to enable as 

many as wished to take part in the study. 

Consequently any possibility of improving policy required the kind 

of validity which a careful study of a large sample would provide 

better than case studies of a small sample. The argument in favour 

of a larger scale study therefore prevailed at quite an early stage. 

To test the hypothesis several other agencies would have to be 

selected for comparative purposes and a procedure for sampling 

decided upon. There were nearly 190 people in the relevant 

categories in FSU alone. 

Once the research method or methods had been decided upon sampling 

decisions would need to be made to determine whether to include all 

or some of these potential respondents, and what size of sub-samples 

to seek from the other agencies. Responses would ultimately be 

subjected to statistical analysis, and methods appropriate to the 

number of cases involved would need to be selected. 

The next step was to decide on data collection methods. 

4.1.2 Possible Methods of Data Collection 

The primary considerations in selecting an appropriate method of 

data collection were the sensitivity and the complexity of the 

issue. It would not be possible to reach an accurate assessment of 

the extent of stress unless respondents were convinced of 

confidentiality. It should be expected that like teachers, social 

workers would be "loath to say they have experienced it first 

hand".(3) 

Social workers were already subject to self-doubt and "confusion 

about the direction in which they are going and unease about what 

they should be doing". (Barclay Report, 1 9 8 2 ) " T h e picture 

frequently painted of a profession plagued by doubts and dilemmas, 

conflicts and contradictions, all rooted in a lack of consensus 

about the fundamental principles of the work, is to a large extent 

validated by our own research". (Baldock and Prior, 1981) There 

was no wish to add to this weight. 
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What methods would be available? Writing about the "strategies 

employed by social researchers in the study of social phenomena" 

Tripodi (1974) defines social research as "the systematic 

application of logical strategies and observational technigues for 

purposes of developing, modifying, and expanding knowledge about 

social phenomena", and gives the three major possibilities of 

experimentation, surveys and case studies.(®> It has already been 

recognised that the hypothesis can be classified as descriptive (see 

page 36). It was not intended to try and establish the amount or 

direction of relationships, or cause and effect, nor to attempt to 

establish facts or theory. Experimentation would not therefore be 

appropriate, but a survey or a case study, or both, could be useful. 

To consider another writer on the application of scientific method 

to the study of social guestions: Stacey (1969) believes that 

"there are two main reasons for doing research: one is to try and 

solve a practical problem and the other is to find out how something 

works just because it is interesting to know". The former is 

undertaken "because some person or authority feels that something is 

wrong and ought to be put right, or that something could be done 

better than it is being done at the moment".(?) This certainly 

described the motivation for this study. 

The methods of enguiry Stacey lists include examining written data, 

participant and non-participant observation, surveys by postal 

questionnaire, and more or less structured interviews. In addition 

attitudes about self and others might be studied by examining 

semantic differentials (Osgood and others, 1957) or, over time, by 

use of personal construct theory (Kelly, 1955). A single method 

might be used or a combination as Kasl recommends.(=> 

Two possibilities seemed particularly interesting: 

Observing responses to a critical incident This suggested itself 

as potentially a very productive approach to understanding how 

social workers respond to demanding events such as taking children 

into care. Examination of the parts played by the various actors 

and actresses in the incident and the responses of those workers 
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immediately involved might shed valuable light on the feelings and 

behaviour of workers and reveal the adequacy or inadequacy of the 

structures around them. 

Kasl (1978) argues strongly for longitudinal studies "designed 

around 'natural experiments', that is significant events and 

transitions".(9) This would however necessitate waiting for an 

incident to occur and being certain of being available when it did. 

This was not practical. As Harrison (1980) realised .staff turnover 

could prevent the pursuit of a research design dependent on 

contacting the same sample more than once.<^°> In addition such an 

approach might only allow for a small number of organisational 

factors to be examined. 

Examining mutual perceptions Given the very subjective nature of 

the experience of stress and the difficulty of operationalising 

variables so that they are sufficiently independent of each other 

there seemed to be some merit in the idea of examining colleagues' 

perceptions of each others' responses to factors at work, say those 

of worker and supervisor of what is given and taken in the process 

of supervision, or those of peers in a team about perceived 

relevance of mutual support. Considered more closely, however, the 

potential benefits of this approach did not outweigh its inevitable 

complexity. 

Given the limited resources available to the researcher, 

expectations in the agency, and constraints on time, restrictions on 

the methods which would be feasible had to be accepted early on. A 

postal survey was settled upon without much delay, but not before 

the adequacy of this approach to the particular subject had been 

carefully considered. 

Whatever method or methods of data collection were chosen they must 

be sensitive to professional dignity and personal feelings and 

capable of preserving confidentiality. Because of the subjective 

nature of the phenomenon they would also have to include self-

assessment. 
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Would this be adequate by itself to produce worthwhile results? 

Self-assessments could certainly be acquired by means of structured 

interviews or postal questionnaires. These methods are, however, 

sufficiently prone to bias at the best of times as a result of 

respondents' difficulties in producing "percepts", as Oppenheim 

(1966) calls them (n), in answer to questions on any subject. This 

difficulty must be expected to be particularly hard to avoid when 

answering questions related to stress. 

Farber argues for more innovative research strategies, and expresses 

concern about the problems arising from dependence on survey 

research: "instruments tend to lack the subtlety necessary for 

sophisticated analyses and do not readily permit idiosyncratic 

responses".(1=) 

It also seemed very important to reach an understanding of the 

organisational setting in which people worked. Assumptions should 

not be made about the apparent stressfulness of different aspects of 

work. Again, an appreciation of perceptions of organisational 

setting could be aquired by means of questionnaire or interview, but 

an independent evaluation might also be necessary in order to 

interpret the data provided by respondents. Observation would help 

to validate assessment of respondents' well-being and enable data to 

be gathered about their work environment, thus helping to avoid the 

"triviality trap" (Kasl, 1978) ". Since it is almost always of 

interest to know: (1) how outcome variables relate to objective 

measures of the work environment, and (2) the extent to which 

perceptual measures are anchored in objective data, one suggestion 

would be to use both sets of variables in a research design, 

whenever possible." But would observation be feasible? 

It could, of course, be valuable to use methodology already tried 

and tested by someone else. An examination of others' methods was 

necessary to reach a final decision. 
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4.1.3 Possible approaches to follow and issues raised by them 

There is a great deal of pressure on researchers to break new 

ground. Many of the theses which extend their annual march along 

university library shelves at such an alarming rate are based on 

original work. But there are also voices raised in favour of 

replication. Some researchers find methods of enquiry nicely suited 

to the subject in question and research which uses such methods in 

other settings may fulfill a useful role in testing their 

generalisability. 

The various approaches to the study of occupational stress and 

"burnout" which became apparent during the process of seeking ideas 

on methodology included: 

Physical indicators of stress Relating physical indicators such 

as hormone levels in urine, productivity, behaviour and subjective 

feelings Or relating physical ill-health, especially incidence 

of coronary heart disease as an indicator of stress, to socio-

economic status, educational attainment, occupational mobility, 

length of working day, job dissatisfaction, and occupational 

differences.(IS) 

Conclusion Although such studies may well produce the most 

reliable data, the accounts found did not include methodological 

details and would in any case have called for knowledge and research 

conditions beyond the scope of this project. 

Mental health as an indicator Some studies related indicators of 

mental health and well-being to work environment and status, showing 

low job satisfaction or poor mental health arising from conditions 

at work, job content, the work group, supervision, the organisation, 

and pay and promotion. 

Conclusion Again these reports did not include details of 

methodology but they did seem more feasible to emulate. 

"Burnout" Despite disenchantment with the field of "burnout", it 

had some useful models to offer. These included: 
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- Pines and Maslach (1978) study of 76 mental health professionals 

examined biographical data, self perception (by means of a semantic 

differential check list), attitudes towards patients (using both the 

same semantic differentials and a Custodial Mental Illness Ideology 

scale), and attitudes towards aspects of the job.ti?) 

Conclusion Although the apparent simplicity of this study made it 

quite attractive, the shortage of methodological detail made it 

difficult to tell how appropriate it would be to settings other than 

mental health and therefore hard to judge its usefulness as a model 

to follow. 

- Pines and Kafry (1978) gave questionnaires to participants in a 

workshop on occupational burnout at a social work convention. They 

developed their own definition and measures of tedium and other 

attitudinal and objective variables work and used measures of satis-

faction with various other aspects of work developed by others. 

Conclusion This study initially appeared to offer a worthwhile 

model to pursue. The notion of tedium was based on two "respectable" 

areas of research - the psychology of stress and job satisfaction -

in addition to "burnout". 73% of the research sample were 

caseworkers and 14% supervisors which made it more similar to the 

sample with which this study was likely to work.<^®> The 21-item 

Tedium Measure has also been used to explore various aspects of 

burnout, such as sex and culture as factors in coping behaviour. 

This approach proved unsatisfactory however, not only because of the 

dubious validity of findings based on a population known to have a 

particular interest in the subject, as remarked in the previous 

chapter, but also because the definition of tedium seemed to fall 

into Kasl's triviality trap. "In the authors' definition, tedium is 

a general experience of physical, emotional and attitudinal 

exhaustion. The experience is characterized by feelings of strain 

and "burnout", etc." Since the present research was seeking a way 

to provide a strong empirical basis to the study of occupational 

stress amongst social workers the model offered by Pines and Kafry 

could not be regarded as adequate. 
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- Harrison's (1980) note that "despite the growing interest in 

burnout among child-protective service (CPS) workers, no research 

using a recognised tool to measure their attitudes could be found" 

struck a responsive chord. His application of role theory seemed 

attractive, as did his use of measures of role conflict and 

ambiguity and job satisfaction with pedigrees of validation and 

reliability provided. He set up a hypothesis: "that CPS workers 

who experience high degrees of role conflict and role ambiguity will 

also experience low degrees of satisfaction with their jobs" and 

found it supported by his results.(i*) 

His method was not without critics. Thomas comments that Harrison 

"essentially equates burnout with job dissatisfaction", and suspects 

that the study "would afford an excellent example to students of the 

"tail (methodology) wagging the dog (content) s y n d r o m e " . T h i s 

criticism caused doubts about the validity of his method. 

- Streepy (1981). Unlike the other researchers so far quoted, 

Streepy appeared to be a practitioner. She provided an example of 

someone rather more like the present researcher than most of the 

other writers encountered. She was motivated to undertake a piece 

of research in agencies like her own by indications provided by 

another study of problems amongst workers. She surveyed 138 direct 

service providers in twelve family service agencies and received a 

781 response. She describes the five sections of the 81-item 

questionnaire which she devised herself, providing examples of 

questions and a certain amount of detail about analysis. Analysis 

included assigning numerical values to responses on attitudes and 

perceptions with a view to developing burnout scores. 

Conclusion Streepy's study could be criticised on grounds of 

reliability and validity, and she acknowledges the possibility of 

bias resulting from surveying a homogeneous sample drawn from 

similar agencies within the same geographical area. In addition 

dissatisfaction with the notion of burnout was increasing, and it 

seemed inappropriate to borrow American measures if this could be 

avoided because of the subtle but important differences in language. 

Although it was decided not to adopt Streepy's methodology, it 
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raised a useful point to bear in mind when considering findings, 

"the difficulty in differentiating between causality and 

symptomatology (which) suggests that burnout and workers' negative 

attitudes may affect each other in a circular manner". 

- Kasl refers to McGrath (1970b) who pointed out that "temporal 

factors in stress research are nearly always neglected", and 

commented that "too much of our evidence is based on studies of 

short term effects of stress and we are forced to extrapolate that 

prolonged stress would show prolonged effects" whereas there is some 

evidence that this is not true. He argues for the value of 

longitudinal studies in getting us away from "the plethora of 

hopeless cross-sectional studies which attack extremely complex 

issues with the weakest of research designs". 

Conclusion This was compelling advice and hard to deny but, as 

mentioned on p. 58, the feasibility of research which could take 

adeguate account of long-term effects was outside the scope of the 

study. It had, reluctantly, to be accepted that it would not be 

possible to push back the frontiers of knowledge in occupational 

stress research to any noticeable extent and ambition would have to 

limited to the avoidance of trivial and "uninterpretable findings" 

(Kasl)! 

Before leaving this review of possible methods of study reference 

must again be made to the Maslach Burnout Inventory This 

measure, which was developed as a result of seminal work amongst 

human service workers in the United States undertaken by Maslach and 

Jackson, was found at a late stage in the planning of the present 

study when it was not possible to give it serious consideration. 
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4.1,4 Payne's methodology 

The study by Payne (1979) seemed to answer the need for a way to 

reach individual perceptions of experience at work. It combined a 

number of attractive features: 

- a parsimonious, comprehensive and comprehensible model of environ-

mental stress; 

- measures which had reliability and validity, the details of which 

will be reviewed later; 

- an introduction to a reputable and accessible measure of psycho-

logical health/ill-health, the General Health Questionnaire 

(Goldberg 1972); 

- scope for adding an important new element to the model, namely 

examination of the interaction between home and work life. 

The article described an 11-item questionnaire "constructed to 

measure perceived 'job demands', 'supports' and 'constraints' as 

well as other variables" including current psychological 

distress.(Payne, 1 9 7 9 ) T h e s e items had been taken from a 74-

item measure - the Environmental Supports and Constraints 

Questionnaire designed by Gowler, Legge and Payne (1977). 

The items used by Payne covered biographical data, four aspects of 

job satisfaction: the work itself, boss, colleagues and adequacy of 

pay, and felt job pressure. Most of the items concerned with work 

were measured on a five-point scale, for example: 

The knowledge, experience and ability 

of your boss is such that Score 

It always helps me to do my job well 5 

Most of the time it helps me to do my job well 4 

Half of the time it helps and half the time it hinders 3 

Most of the time it hinders me indoing my job well 2 

It always hinders me in doing my job well 1 

It's not relevant/applicable to my job 0 

Format of Support/Constraint Items. Payne (1979) 
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Payne wrote "It is important to note that in this measure any 

particular item is treated as either a support of a constraint; that 

is, the boss can be seen either as a support or a constraint. This 

possibility actually applies to most things .... the person can say 

that a factor is sometimes one and somethimes the other and also that 

a factor is just not relevant". Similarly "demandingness" was 

measured by ten items each rated on a five-point scale from 'strongly 

agree' to 'strongly disagree', with respondents having the 

opportunity to indicate if an item was not relevant or applicable to 

their job. 

This appeared to offer an extremely flexible instrument which 

promised to be suitable for the considerable variety of individual 

circumstances in FSU and the other agencies whose circumstances were 

less familiar. 

Although the questionnaire had been administered as an interview in 

people's own homes in Payne's study it seemed possible that it would 

be suitable for use in a postal survey if necessary. 

In addition Payne took "the rather unusual view" that measures should 

be designed for the specific groups which are being studied, and 

positively recommended designing a version of the questionnaire 

appropriate to the demands, supports and constraints in the 

particular environment. 

Thus details of methodology were now available to cover data 

collection, analysis and interpretation, together with a model 

questionnaire which seemed suitable for the purpose, and scope to 

adapt it to suit the circumstances of social workers and the other 

groups would be selected for comparative purposes. 

After reviewing and rejecting the concept of burnout and the 

available methods used by researchers who ascribed to it, mainstream 

research into occupational yielded a model which seemed admirably to 

fill the criteria for this study. It was therefore decided to adopt 

it and not to give serious consideration to developing a specific 

model. Before moving on to discuss sampling there are some further 
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points about using Payne's questionnaire as a research instrument 

which should be mentioned. 

4.1.5 Some questions about the research instrument 

The availability of Payne's measures meant that the main task in 

relation to the research instrument was to ensure that the measures 

were suitable for the particular populations to be approached in 

this study. Although these measures would provide the central core 

of the data it would be necessary to find or design questions to 

bring in accurate information on biographical data, demands, 

supports and constraints at home, and psychological and physical 

health. 

Oppenheim lists five decisions which need attention, they are about: 

i. main and subsidiary methods of data collection, 

ii. method of approach to the respondent, 

iii internal techniques to be used in the questionnaire, 

iv. the order of questions within question sequences, and 

V. the use of pre-coded or free-response questions. 

i. If a large sample was to be approached at places of work a postal 

questionnaire would be necessary. This was not the approach used by 

Payne in the study which had initially brought the model to 

attention. In that instance the demand and support/constraint items 

had been administered in an interview at home and a questionnaire 

measuring work stress had been left with the respondent to complete 

and be collected later.(=7) In this study such an approach would 

not be feasible. If a postal questionnaire was to be used, efforts 

would be needed to minimise their inherent disadvantages as far as 

possible. 

The main disadvantage of postal questionnaires is the typically low 

response rate. Oppenheim assesses 40% to 60% for respondents with 

no particular interest in the subject and rarely more than 80% from 

interested respondents. 
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ii. The way in which a questionnaire was introduced to potential 

respondents would be very important. Ways of encouraging responses 

would need to be sought to minimise non-response and bias. 

Balanced against the disadvantages of using a postal questionnaire 

as opposed to interviews would be the advantages of the possibility 

of reaching a population of a size which would have potential to 

yield statistically respectable results, and the avoidance of 

interviewer bias. 

iii By adopting Payne's instrument for measuring attitudes to 

aspects of life at work the design of the central part of the 

questionnaire was already determined. A similar design might be 

suitable for exploring attitudes to life at home, although due 

attention would need to be given to the likelihood that many people 

would find this an even more sensitive area. It would be wise, for 

instance, to place these sections after those concerned with work. 

In large parts of the questionnaire, therefore, there would be 

limited scope for considering questioning technique. Technique 

would, however, require attention when designing questions about 

biographical data and psychological and physical health. 

iv. The questions used by Payne would not necessarily be in the best 

order for the purposes of this study. This would require attention. 

V. Presenting respondents with closed questions scored on a 

measuring scale offered the researcher the advantage that large 

parts of the questionnaire could readily be pre-coded. Whether or 

not to depend entirely on closed questions called for careful 

thought however. If respondents were not presented with any open 

questions it would have to be accepted that a certain amount of 

potential information would be lost. It did not seem desirable to 

forego entirely the opportunity of learning what more people might 

have to say given the chance, especially on such a sensitive topic. 

The provision of some opportunity for free expression seemed 

important as a safeguard when so much would depend upon instruments 

originally designed with other occupations in mind. 
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Despite the potential difficulties of using Payne's instrument as 

the basis for a postal survey it was considered that, with care, its 

advantages would outweighed its disadvantages, and it was decided to 

proceed. 

The next step was to select a sample. 

4.2 Sampling 

The process of sampling involved defining the essential 

characteristics of the sample which would be used to test the 

hypotheses, selecting the occupational groups from which the sample 

would be drawn, selecting the geographical areas in which the sample 

populations should be situated, and defining the grades of staff 

which should be compared. 

4.2.1 Defining the characteristics of the sample 

In order to test the hypotheses it was intended to compare the 

experience of social work staff in FSU with that of staff in three 

other welfare agencies, and seek to achieve a reasonable match 

between the samples on three main criteria which were expected to 

influence the demands their work made upon them. 

i. Their work should involve them in direct contact with the public 

or in managing those who were in direct contact with the public, and 

ii. their clients should be subject to a range of difficulties 

which might be expected to impose similar kinds of demands upon 

staff. 

If these criteria could be met it was hoped to be able to test the 

central hypothesis: There is no difference between perceived levels 

of stress experienced by staff of FSU and three other agencies. 

It was intended that the sample of social workers should be large 

enough to be able to test the second hypothesis: There is no 

difference between perceived levels of stress experienced by social 

workers evidenced by Demand at work and the sub-hypotheses concerned 

with the interaction between work and home life and with health. 
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It was also hoped that the ratio of managers to staff in the social 

work group would be adequate to test the third hypothesis of: no 

difference between managers and staff as evidenced by experience of 

Demand at work and the sub-hypotheses concerned with work and home 

life and health. 

iii To attempt to control for influences on experience at work 

arising from variations between localities, as between inner city 

and rural areas, for example, or between different parts of the 

county, it was also considered to be important that the research 

populations should work in the same geographical locations. 

Direct contact with the public In the initial thinking about the 

study staff "at the coal face" were chosen because of primary 

concern with the experience of workers in direct touch with the 

public. These would be the basic-grade workers and their first-line 

managers. The following assumptions were made: 

- that all basic-grade staff in any agency in the broad "human 

services" field would be providing direct services or resources and 

would therefore be in direct contact with the public; 

- that first line managers would relate primarily to staff but have 

some contact with clients 

- that these managers' responses to stress at work would have an 

effect on basic-grade workers experience of life at work; 

- that staff above the level of first line manager would rarely have 

direct contact with the public and would therefore be outside the 

terms of reference. 

Client difficulties The starting point here was the 

characteristics of the clients served by FSU. A survey of FSU 

caseloads in 1973 (Sainsbury and Page) noted that approximately 30% 

of clients had disturbed family relationships, 30% financial and/or 

housing difficulties, over 20% major personality disorder or serious 

anxiety/distress, 2% physical ill-health, and 13% caused concern to 

agencies on grounds of inadequate child care.<^®> In 1983 the 

annual snapshot survey of FSU clients found that 84% of families 
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receiving a social work service were dependent for their income on 

benefits and 50% were single parent families. Units' work with 26% 

of these families involved some statutory responsibility, ie they 

were acting on behalf of a Local Authority in relation to children 

in care or on Supervision Orders.<3°) 

Broadly then, if the occupational groups were to be reasonably well 

matched on the criterion of client difficulties they would need to 

be working with people living in poverty, with the kind of problems 

which tend to be associated with this such as poor housing and 

financial management difficulties, and also be likely to be 

experiencing family relationship problems. 

Geographical location The majority of the longer-established 

Family Service Units are situated in inner city areas in places such 

as London, Liverpool and Manchester. More recently established 

Units are sited on deprived estates in places such as Birmingham and 

Edinburgh. It was not expected that it would be possible to match 

exactly the areas served by workers in different occupations because 

of the multiplicity of boundaries defined by the possible 

organisations, but it was hoped to get access to staff groups 

working in areas which overlapped. 

4.2.2 Selecting comparative occupational groups 

Since the primary concern was with social workers and it was 

intended to achieve results which would be as widely useful as 

possible in the profession, it was important to avoid the 

possibility that the experience of voluntary organisation staff 

might be disqualified as atypical in social work. It was therefore 

decided that one of the comparative groups should consist of social 

workers in Social Services. They could be readily matched on all 

three criteria, and it would be of particular interest to see how 

far these workers and those in FSU proved to be similar or 

dissimilar in their experience of aspects of life at work and in 

their responses. 

Another possible comparative group was teachers. Concern about the 

level of stress experienced by both staff and head teachers was 
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beginning to be expressed in the educational p r e s s . A l t h o u g h 

teachers could be regarded as meeting the criteria it was decided 

not to use them because of the great differences in organisation 

between the settings in which teachers and social workers operate. 

While it has to be acknowledged that there are some important 

differences between both the organisational settings in which FSU 

and Social Services staff work, and between social workers in both 

agencies and the other occupations eventually selected, these 

differences did not seem so great. The notions of team work and 

supervision, and, at that time, of professional assessment, would 

have been familiar to the other groups but alien to teachers. 

Another possibility for a comparative group was nurses. It could 

have been interesting to take particular account of Menzies classic 

study of nurses coping with anxiety in a hospital setting but 

again although it would have been possible to find a hospital which 

met the location criterion and possibly also the criterion concerned 

with the kind of difficulties experienced by the majority of 

clients/patients, the differences in structure and organisation 

would have been very great. As Smith (1979) makes clear, schools 

and hospitals each have their own peculiarities as organisations and 

both are different in important respects from those which employ 

social workers in a primary role.<''> 

Although it did not seem appropriate to choose hospital-based nurses 

as a comparative group, it did, after consultation with a Divisional 

Nursing Officer and a Nursing Officer seem appropriate to 

select Health Visitors. Of all the community-based agencies they 

probably share most closely the perspective of social workers, 

despite their entirely different tradition of education and 

training. Health Visitors' responsibility to pursue the 

"stimulation of an awareness of health needs" brought them (at 

that time) into contact, however briefly, with all families with 

children under the age of five, and particularly with those 

experiencing the kinds of difficulties which also tend to bring 

families, in social classes IV and V at least, into contact with 

social workers. Because their responsibilities cover the whole 

-74 -



Chapter Four: Methodology I 

population Health Visitors were also likely to be located in clinics 

in all the areas where there are FSUs. 

In order to avoid the errors into which research may fall by 

attempting comparison between groups which are either too different 

in important respects or not sufficiently different, it was 

necessary to select the samples with care. 

For a fourth sample occupation Supplementary Benefits was chosen. 

The staff would certainly be in touch with people in poverty and 

sharing many of the other difficulties experienced by the clients of 

social workers, and they would again be found in all the areas which 

might be selected. Unlike social workers and Health Visitors, 

however, their contact would usually take place in an office 

setting. Because of the responsibility to meet basic needs for 

income, they would almost invariably meet claimants at times of 

particular distress. The contact could therefore be expected to be 

generally fraught with stress for both staff and claimants. 

4.2.3 Defining comparative grades of staff 

Family Service Units fFSU) FSU undertakes a wide variety of work 

including casework, work with groups of adults and children, work in 

the local community, advice work. Although roles differ according 

to the primary method of work used all these staff work in direct 

contact with clients. 

As a result there is no qualification which is regarded as suitable 

for every post, and applicants are considered to be "qualified" if 

they have a qualification relevant to the post in question. For the 

purposes of the study, therefore, the term "social worker" was 

adopted to describe all basic-grade staff in FSU, both those who 

were in fact social workers and those in other specialist roles, 

only separating those specifically described as Social Work 

Assistants or Senior Social Workers. The term used for all local 

first-line managers in FSU is Unit Organiser. 

Social Services Departments fSSD) Here it was assumed that the 

great majority of the staff in Area Teams would be social workers or 

social work assistants and that staff in other roles, such as home 
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help organisers and occupational therapists, would be undertaking a 

range of tasks quite different from that of social workers, even 

though their work would involve providing direct services to the 

public. It was also assumed that there might be variations between 

departments in the range of other basic-grade staff. It was 

therefore decided to focus specifically on those basic-grade workers 

with the job title of social worker or social work assistant. 

At the next level it was assumed that there might be senior social 

workers without line management responsibilities as well as team 

leaders with primary responsibility for staff. Departments would 

therefore be approached for access to social workers, Senior Social 

Workers and Team Leaders, and Social Work Assistants. 

Health Visiting fHV^ Questions of definition were more clear-cut 

in this case. Although Health Visitors might be attached to clinics 

or to GP practices, they would by definition be qualified as nurses 

with additional training as Health Visitors and there could be no 

confusion about definition. Similarly the first-line management 

role everywhere has the title of Nursing Officer. 

Supplementary Benefits (SB) To test the central hypothesis it was 

necessary that all members of the sample populations should be 

involved in direct work with the public or first line management of 

those who were. It is the Executive and Clerical Officers who 

undertake the face to face work with claimants. Clerical Assistants 

working behind the scenes o?). 

Management in the Local Offices is perceived as beginning at the 

level of Higher Executive Officer (HEO). Although there were 

evident similarities between this position and that of the first-

line managers in the other occupations, "to some extent the pig in 

the middle with considerable responsibility for performance but 

lacking sufficient authority in the role to have control of that 

performance"<>, the role seemed too different in nature from that 

of a Social Services Team Leader or a Nursing Officer to be 

reasonably comparable with them. HEOs are described as "in charge 

of a 'command'" consisting of Executive and Clerical Officers and 
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Clerical Assistants. This gives the impression of a supervisory 

relationship which has much more in common with commerce or industry 

than the "human services". For this reason it was decided not to 

include a comparative group of managers from this occupation. 

4.2.4 Selecting aeocrraphical areas 

It was planned to identify three areas in different parts of the 

country where there were FSUs. In order to maximise the relevance 

of the study to the profession it was decided to aim for a wide 

geographical spread, and names of Units were taken out of a hat 

until a good spread was achieved in Scotland, the Midlands and 

London. This choice also allowed for some variation in type of area 

covered. The Unit in Scotland works on a deprived estate on the 

outskirts of a city, the Midlands Unit covers a district which 

includes inner city areas and large outlying estates, and the 

London Unit is based in an inner city borough. 

4.2.5 Size of sample 

Size of sample should be determined with regard to what is required 

adequately to test the hypotheses (Moser and Kalton, 1971)^'. The 

central hypothesis would require four groups which could reasonably 

be compared, each group would need to be of a size to allow for 

analysis of sub-samples. 

Because the researcher was a senior member of staff in an agency 

which gives high priority to staff participation it was regarded as 

important to include in the study as many of the staff as wished to 

take part. At that time the fieldwork staff totalled nearly 190 

people. Initially the intention was to strike a balance between the 

size of the comparative groups on the one hand, seeking to achieve 

numbers from each of the other selected occupations which would be 

similar to those which formed the potential sample in FSU, and on 

the other hand to include all those people in these occupations who 

worked in the selected geographical areas. The process by which the 

samples were arrived at in practice will be described in Chapter 

Six. 
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5.1 Questionnaire design 

This section describes the process by which the questionnaire was 

constructed. It begins with the design of the questions about level 

of dysfunctional stress and personal characteristics, and continues 

by describing how the schedule for Demands, Supports and 

Constraints within Organisations (Payne, 1982)t*"), and the General 

Health Questionnaire were adapted for use in this study. 

5.1.1 Page One: Introduction & Stress Questions 

Payne introduced his questionnaire with a letter of three paragraphs 

which accompanied the two parts on demands, supports and constraints 

within organisations. In this case a letter was sent out in advance 

in order to make contact with potential respondents, alert them to 

the arrival of the questionnaire and encourage them to participate 

in the survey. 

The front page of the questionnaire would nevertheless carry 

considerable responsibility for determining whether or not it would 

be completed. It could not safely be assumed that everyone had read 

or assimilated the letter addressed to them. It was decided, 

therefore, to use the front page to reiterate some of the material, 

and to convey information about the purpose of the study and about 

its style and approach. The opportunity would be taken here to 

stress confidentiality, to tell potential respondents what they 

might stand to gain by taking part in the study, and to give 

instructions about how to complete and return the form. 

In order to acknowledge that the study was concerned with stress but 

not over-emphasise this, it was decided to give the questionnaire a 

positive title: A Study of Factors which Help and Hinder People at 

Work, and to place on the front page four questions about experience 

of stress. 

Experience of stress The wording of these first questions was 

all-important. In addition to making their contribution to 

accomplishing the purposes intended for the front page as a whole, 
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UNIVERSITY OF SOUTHAMPTON 
CONfIDENTIAL Code No. 

A STUDY OF FACTORS WHICH HELP AND HINDER PEOPLE WORK 

This questionnaire is about people's experience of work and about the factors in work 
and honie life which cause them to experience a sense of stress. Different people do of 
course have different reactions to similar situations and what is stressful for some is not 
for others. Some of the questions on the following pages will not be relevant to you and 
you will be able to indicate which. You will also be able to explain in your own words 
what you experience as helpful and- hindering you in doing your job. 

As you go through the questionnaire you will find that on most pages you can total the 
score of your own responses. The final page is intended for you to tear off if you wish to 
keep a complete record of your scores. When the survey is complete I shall be sending a 
summary of the results to everyone who has taken part so that you can compare your position 
with the general results for your occupation. It will not be possible to identify 
individual responses from the summary. A copy of the summary, but not of individual 
responses, will also be sent to your agency. 

Please complete each part of the questionnaire in the order in which it comes without 
looking forward. When you have finished please send the form back to me in the envelope 
• tached by 6th Dune if possible. 

COMPLETED QUESTIONNAIRES WILL BE TREATED IN THE STRICTEST CONFIDENCE 

Please beqjn by answering the 4 questions below -

I. Compared with other people in your agency would 
you say the level of stress you currently 
experience ct work is 

much the same cs other people 

more than other people 

less than other people 

Tick here as 
aDorooriate 

Leave this 
column blar)k 

r 
: -i 

Please beqjn by answering the 4 questions below -

I. Compared with other people in your agency would 
you say the level of stress you currently 
experience ct work is 

much the same cs other people 

more than other people 

less than other people 

Please beqjn by answering the 4 questions below -

I. Compared with other people in your agency would 
you say the level of stress you currently 
experience ct work is 

much the same cs other people 

more than other people 

less than other people 
. 

2. How long have you been feeling like this? 

six months or less 

between six months and a year 

for more than a year 

2. How long have you been feeling like this? 

six months or less 

between six months and a year 

for more than a year 

2. How long have you been feeling like this? 

six months or less 

between six months and a year 

for more than a year i ! 
' 1 

3. If you have been feeling like this for six months or 
less how would you describe the level of stress you 
experienced before? 

more than you experience now 

less than you experience now 

not applicable 

< 3. If you have been feeling like this for six months or 
less how would you describe the level of stress you 
experienced before? 

more than you experience now 

less than you experience now 

not applicable 

3. If you have been feeling like this for six months or 
less how would you describe the level of stress you 
experienced before? 

more than you experience now 

less than you experience now 

not applicable 
. 1 
1 

4. How would you describe the way you usually cope with 
stress at work? 

very well 
well 
not very well 

i 
4. How would you describe the way you usually cope with 

stress at work? 
very well 
well 
not very well 

4. How would you describe the way you usually cope with 
stress at work? 

very well 
well 
not very well 

-

Or would you say you do not experience stress at work? 

Turn over 
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they had some additional objectives to achieve: 

a. Establishing an impression that the enquiry was primarily about 

experience of stress at work and would not be emphasising more 

sensitive areas of personal experience. 

b. Conveying a sense of respect for respondent's subjective 

experience. 

In designing the questions, here as elsewhere, it was necessary to 

have in mind the nature of what was to be counted and measured. 

1. Compared with other people in your agency would you say the level 

of stress you currently experience at work is 

much the same as other people 

more than other people 

less than other people. 

It is suggested that to enable people to make such sensitive 

subjective assessments they need to be encouraged to think about 

their particular experience in relation to that of others whom they 

knew and with whose work situation they were familiar. They need 

to be able to place themselves in relation to others in a way which 

seems authentic and reasonable. Payne (1979), for instance, 

measures self-esteem by "asking the person first to rate the 'man in 

the street' ... and then to rate himself by comparison with his 

ratings of the man in the street".(i) 

The order in which the possible choices were presented was intended 

to convey to respondents that the researcher's assumption that it 

was reasonable for people to experience some stress at work, and 

that most people were normal, much like each other. 

The phenomenon being considered here was subjective experience of 

stress. No objective measurement was being attempted here or in 

later questions on this page. Indeed personal assessment, which 

might well be idioscyncratic, was deliberately being employed, so 

the appropriate scale of measurement would be an ordinal one. All 

that was being attempted was to categorise respondents according to 
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their own sense of greater or lesser stress when they compared 

themselves with their colleagues. Any idea of distance between the 

three points on the scale was therefore inappropriate. 

2. Haw long have you been feeling like this? 

six months or less 

between six months and a year 

for more than a year. 

Although it had been accepted that the impact of stress over time 

could not be pursued very effectively in this study, the view 

persisted that the length of time which people had to endure 

execessive stress could be a significant factor. So it was decided 

to try and gain some general impression of how long respondents had 

been feeling the way they currently were about stress at work. 

Despite the attempt to measure the level of feeling over periods of 

time, it was not be expected that respondents would necessarily have 

a very accurate memory of time. It was hoped that the choice of six 

months or less, between six months and a year, and over a year, 

might result in information comparable to short, medium-term and 

long periods of time. It probably had to be expected that the more 

stressed would be inclined to exaggerate the length of time they had 

felt that way. Once again, therefore, the appropriate scale of 

measurement was ordinal. 

3. If you have been feeling like this for six months or less how 

would you describe the level of stress you experienced before? 

more than you experience now 

less than you experience new 

not applicable 

This question was a necessary concomitant to the preceding one. 

There seemed comparatively little point in enquiring how long people 

had felt the way they were at present without also finding out if 

this was worse or better than the previously. 
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4, Bov would you describe the way you usually cope with stress at 

work? very well 

well 

not very well 

Or would you say you do not experience stress at work? 

Respondents' assessment of their coping ability was of as much 

interest as the incidence of different levels of stress. As with 

the earlier questions in this group it was not possible to identify 

more than approximate units of distance, so the appropriate scale of 

measurement was again considered to be ordinal. 

5.1.2 Page Two: Biographical data 

This section would enquire about personal details which might be 

relevant to respondents' experience of stress at work. These 

questions were kept to the minimum thought likely to be important. 

M e This could be a variable of basic importance. Streepy's 

findings, for instance, indicated that social workers with more 

experience were less prone to burnout than those with less 

experience.(2) This could be a function of age, life experience or 

other factors related to life stage, rather than experience of the 

job. Jayaratne and Chess (1986)(=> found that younger caseworkers 

reported significantly lower overall job satisfaction. 

Gender Etzion and Pines (1985) in their comparative study of 

American and Israeli male and female human service professionals 

found that women reported more burnout than men.*** In another 

study of sex roles Pines and Kafry (1985) found that professional 

women experienced more tedium than professional men. Henning 

and Jardim (1977), who studied the work attitudes of American women 

and men in business and industry, suggested that women may have 

higher expectations of their career as a source of personal growth 

and self-fulfillment <®>. Pines and Kafry (1981) found "that the 

more self-actualised women were, and the more opportunities for 

self-expression they had, the less tedium they experienced. This was 

less true for men."*?) 
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PART 1 

1. How old are you? 21 - 30 

Tick here as 
appropriate 

Leave tbia 
column blnnk 1. How old are you? 

31 - 40 

1. How old are you? 

41 - 50 

1. How old are you? 

5 1 - 6 0 ! 

1. How old are you? 

over 60 

2. Which sex are you? Male 

3- With whom do you currently live? With your family 
of origin 

3- With whom do you currently live? 

By yourself 

3- With whom do you currently live? 

With a friend or 
friends 

3- With whom do you currently live? 

With your husband 
/wife/partner 

3- With whom do you currently live? 

With your husband 
/wife/partner & 
children 

3- With whom do you currently live? 

With your child(ren) 
only 

4. If you live with your husband/wife/ 
friend, is his or her occupation 

Is he or she 

the same as yours? 

4. If you live with your husband/wife/ 
friend, is his or her occupation 

Is he or she 

in a related field? 

4. If you live with your husband/wife/ 
friend, is his or her occupation 

Is he or she 

quite unlike yours? 

4. If you live with your husband/wife/ 
friend, is his or her occupation 

Is he or she in employment? 

4. If you live with your husband/wife/ 
friend, is his or her occupation 

Is he or she 

not in employment? 

5. If you have any children living at 
home 

How many do you have? 1 
2 
3 
4 
5 or more 

that are their ages? under 5 
(put one tick for 6 - in 
each child) 11 - 15 

16 - 20 
over 20 

Turn over 
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It would be of interest to see if this also applied in the incidence 

of dysfunctional stress in a British sample. 

These questions were constructed simply so as to separate male and 

female respondents and to place the population into separate decades 

by age. It was intended to pursue the common convention and ask 

first about age and gender. The questions about home situation 

would follow next in order to demonstrate a personal interest in the 

individual. 

Home situation Much has been written about the relationship 

between home and work life, and the circumstances in which 

experience in one place may act as a help or a hindrance in the 

other, for instance. Handy (1978)<®>, Cooper ( 1 9 8 1 ) C o o p e r and 

Davidson (1982)<^°>. Pines, Aronson and Kafry found that conflict 

between family and career resulted in burnout and tedium for women. 

They assert that "In order to avoid this conflict, increasing 

numbers of women are choosing not to have a family at all".<^^> 

Jayaratne, Chess and Kunkel (1986) who studied female child welfare 

workers and their husbands, found that those who experienced greater 

feelings of burnout were also likely to report lower marital 

satisfaction.(12) 

It seemed important, therefore, to know about respondents' home 

circumstances. Did they live with their family of origin, by 

themselves, with friends, with a partner, and were there children in 

the houshold? If so, how many and of what ages? 

It was anticipated that the circumstances of other adults in the 

household might affect the balance of demandingness, supportiveness 

or constrainingness of home life. In particular it seemed possible 

that those respondents who shared their homes with adults employed 

in the same or a similar occupation would have more potential for 

receiving understanding support at home. Given the increasing 

levels of unemployment, it also seemed right to examine any effect 

of sharing a home with someone out of work. 

It would not be possible to make such questions a major focus in 

this study. It would, however, be necessary to be aware of these 
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aspects of respondents' circumstances when it came to considering 

the findings relevant to the sub-hypotheses concerned with stress at 

work and life at home. 

5.1.3 Page Three: Biographical Data continued 

Following data about home circumstances it seemed logical to follow 

a chronological sequence from education to current work. Three 

versions of this page were prepared to allow for differences between 

the three main occupational groups on relevant qualifications and 

job titles. The purpose of this was to avoid confusion and any 

influence on respondents which might arise from knowing which other 

occupational groups were being surveyed, and to keep this section as 

short as possible, 

Education and training There is evidence that the kind and level of 

training received can affect satisfaction with the job. For 

example, Armstrong (1978) found that "Those who are highly educated 

tend to change jobs more often than their less educated peers". 

Data on level of education might be relevant to the comparison of 

perceived levels of stress between occupations. 

The questions about education were designed to take account of the 

range of school leaving qualifications given in England and Scotland 

over the past 45 years, as well as the possibility of degrees and 

diplomas acquired through higher education. 

Qualifications It was assumed that no formal qualification was 

required for SB work although some staff might have educational 

qualifications which they considered to be relevant. For HVs an SRN 

and a Health Visiting Certificate were assumed to be required. 

Social workers would be asked if they had a Certificate of 

Qualification in Social Work (CQSW) or equivalent. Equivalent 

qualifications include University and college certificates and 

diplomas, and qualifications awarded by the Home Office for work in 

Child Care or Probation. 

(insert questionnaire p. 3) 
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6. Education; Do you have any of these 
educational qualifications? CSEs 

Tick here as 
appropri Ate 

GCE 0 Levels 

GCE A Levels 

School Certificate 

7. Professional Qualifications; 
(a) Do you have an 

Higher Leaving 
Certificate 

Degrees 

Diplomas 

SRN 

SEN 

Do you have a Health Visitor Certificate? Yes 

If yes, when was it 
awarded? 

No 

within last 2 yrs 

2 - 5 yrs ago 

6 - 1 0 yrs ago 

more than 10 yrs ago 

(b) Do you hold any other qualifications 
relevant to your current post; 

is the title of your current 
pnst? 

9. How long have you been in your 
current post? 

10- Ideally, how long would you wish 
to stay in your present post? 

yes 

Nursing Officer 

Health Visitor 

over 15 years 
in and up to 15 vrs 
— vt-. cu J.-- Yi 

5 and up to 10 yrs 
3 and up to 5 yrs 
2 and up to 3 yrs 

1 and up to 2 vrs 
up to 1 year 

up to a year 
up to 2 years 
up to 5 years 
indefinitely 
•Xion't know 

Leaĵ tJiift , 
GQlymn b 1 ank; 

Turn over 



Chapter Five: Methodology II 

Also of interest was the length of time since respondents qualified. 

Streepy (1981), for instance, found the number of years of 

experience "to be significantly related to the degree of worker 

burnout"(i*), and Wasserman (1970/1971) found "structural restraint" 

to be a significant feature of the experience of newly qualified 

social workers 

Job Title The three versions of page 3 offered a choice of job 

titles relevant to the particular occupation. 

Length of time in post The British study by Knapp and others 

(1981), Who Leaves Social Work, based on data for 1974/75, found 

that the largest proportion of staff (33%) had been in post between 

one and two years. The highest proportion of leavers (29%) left 

after they had been in post 1-2 years, and of those who left to go 

to work other than social work (as well as those who went to other 

social work jobs) the largest proportion (27%) had also been in post 

between one and two years. 

The American study by Jayaratne and Chess (1983) found that job 

satisfaction, "burnout" and "turnover intent" could all be predicted 

using some of the same indicators, eg. challenge, opportunity for 

promotion, and pay. But "What is most important is that the stress 

factors of role ambiguity, role conflict and workload, which have 

been tied to burnout in the literature, did not appear to be 

important predictors of burnout, job satisfaction, or intent to 

turnover".(17) The results of the small study of people who left 

FSU, which preceded this one, had certainly suggested that 

professional stimulation (challenge) might be a significant 

indicator, also peer group support and good supervision. 

Increased staff turnover is commonly seen as an indicator of stress. 

Length of time in post at the point of response to this survey and 

the further time they were intending to stay therefore seemed one of 

the most important factors to include as a final item in Part I. 

These matters all lent themselves to enquiry by multiple-choice 

question. It was intended to offer respondents mutually exclusive 

categories, eg. Which sex are you? Male or female. It was 
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recognised that some definitions were less straight forward. An 

individual's home circumstances might be unsettled, for instance. 

In such guestions the aim was to provide a list of alternatives 

comprehensive enough to enable respondents to select one which 

described their particular situation sufficiently accurately. 

5.2 Part II 

Page Four - Introduction The instructions given on this page are 

closely modelled on those in the guestionnaire by Payne and Pearson 

(1982). As many aspects as possible of their work were repeated. 

The material had been developed in the course of several previous 

studies and its use would strengthen the validity and reliability of 

the present research. 

"Part I - Demands 

The pages in this part of the guestionnaire contain statements which 

you are asked to consider carefully. You are then asked to say to 

what extent you agree with the statements and then to say how 

satisfied you are with the situation as you have described it. 

Please express your view on the following scales: 

Frequency Satisfaction with the situation as 

you have just described it 

5 Always applies 5 Very satisfied 

4 Usually applies 4 Somewhat satisfied 

3 Applies about half the time 3 Neither satisfied nor dissatisfied 

2 Occasionally applies 2 Somewhat dissatisfied 

1 Very rarely applies 1 Very dissatisfied" 

(Payne and Pearson, 1982) 

It seemed likely that these instructions were designed with face to 

face interviews in mind. They certainly did not seem sufficiently 

detailed to provide adeguate assistance to long-distance 

respondents. It had to be anticipated that the rating system might 

seem complex and confusing. The length of the questionnaire and the 
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part H i Statements about your Current Work 

This part of the questionnaire contains statements about your current 

work. Please consider carefully the statements set out on the next 2 pages 

and then say 

u) to what extent you agree with each statement and 

b) how satisfied you are with the situation you have just described in a) 

The scales below-apply to all the statements on the next 2 pages. Please 

express your views on each statement by circling the appropriate number. 

How often 

5 always applies 
4 usually applies 
3 applies about half the time 
2 occasionally applies 
1 very rarely applies 
0 not relevant or not applicable 

Satisfaction with the situation 
as you have described it 

5 very satisfied 
4 quite satisfied 
3 neither satisfied nor dissatisfied 
2 rather dissatisfied 
1 very dissatisfied 

11 a statement is not relevant or applicable ^ your .fob please circle 0. 

The number which indicates how often a situation applies in your case 

will not necessarily be the same as the number you choose to indicate your 

satisfaction with that situation, for example; 

My job is such that I am required to -

undertake more administrative work than I would like. 

If this usually applies in your case circle 4 under How Often. 

And if you are very satisfied with this situation circle 5 under 

Satisfaction. 

If, however, you are rather dissatisfied with this situation circle 2. 

THE SCALES SET OUT ABOVE ARE REPEATED OPPOSITE EACH LIST OF STATEMENTS 

IN CASE YOU NEED'TO REFER TO THEM 

Turn over 
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nature of the subject could well be off-putting, and it seemed 

important to take every opportunity to be helpful and, as Oppenheim 

says, "make it easy for respondents to respond f u l l y " . M o r e 

detail was added therefore. 

Pages Five and Six: Statements about Current Work Had this part of 

the questionnaire been specifically generated for the purposes of 

this study decisions would have been required at this point not only 

about the content and wording of questions but also, very 

importantly, about the scaling method to be used. 

Payne and Pearson give this section of their questionnaire the title 

Demands. It did not seem appropriate to this researcher to provide 

such an unequivocal title, since the approach to scaling is intended 

to allow respondents to decide for themselves whether or not, and if 

so how far, they experience items as demands. Nevertheless, these 

items are concerned with measuring relative demandingness rated on 

an ordinal scale. 

The Lickert-type scale has 5 points, as shown on p. 87, and measures 

frequency and degrees of satisfaction with frequency. Moser and 

Kalton (1971) point out that it is important when constructing 

scales to avoid the extremes of too many or too few scale points: 

"if the scale is divided too finely the respondents will be unable 

to place themselves, and if too coarsely the scale will not 

differentiate adequately between them".(*°) The commonly used five 

points would be likely to avoid these errors, although it would not 

necessarily help to prevent respondents from giving replies which 

would tend towards the centre of the scale. 

Payne and colleagues had used the items from which those in 

Part II and Part III of this questionnaire are drawn in several 

studies: Payne (1975), Payne, Fineman and Jackson (1978), and, 

its design and rationale were reported by Gowler, Legge and Payne 

(1977). The version provided contained 43 items.(==> 

Bearing in mind Payne's recommendation to design "a version of the 

questionnaire appropriate to the demands, supports and constraints 
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in the particular environment", and the hypotheses to be tested in 

this case there were three aspects to the task of preparing Part II: 

a. to select the most apposite from amongst the items available, 

b. to ensure that the wording was appropriate, and 

c. if important areas were not covered, to add more questions. 

It proved most convenient to consider a. and b. as part of the same 
task. 

Selection from Payne and Pearson's items/revision of wording 

Forty-three was much too large a number of items to use. Some could 

immediately be excluded because they had clearly been designed for 

another setting, eg, coordinating activities across functional 

boundaries, work on projects which are scientifically exciting, 

although it was possible to see how most of them could be adapted 

for use. Rather than aim at a particular number of items to 

include, the approach adopted was to hold in mind the hypotheses and 

the factors associated with experience of occupational stress, and 

select items which would be appropriate. 

A reminder of these factors and of the hyotheses could be timely 

before embarking on the selection of items. 

The central hypothesis to be tested was: 

There is do difference betj^een perceived levels of stress 

experienced by staff of FSU and three other agencies. 

The subsidiary hypotheses were: 

1. There is no difference between perceived levels of stress 

experienced by social workers as evidenced by perceptions of 

a. Demand at work, or 

b. Support and Constraint at work, or 

c. the interaction between demands at work and at home, and 

helping and hindering features of home life, or 

d. by indicators of health. 
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2. There is no difference between perceived levels of stress of 

managers and front line social work staff as evidenced by 

perceptions of 

a. Demands at work, or 

b. Support and Constraint at work, or 

c, the interaction between demands at work and at home, and 

helping and hindering features of home life, or 

d. by indicators of health. 

Factors associated with occupational stress Various writers' 

understanding of these factors was rehearsed in Chapter Two. They 

include: 

The organisation's ability to meet individual need for: 

- social support, 

- support from supervisors, 

- scope for achievement and self-actualisation, and 

- adequate pay and job security. 

Potentially stress-provoking features of organisations: 

- the extent of bureaucracy and the relationship between bureacratic 

and professional ideals including the degree of discretion workers 

are allowed, 

- the size of the organisation, 

- the effectiveness of communication. 

Potentially stressful roles, such as those involving: 

- responsibility for others, 

- innovative functions, 

- integrative or boundary functions, 

- relationships, and 

- lack of clarity about work responsibilities (role ambiguity) 

(Handy, 1976). (==> 
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These factors were adopted as criteria against which Payne and 

Pearson's demand items could be tested in order to decide whether or 

not they should be included in the questionnaire. Where there was 

doubt about appropriateness of an item, the test applied was that it 

should clearly be appropriate to social work, and if possible to 

Health Visiting and Supplementary Benefits as well. The items which 

follow were allocated to the categories which seemed most 

apposite.Only those which were selected are listed, shown in the 

wording considered appropriate for the present questionnaire. 

It needs to be remembered that someone reading through the 

questionnaire would understand each item to be preceded by: 

My job is such that I am required to -

1. The organisation's ability to meet individual need 

Social support - work with people who are highly supportive 

- work with people who do not find it easy to operate 

together as a team (difficult teamwork). 

Both these items had obvious relevance to all three professions. 

Support from supervisors - This category would be useful in Part III 

of the questionnaire which would be concerned with supportive and 

constraining factors. None of Payne and Pearson's items was 

appropriate to this category in Part II. 

Use of skills/scope for self-actualisation This category provides 

an example of how decisions were made to include or exclude items. 

Payne and Pearson's schedule had three items as follows: 

- undertake work outside my area of expertise 

- undertake activities which prevent my maintaining and developing 

my scientific and technical skills 

- work on projects I'm good at although I would prefer a change. 

The first was clearly relevant to social work and the other 

occupations in question. The second could easily be adapted to 

test whether respondents felt their work provided scope for them to 

-92 -



Chapter Five: Methodology II 

maintain and develop their skills. It did however seem to lead into 

a level of detail which would not be feasible to maintain without 

using a very large number of questions. In addition, there were 

related ideas which could be pursued in a later category, such as 

undertake work in which I am not interested. 

In the interests of limiting the number of questions and achieving 

an appropriate level of detail it was decided not to include either 

the second or third item above, but to add a new one which would 

take a positive approach to the area of self-actualisation: 

- undertake stimulating work. 

Adequate pay and job security None of the items in this section was 

appropriate to Part I. 

2. Potentially stress-provoking features of organisations 

Bureaucracy/discretion: 

- undertake more administrative work than I would like 

- undertake work where I do not have the necessary authority 

to make decisions 

In addition to these two there was an item on attendance at meetings 

which seemed more appropiate to Part III. 

Communication: 

- work with people in other occupations/disciplines with whom 

I find it difficult to collaborate 

- work with people with whom I find it difficult to communicate 

In the light of current concerns about the effectiveness of 

communication between professions with shared concerns for children 

at risk the first item seemed of particular signficance. The second 

item, which might apply as much to communication between respondents 

and clients as to their contact with colleagues, was adopted 

unchanged. 
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Size of organisation - None of Payne's items in this section were 

appropriate to this category. 

3. Potentially stressful role positions Not wishing to make 

assumptions about what respondents might experience as stressful 

demands and what they might not, it seemed more appropriate to think 

of this category as concerned with role issues rather than problems. 

The first area was: 

Responsibility for others which was combined with relationships to 

create a wider category. 

Payne and Pearson's schedule was designed with managers in mind, so 

contained a large number of items concerned responsibility for 

others and relationships. Such a preponderance was not appropriate 

in this case, and nor was much of the language which reflected 

styles of organisation which would seem too hierarchical to some of 

the occupations to be included in this survey. Half the items were 

therefore discarded leaving: 

- be subject to professional assessment (appraisal) 

- work with people in whose recruitment I have had no say 

- spend a good deal of time supervisir^ other people 

- spend more time than I would wish on the personal affairs of 

colleagues. 

Innovation None of the items in the schedule were relevant to this 

category. 

Integrative/boundary functions - One item was adapted from the four 

given in Payne and Pearson's schedule: 

write reports for other agencies 

Role ambiguity - Six items which shared a theme of lack of clarity 

and ambiguity fell into this category. The emphasis in the 

literature on the positive correlation between role ambiguity and 

occupational stress should be clearly reflected in the 

questionnaire, and the following four were therefore adopted: 
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- undertake work the goals of which are not sufficiently clearly 

defined 

- undertake work which is given low priority by other people 

- undertake work in which I am not interested 

- take up work passed on from other people without adequate 

explanation 

In addition to the items above which fell more or less neatly into 

the categories of stressors found in the literature one other 

category was identified, time presssure, and a final, miscellaneous 

one was added. 

Time pressure These items were: 

- undertake more work than I have the time to do well 

- work to tight deadlines 

- cope with too wide a variety of activities simultaneously 

- work on projects which have such a long timespan I feel I '11 never 

see the end of them 

- drop my long term work to cope with short term emergencies 

These items seemed clearly relevant to all the occupations. Some 

required a certain amount of rewording. For instance to produce: 

- handle a wide variety of activities simultaneously 

Moser and Kalton warn that "neutral items do not work well in Likert 

scales" (=*), but in this case the original wording seemed too 

suggestive for a questionnaire which was seeking to discover which 

aspects of working life were experienced as stressful rather than to 

make assumptions. 

Twenty-two items had now been accumulated, approaching the limit for 

this section which seemed wise, and the remaining items were 

discarded as not sufficiently relevant. 
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PARI ill Statements about Jgur Currgnt Worj< Circ.Ie the apnropriate number 

HiC job _is such that X M required to -

1. undertake more work than I have the 
time to do well 

2. undertake work which is outside my 
area of knowledge or expertise 

3. hand]e n wide variety of activities 
' f;imul t,H(it.'ijiinly 

4. undertake more administrative work 
than I would like 

5. '̂̂ rk with people in other occupations/ 
' sciplines with whom I Find it 

/ difficult to collaborate 

6. work with people with whom 1 find it 
difficult to communicate 

7. undertake stimulating work 

8. work with peofjle who are highly 
''' supportive 

9. undertake work the goals of which are 
not sufficiently clearly defined 

10. undei't.'jke work which is given low 
'''priority ti) other people 

11. undertake work 'yherc J do not have the 
"ec'i.x;nry authority to mwke decisions 

12. write reports for other agencies 

13. work with people who do not find it 
" easy to operate together as a team 

14. undertake work in which I am not 
interested 

15. work to tight deadlines 

16. cope wi t.h extremely worrying 
ni tuatiori.'i 

17. undertnki- uucti long term pieces of 
/ work 1 feol I'll never see the end 

of them 

18. drop my longer term work to cope with 
short term crises 

...Total up scores circled in each column 

How often 

3 4 

4 5 

4 5 

Combined Total for this page 

3 4 

Satisfaction 

1 2 3 4 

3 4 

3 4 

3 4 

Leave 

Lbig 
column 
blank 

Turn over 



My .ioh ia such thot I em required to -

19. tHkc- up work pussed on from other 
people without adequate explanation 

How often 

1 2 3 4 5 

Satisfaction 

1 2 3 4 5 0 

this 
column 
blank 

20. work with people who threaten me • 
with physical abuse 1 2 3 4 5 1 2 3 4 5 0 

21. spend more time than I would choose on 
work commitments outside normal 
working hours 1 2 3 4 5 1 2 3 4 5 0 

22. put up with verbal abuse 1 2 3 4 5 1 2 3 4 5 0 

23. he subject to professional assessment 1 2 3 4 5 1 2 3 4 5 0 

24. work with people in whose recruitment 
I have had no say 1 2 3 4 5 1 2 3 4 5 0 

25. spend a good deal of time in 
uupervising other people 1 2 3 4 5 1 2 3 4 5 0 

26. ;;pend more time than I would wish on 
the personal affairs of colleagues 1 2 3 4 5 1 2 3 4 5 0 

Total u(i scores circled in each column 

CoiTit)ini;d total for this page 

ir there are any other points you would like to make about how you experience your work please 

1 continue on the back or the sheet ir you wish. The Teatures or your 
J b whjcn may help or lander you in doing your work are covered in the next section. 
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Additional items In their advice on forming a pool of items for 

response Moser and Kalton (1971) also suggest: "it is advisable to 

have a roughly equal number of positively and negatively worded 

items in the scale".(=5) 

Payne and Pearson's list consisted largely of negative items, with a 

small number which some people might regard as positive, such as 

having to write reports for outside publications. Only one was 

regarded by this researcher as unequivocably positive: work with 

people who are highly supportive. 

Reviewing the 22 items now forming Part II it was apparent that 

there were several important areas of growing concern, likely to be 

experienced as personal demands by social workers. Health Visitors 

and Supplementary Benefits staff, which were not covered. These 

inevitably added to the preponderance of negative statements: 

cope with extremely worrying situations 

work with people who threaten me with physical abuse 

spend more time than I would choose on work commitments outside 

normal working hours 

put up with verbal abuse. 

Sequence 

In general the order in which statements come is that used by Payne 

and Pearson. An attempt was made to lighten the weight of the 

negative statements at an early stage in Part II by introducing a 

positive statement - undertake stimulating work - and bringing 

forward another - work with people who are highly supportive - to 

follow immediately behind it and strengthen the effect. Items of a 

particularly emotive nature, such as - cope with extremely worrying 

situations, work with people who threaten me with physical abuse, 

put up with verbal abuse ~ were scattered two-thirds to three-

quarters of the way through the schedule. 

To assist the balance other more neutral statements - be subject to 

professional assessment, spend a good deal of time supervising other 
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people, and spend more time than I would wish on the personal 

affairs of colleagues - were pushed towards the end of the schedule. 

Finally, to help respondents with the rather complex rating scales, 

the central part of the instructions was repeated so that it could 

be referred to while the questions were being considered (Appendix 

I). 

5.3 Part III 

As in Part II the introduction to and instructions closely modelled 

on those in Payne and Pearson (1982) in order to assist the validity 

and reliability of this questionnaire. 

Another five-point Lickert-type scale was used. 

5 it always helps me to do my job well 

4 most of the time it helps me to do my job well 

3 sometimes it helps, sometimes it hinder me in my job 

2 most of the time it hinders me in doing my job well 

1 it always hinders me in doing my job well 

Thus respondents were asked to indicate how much of the time each 

item was helpful or hindering, and there was also the opportunity to 

indicate irrelevant items: 

0 it isn't relevant or applicable to my situation. 

Pages Eight and Nine: Helping and Hindering Aspects of Work 

Payne and Pearson's Supports and Constraints schedule contained 94 

items (2*) Many were not suitable because they were specific to the 

setting for which this particular schedule had been designed. It 

was possible to see, however, that by using a large number of items 

a sensitive assessment of the nuances of support and constraint 

could be achieved. Many suggested themselves as potentially useful, 

such as: the prevailing economic climate, the quality and frequency 

of information you receive about your own performance, the 

hierarchical structure of the organisation. 
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Nevertheless, it was decided to concentrate on those items which had 

greatest potential to reveal experience of the factors associated 

with stress at work which had already been adopted. The criteria 

which had applied to the design of Part II were no less important 

now. The number of items should be kept down to the minimum 

consistent with yielding adequate information; the questionnaire as 

a whole should be of a size likely to be manageable by postal 

respondents. In addition, a sense of balance between Parts II and 

III should be aimed for. As before the tasks were: 

a. to select the most apposite from amongst the items available, 

b. to ensure that the wording was appropriate, and 

c. if important areas were not covered, to add more questions. 

Selection and Wording of Items 

The process was a similar exercise: tasks a. and b. were found to 

be carried out best at the same time; in reviewing the wording of 

questions the intention was that they should be intelligible to 

social workers and to the other respondents; in order to make items 

more personal the personal pronoun was often altered. As in the 

last section items are only given if they were selected for 

inclusion in the questionnaire. 

Items were grouped into the same four categories: 

Organisational ability to meet individual need 

Social support - None of the items in the schedule of Supports and 

Constraints fell into this category. 

Support from supervisors - The first seven items were concerned with 

the individual's relationship with his or her boss(es). Five were 

adopted, with changes of wording to better suit the needs of social 

work and SB, although it was assumed that the idea of supervision 

would seem less relevant HV, as follows: 

- The knowledge, experience and ability of my supervisor is such ... 

- The extent to which my supervisor shows his/her confidence in my 
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abilities . . . 

- The frequency with which my supervisor involves me in setting 

goals for my work . . . 

In addition it seemed useful to get respondent's reaction to their 

contact with higher management. As mentioned earlier Parsloe and 

Stevenson found that the rest of the organisation mattered little to 

basic grade social workers. "Sometimes we felt that a kind of 

Berlin Wall existed between each team and every other part of the 

department". On contact with higher management they added: "It 

was particularly high and well guarded between teams and what 

members always called 'the hierarchy'", who were not perceived as 

potentially s u p p o r t i v e . T h e following statement was included: 

My contact with higher management/National Office (for FSU) . . . 

- The amount of pressure that my superiors put on me . . . 

Opportunity to use skills/scope for self-actualisation - Four items 

fell into this category, three of which were included, with changes 

to the personal and possessive pronouns: 

- The degree to which my work stimulates and interests me .. . 

- The amount of variety in my job . . . 

- The degree to which my job provides the opportunity for me to use 

knowledge, skills and abilities that I value . . . 

The fourth item: The variety of jobs on which you work . . . was 

considered superfluous. 

Pay and job security have been linked with career uncertainty as 

related ideas concerned with a basic sense of feeling valued and 

secure in a job. Pay and job security are seen soly as supportive 

or constraining aspects of work experience. This heading was not, 

therefore, used in Part II. 

The first two items were included as they stood, apart from a change 

in the possessive pronoun: 
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I. The frequency with which my supervisor 
iiivoiyiis me in netting goals for my wo 
such th.'it . . . ' my work is 

2. The knowledge, experience and ability of my 
supLTvisor IS such that . . . 

3. Ttie extent to which niy i^upervisor shows his/her 
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- The pay I receive for my job . . . 

- My job security . . . 

There were three items concerned with career uncertainty which gave 

this area greater emphasis than seemed appropriate in a survey of 

workers in service occupations. The most general item was used: 

- My prospects for promotion . . . 

Physical environment - An additional heading was inserted here to 

cater for the physical aspects of work conditions provided by an 

organisation. One item summarised five used by Payne: 

- The conditions in the rooms in which I work . , . 

Potentially stress-provoking features of organisations 

Bureaucracy/scope for discretion - The majority of Payne and 

Pearson's ten items classified under these headings could have been 

relevant and might have shed interesting light on experience of 

decision-making in the occupations in question. This would have had 

the effect of giving the topics undue emphasis however, so four 

items were selected. The first was slightly modified to provide an 

opportunity to validate responses to a similar question in Part II: 

- The amount of administration expected of me . . . 

The second was included for what it might contribute to the picture 

of individual discretion: 

- The degree to which I can choose, or refuse, to undertake a 

particular piece of work . . . 

The third to provide some internal validation on the question of 

influence in staff selection raised in Part II: 

- The degree of control I have over who works with me . . . 

The fourth was a general item. 

- The degree to which I have authority to take decisions . . 
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Size/Characteristics of the organisation - The five potentially 

supportive or constraining items suggested this adaptation in the 

heading. Two were selected as the most useful and appropriate: 

- The size of the organisation . . . 

- The rate at which administrative/organisational change occurs . .. 

Communication - The schedule contained six questions on 

communication of information from people in various relationships to 

the individual, inside and outside the organisation, all of which 

would have been worthwhile including in a study dedicated to 

communication. This was one of several areas in which such a series 

of statements could have provided an interesting picture of the 

quality of a respondent's relationships. Despite the importance of 

clear communication it was decided not to included any of these 

items because -

a. It did not seem appropriate to select one from a series because 

all the relationships could be equally important, 

b. to have included every item would have given the matter undue 

emphasis, gone into greater detail than desirable in this study, and 

occupied too much space, and 

c. it was not considered possible to produce a composite statement 

to which all would have been able to respond. 

Communication across agency boundaries is covered below. 

Potentially stressful roles; Responsibility for 

others/relationships - Designed as it was with managers in mind, 

Payne and Pearson's schedule provided scope for respondents to 

indicate through three statements the impact on themselves of their 

subordinate's experience of work. 

This was another instance of deciding that such a degree of detail 

would not be appropriate and none of the items was included. 

Innovation - This is the second heading which did not appear in Part 

II for lack of suitable items. As might be expected in a schedule 

designed for commercial scientific settings there were a number of 

-105-



Chapter Five: Methodology II 

items on sources of support for innovative behaviour, from which the 

following was adapted: 

- The support which my agency gives to new ideas . . . 

Integrative/boundary functions - Only one of the items in Payne's 

support and constraint schedule appeared to be concerned with this 

role. Most social workers and Health Visitors are frequently 

involved in contact and liaison with other agencies, and concern 

about the frequency and quality of communication between co-workers 

has been a feature of many child abuse enquiries. This item was 

therefore included: 

- The frequency with which decisions and actions I take also involve 

other agencies . , . 

Relationships - Eight items associated with formal and informal 

relationships between colleagues were allocated to this group. Two 

of these were concerned with relationships between the respondent 

and the union or staff association, one of which was adopted: 

- Relationships with the union . . . 

One focussed on relationships between departments in an organisation 

and was adapted to address colleague relationships within groups as 

follows: 

- The degree of rivalry and competition within my team . . . 

In a similar vein the following item was also adopted: 

The composition of the team in which I work in terms of ability 

and experience . . . 

Finally there were three items which addressed respondents' 

experience of the interpersonal skills of different groups of 

colleagues, one of which was used: 

- My supervisor's interpersonal skills (ability to listen, 

communicate, understand people) . . . 
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Role ambiguity - Payne and Pearson had twice the number of the items 

in this important area in Part III as in Part II. Four of these 

were adopted with modifications to the wording: 

- The extent to which it is usually possible to assess the outcome 

of my work . . . 

- The extent to which I feel my colleagues share my objectives . . . 

- The extent to which the clients with whom I work tend to be clear 

about their own goals . . . 

Two items were combined to create: 

- The image and reputation of social work (Health Visiting, 

Supplementary Benefits) . . . 

Again, to have included further items under this heading would 

undoubtedly have resulted in a more sensitive and accurate picture 

of the effect of ambiguity on respondents, but this would have been 

at the cost of length and balance in the questionnaire. 

Time pressure - Only one item seemed to fall clearly into this 

class: 

- The time available for keeping up to date in my field . . . 

and this was adopted with some alteration in wording to make it more 

generally applicable to members of all the occupations. 

Additional items Having reviewed and classified all the items in 

the Supports and Constraints Schedule, 17 remained which did not 

sit comfortably under any of the headings. Six of these (including 

some amalgamations) suggested themselves as relevant to the 

hypotheses concerned with comparative experience of support and 

constraint at work, and would be helpful in learning more about 

respondents' experience in areas which would otherwise be missed. 

These were: 

- The morale of people in my agency . . . 

- Ethical issues associated with my work . . . 
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- The amount of time I spend in meetings . . . 

- The availability of support facilities . . . 

- The attitude of management to union membership . . . 

- The degree to which I am encouraged to achieve the best standards 

of work . . . 

The remaining items, which were excluded, were concerned with the 

competitive situation of the organisation, the quality of people 

trying to get jobs in the organisation, the level of output of 

staff, status, the quality of secretarial help, training, and the 

adaptability of staff. 

With such a comprehensive list of possibilities to chose from, most 

of the relevant areas of potentially helpful or hindering work 

experience, were now covered. There were only two topics, not 

addressed by Payne and Pearson, which seemed important to add: 

travel in connection with work, the impact of staff turnover. Some 

social workers, especially those involved in work with children and 

families, can find themselves travelling all over the country. This 

item sought reactions: 

- The amount of travelling I have to do in the course of my work . . 

Questions were already included in both Part II and Part III to 

discover reactions to the extent to which respondents could 

influence decisions about who worked with them. But no attention 

had yet been given to the effect of staff leaving and arriving. The 

following item was designed to fill this gap: 

- The rate at which staff turnover in my team occurs . . , 

Sequence of statements 

As in Part II there seemed no reason to alter radically the sequence 

in which statements occurred in the Supports and Constraints 

schedule. Part III began with a series of four items about the 

-108-



Chapter Five: Methodology II 

5.4 Part VI: Interaction of Work and Home Life 

Leaving the schedules concerned with experience of work and turning 

to interaction between work and home life the earlier design was 

repeated, Part IV being modelled on Part II and Part V modelled on 

Part III. The availability of a well-tried model would be 

particularly valuable in lending reliability and validity to these 

two original sections of the questionnaire. 

The instructions on page 10 replicate those on page 4, using an 

appropriate example (Appendix I). 

Page Eleven 

Kasl (1978) concludes his review of epidemiological contributions to 

the study of stress by stating his belief that understanding of the 

effects of stress at work will be enhanced by studies which take a 

perspective broader than the work place and include the family: "We 

need many more studies which are specifically concerned with 

interrelationships among life roles". He noted; "It remains 

true that research on work and on the family is quite segregated and 

that it is quite rare to find a study which focuses on more than one 

role". 

Kasl had studies of the effects of stress particularly in mind. 

Handy (1978), commenting on recent literature about the 

"relationship between work and family", is able to give a 

"representative" list of 17 titles. He found that these were 

"confused, influenced by conflicting value orientations, and (it) 

can, in the end, produce rather obvious and therefore unhelpful 

conclusions". He adds: "a fund of shared experiences has not yet 

resulted in agreed conclusions on the proper relationship between 

work and family".(=*> 

Some writers have suggested that people who suffer from 

dysfunctional stress at work also tend to experience their home 

lives as stressful and to bring to work with them a sense of feeling 

under stress. Attention has begun to focus on the tensions 

-109-



Chapter Five: Methodology II 

involved for women and men of both partners going out to work, 

especially when they occupy managerial positions (Cooper, 1981 

Cooper and Davidson, 1982<3^>). 

These works encouraged this researcher to believe that attention 

should be paid in this study to the interaction between home and 

work life. It might be reasonable to assume, for instance, a greater 

tendency for social workers with young children, especially women, 

to find the demands of home and work life more stressful than men 

without children. It seemed important to take the opportunity this 

survey presented to acquire data which might shed some light on such 

questions. 

Since the study was to be primarily about experience of work this 

section should be brief and avoid topics which might be regarded as 

intrusive or discourage potential respondents from completing the 

main part of the questionnaire. To reiterate Oppenheim's advice 

about question design: questions should not be one-sided, they 

should make it easy for respondents to reply fully, the content must 

be right, and the wording suitable, and the context, sequence, and 

categories for response must be helpful.(s*) 

In this and the subsequent section the tasks concerned with question 

design included both content and wording. Any possible question 

should meet the criteria applied earlier, that is to say it should 

be necessary for testing the subsidiary hypotheses on interaction 

between work and home life, and relevant to social worker 

respondents as well as SBs and HVs if possible. Consideration of 

potentially stressful aspects of home life, for people who work, 

produced a list of three candidates for inclusion: 

- money 

- care responsibilities, and 

- time. 

Each of these might be very sensitive areas for some respondents. 

The questions should be designed with care. 
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Design and wording of statements 

Money It was anticipated that the survey would attract male and 

female respondents; people who were married or otherwise living in 

households where they had responsibility for providing the main 

income for themselves and others, or living by themselves; people 

whose income was needed to supplement that of a primary bread-

winner. Two items about money were therefore called for to cater 

for primary and secondary income earners. Using the model applied 

in Part II the following statements were drawn up: 

My home situation is such that I need to: 

- provide the main source of income for my household 

- provide income which although not the main source of income is 

nevertheless essential for my household. 

The former seemed satisfactory. The latter statement was long and 

unwieldy, but necessary to convey clearly that it was concerned with 

essential income, not pin money. 

Care responsibilities Households which include young children, 

disabled or elderly people, can make heavy demands on the able-

bodied, adult members, especially if the latter also go out to work. 

If all the adults were out at work it was possible that those in 

need of care would have other assistance, in the form for example of 

day care places. Some respondents might also regard themselves as 

having occasional care responsibility for people who did not live 

with them permanently. The opportunity to indicate how often they 

needed to take responsibility for others therefore seemed 

particularly useful. The demands of having to take such 

responsibility unaided by another adult might be particularly 

unsatisfactory, and this idea was incorporated into the item about 

child care. 

The following statements emerged: 

- take responsibility for an elderly or disabled relative 

- look after my child(ren) without the support of another adult. 
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Time The time involved in home life can be thought of as simply 

being all the rest of the time which is not taken up by work. But 

the time required to fulfill the needs and responsibilities of home 

life may be experienced differently from the time which is available 

to spend on watching the TV or relaxing over a good meal. Caring 

for children, going to see elderly relations, shopping, getting 

meals, cleaning, doing the washing, keeping the garden in 

reasonable order, may be thought of as work, and certainly take up a 

good deal of time however pleasurably it may be spent. Oakley 

(1974) found that most housewives worked over 70 hours a week and 

many over 100 hours 

Yogev (1982) who studied estimates of the time spent by American 

faculty women on their professions, on housework and on child care, 

found that neither those with children nor those without felt 

particularly over-worked. Those with children worked over 107 hours 

a week compared with the 78 hours worked by those without 

children.(3*) 

Time was an issue which had been addressed amongst the potentially 

demanding features of work life, including time which needed to be 

spent on commitments outside normal working hours. It seemed 

important to complement that enquiry with another from the point of 

view of home life. The two items drew on the wording used in Part 

II, as follows: 

- undertake some home responsibilities during my normal working 

hours 

- undertake more household tasks than J have the time to do well. 

Sequence of Questions 

Of these six statements it was considered that the one about caring 

for children without support might be the most sensitive for 

respondents in that situation. For people in employment it was 

thought that questions about earning an income would be less 

sensitive. It was decided, therefore, to start this short section by 

enquiring about income and to insert the statement about child care 
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2/3 of the way through. Other statements did not seem to require 

particularly careful positioning. 

5_!_5 Part V: Helping and Hindering Aspects of Home Life 

This section corresponds to Part III which enquired about 

respondents' experience of the helping and hindering aspects of work 

life. It uses the same measure, and the instructions on page 12 

are modelled on those for Part III which appear on page seven. 

Page Thirteen 

Common sense and individual experience suggest the importance of 

aspects of life at home for helping or hindering capacity to cope 

with dysfunctional stress at work. Experiments in both the 

psychobiological and the psychosocial fields have provided some 

indications of how social support operates to prevent or reduce the 

effects of potentially stressful situations in animals. Although the 

results of studies of human beings have been less consistent they 

tend in the same direction: "In particular, a number of occupational 

epidemiological studes have given support to the hypothesis that 

supportive social relations can protect a worker from the 

detrimental effects of occupational stressors" (McMichael, 

1978).(35) 

A Study by Wells (1977) of the conditioning effect of social support 

on the relationship between work stress and health compared how much 

support blue collar workers perceived as originating from 

supervisor, wife, co-workers, and friends and relatives. His results 

indicated "that the socio-emotional support of wives and supervisors 

was much more effective in mitigating the effects of perceived 

stress on health than was the support of co-workers and friends and 

relatives". Pineau (quoted by Quinn, 1975) however, considered 

"evidence ... that social support reduced physiological strains, or 

that it buffered against any type of strain, was quite weak".<^®> 

Pines (1983) studied the functions of social support systems amongst 

self-motivated and people-motivated men and women. Of the six 

distinct functions, listening and emotional support received the 

highest ratings from respondents, with importance being rated higher 
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than availability. She interpreted this as meaning that "people 

almost never feel as if they have all the support they want or 

need". The findings of this study also suggested that "for people-

motivated people, support is always important".(=7) 

In the course of group work which Pines undertook in collaboration 

with Aronson she found that "people who burn out in their 

professions often begin to demand that their spouses fulfill the 

functions that are not being met by people at work". Reference has 

already been made (p iio) to the equivocal nature of much recent 

writing on the relationship between home and work (Handy, 1978). 

These studies tended to confirm the importance of seeking 

information about experience of both the potentially hindering 

aspects as well as helpful aspects of home life. The aspects which 

suggested themselves again included care responsibilities and time, 

also other possible "responsibilities" which might have an effect on 

how people do their jobs. On the potentially more helpful side of 

the balance came indications of personal support from adults at 

home. 

Design and Wording of Statements 

These statements were intended to test the relevant hypotheses and 

followed the model used in Part III. They were designed to 

encourage respondents to consider whether they were affected by 

them personally, and if so, how much. They were intended to be 

neutral, avoiding value judgements. The possible household 

variations, depending on whether people were married or single, 

lived alone or with others, had children or not, were borne in mind. 

Differences arising from occupation did not, of course, apply in 

this section. As in Part VI it was intended to be as brief as 

possible, partly to maintain an appropriate balance between work and 

home related questions and partly to keep down the overall length of 

the questionnaire and the amount of time it would take to complete. 

Care responsibilities In the interests of brevity it was decided 

to direct attention only to responsibilities for child care as 

follows: 
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- The allocation of responsibility for the child(ren) is such that.. 

Time Several of the statements were indirectly concerned with time 

but two make it their main focus. They are, in a sense, about what 

time may or not remain to people after they have done all the other 

things - undertaken household tasks, taken responsibility for 

elderly or disabled relatives, looked after the children. They are: 

- The time available for my avn interests/hobbies . . . 

- The time available to me for complete relaxation . . . 

Other home "responsibilities" The relationships on which living 

with other people are based are made up of the things they do to 

meet each other's needs, and no matter how demanding an individual's 

job, the satisfactory maintenance of relationships requires give as 

well as take. It was anticipated that some respondents would live 

with other social workers, in whatever relationship. These people 

might be expected to have a good understanding of the respondent's 

job, but they might also have particular needs for support 

themselves, as might anyone else with a demanding job. One 

statement was therefore designed to learn about the other side of 

this equation: 

- The demands that the job of my wife/husband/friend make on me . . 

The study by Yogev (1982) of American faculty women found that 

married women with children at home spent longer working than either 

married or unmarried women without children. Of the 168 hours in a 

week the married women with children reported spending over 107 

hours working, including nearly 48 hours on professional work, over 

23 hours on housework, and more than 36 hours on child care. After 

56 hours spent on sleep they were left with 4 hours 42 minutes for 

everything else.<3*) So it seemed important to enquire into the 

following two aspects: 

- The allocation of household duties . . . 

- The adaptability of people at home to the demands of my job . . . 
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Personal support Information about the more immediately personal 

aspects of the support available from people at home were sought by 

means of two final statements: 

- The extent to which my husband/wife/friend approves of my job . . 

The role of social work (and of SB, although probably less of HV) is 

often misunderstood. It is not an occupation its practitioners 

necessarily wish to acknowledge in every social situation. It was 

therefore anticipated that approval or otherwise of their occupation 

by partners and others at home could be a significant help or 

hindrance. 

- The extent of the support my husband/wife/friend gives me in 

coping with the demands of my job . . . 

Sequence of statements 

As in Part IV the topics covered in this section were sensitive and 

an appropriate sequence of statements would be necessary to avoid, 

as far as possible, causing offence, and "make it easy for 

respondents to respond fully" (Oppenheim, 1966). 

It was decided to start with a statement which addressed people's 

personal leisure interests, and then proceed to more delicate 

topics. The two most delicate were considered to be those dealing 

with support in coping with the demands of work and responsibility 

for child care. These were placed in central positions, and the 

section was brought to an end with a practical issue. 

This concludes those parts of the questionnaire based on Payne's 

model and brings us to the final section of this chapter which is 

concerned with aspects of psychological and physical health. 
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5.6 Part VI - Recent Health 

This section was intended to provide data for testing the two 

subsidairy hypotheses that: 

There is no difference bets/een perceived levels of stress 

experienced by social workers, and by managers and front line 

staff as evidenced by indicators of health. 

It was placed at the end of the questionnaire because the approach 

so far had mainly been to emphasis experience of stress at work 

rather than sensitive areas of personal experience. Health, 

especially mental health, is inevitably a sensitive area of enquiry, 

and it was hoped that respondents would have achieved some sense of 

trust in the researcher by the time they reached Part VI, and that 

this would benefit both the response rate and the accuracy of 

replies. 

The brief introduction to Part VI was designed to help respondents 

move away from thinking about home life and relationships with 

others to thinking about their own health, to focus their minds on 

how they had been feeling during the last few weeks, and to tell 

them how to indicate the most suitable of the options with which 

they would be presented below. 

Part VI will be treated in two parts. Firstly, attention will be 

given to assessment of mental health and well-being, and the process 

by which the General Health Questionnaire was chosen to do this. 

Then the designing of items to assess physical health will be 

described. 

5.6.1 Mental health and well-being 

Choosing a Measure This part of the section on recent health was 

to be concerned with indicators of respondents' personality and/or 

physical and mental health. It was not intended to show a 

directional relationship between experience of stress at work and 

personality or health. For instance, it was not intended to try to 

show that more depressed people were more likely to feel greater 

stress at work, or that experience of greater stress at work caused 
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people to feel more depressed. It was, however, considered 

important for the validity of the findings as a whole to reveal any 

associations which might exist between such variables. 

It was recognised that assessment of both personality and mental 

well-being were skilled and difficult exercises. It was decided, 

therefore, to employ again a measure which had already been tried 

and tested. In order to select one that would be appropriate to 

this sample and the purpose of the research a brief review of 

available measures was undertaken. 

The first steps in this process showed that the question about what 

needed to be measured required clarification. What was the main 

purpose of this section? Was it to assess people's attitudes 

towards themselves? If so there were measures available of self 

esteem, such as Coopersmith's Self-Esteem Inventory (1967), or the 

Self Description Inventory (Diggory, 1966) in which people could in 

five minutes evaluate themselves as "goal-achieving instruments". 

(39) Or was the main purpose to assess mental health? 

In his review of self-administered questionnaires as screening tests 

Goldberg (1972) distinguishes between the following: 

- scales, inventories and questionnaires designed to generate 

diagnostic information, such as that developed by Crown and Crisp 

(Middlesex Hospital Questionnaire, 1966); 

- scales to measure personality, of which Eysenck's (1959) is an 

example? and 

- measures intended to identify psychiatric cases, such as 

Goldberg's own(*°). 

In order to complete an adequate picture of respondents some 

indication of either personality or mental health or both. So which 

might be appropriate and feasible measures for either of these 

purposes? 

In reviewing the possibilities, and reaching a conclusion, four 

criteria were borne in mind: 
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a. Validity - that is to say the scale must appear to be capable of 

"measuring what it is supposed to measure". 

b. Reliability - that is to say it must be consistent, "obtaining 

the same results again" with this sample as with others.(Oppenheim, 

1966) 

A measure would therefore have to be accurate with respondents whose 

mental health could be assumed to be reasonably good, and with the 

range of social classes likely to be represented in the sample. A 

measure which had been tested only with subjects suffering from 

identifiable psychiatric illness or with specific social classes 

would not be suitable. 

c. Brevity Respondents would now be approaching the end of a long 

questionnaire and it should be expected that their energy would be 

flagging and that their willingness to answer questions would be 

less. This section should therefore be as brief as possible without 

risking the loss of necessary information or accuracy. 

d. Feasibility of analysis In theory it might be possible to use 

one of the established measures available to psychologists or 

psychiatrists, but analysis by a researcher who was not registered 

to use such measures would not be feasible. This would mean 

involving someone else who was registered, which would complicate 

the analysis of the results overall, and possibly add time and 

expense to the survey arrangements. 

Review of measures 

It was decided to turn first to a researcher who has done much to 

make knowledge about the development of personality available to the 

general public. Eysenck's (1959) Maudsley Personality Inventory 

(MPI), which is based on assessment of various so-called neurotic 

and extravert features of personality, has been widely used in the 

English-speaking world and beyond, with "normal" subjects and those 

showing extremes of neurotic and extravert behaviour. Superficially 

it appeared to be suitable for the purposes of this study. However, 

in reviewing reports of research undertaken with the MPI Eysenck 

himself commenting on some "typical" results wrote: "In the studies 
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which have produced these findings patients were carefully selected 

to give reasonably clear pictures of hysteria, dystheymia, psychosis 

and so forth. ... It does not follow of course that similar results 

would be obtained when a random sample of patients is given the 

guestionnaire and diagnosed psychiatrically".(*=) 

He went on to say that it is demonstrably impossible for any test to 

produce high correlations in a random sample of patients. Despite 

its use with different populations around the world Eysenck's own 

comments seemed to suggest that the Inventory might not satisfy the 

criteria for validity and reliability, and it was decided not to 

pursue the guestion of using it. 

Later Eysenck discussed the problems of validating "such multi-

dimensional concepts as extraversion and neuroticism". The details 

of his remarks are unnecessary here, but he made clear the 

difficulties presented to accurate measurement of personality by 

phenomena such as response style (Martin, 1954), and factors of 

acquiescence, social desirability, and d i s s e n t . G o l d b e r g also 

wrote: "Personality tests have always been exasperatingly 

disappointing tools for discovering useful i n f o r m a t i o n " . I n 

the light of these comments it was decided not to attempt to assess 

respondents' personalities, but rather to turn attention towards 

measures of mental health. 

These points about validation demonstrate the difficulty of the task 

confronting those who seek to design reliable measures of mental 

health or personality, and the risks involved in putting too much 

confidence in such measures. 

The General Health Questionnaire Goldberg was well aware of the 

shortcomings of questionnaires for self-assessment of mental health 

and the challenge which designing them presents. In developing his 

own questionnaire he endeavoured to take account of the following 

potential difficulties: 

- Reliability of informants He noted: "it is worth remembering 

that we are not concerned about whether the response ... is true or 
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false, but only whether the tendency to answer an item in a given 

way correlates with severity of disturbance". 

- Defensiveness. 

- Overemphatic agreement to the presence of symptoms. 

- Influence by response sets such as overall agreement, social 

desirability, tendency to answer questions by habitually using the 

middle position or either end position on a scale, or by using a 

certain position on the page. 

- Scoring problems, including "between column" difficulties, that is 

to say the difficulty which respondents may experience with the 

variable conceptual distance between points on a particular scale, 

and "between rows" difficulties, which can arise if it is assumed 

that the differences between points on one item are the same as 

those on other items on Lickert-type multiple-response scales. 

In order to avoid or minimise these difficulties Goldberg designed a 

new item layout and scoring method which, amongst other things, 

presented respondents with a "balanced" questionnaire, which "allows 

overall agreement set to be assessed independently of content" to 

mitigate the effects***), and seeks to eliminate "end-" and "middle-

user" bias. 

He reported in detail on his validity studies, including trials for 

specificity and sensitivity in a general practice setting which 

produced results showing that the questionnaire worked "quite well" 

as a screening test. As a result of these studies Goldberg 

concluded that the questionnaire is successful in detecting people 

with "hidden psychiatric illnesses", although it is limited in its 

ability to detect defensive people, people whom it was not designed 

to detect such as those with dementia, chronic schizophrenia, and 

hypomania, and people with longstanding disorders. 

Of those whom the questionnaire proved most successful in detecting 

he wrote: "Undoubtedly the largest group could be described as 

affective neuroses - that is to say, minor depresssions, anxiety 

states, and patients who would at one time have been diagnosed as 
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'neurasthenics'" (excessive "fatiguability, or lack of vigour, both 

bodily and mental, often accompanied by hypochondria and sometimes 

by phobias"(*=)). Given these results he saw the GHQ as most useful 

to doctors in the identification of minor psychiatric illnesses, and 

to researchers.(*?) 

Subsequently the GHQ has been used by a variety of researchers, 

including Payne (1979), and Gibson, McGrath and Reid (1989) in their 

study of stress amongst social workers and nurses in Northern 

Ireland <*=>. Its design and testing suggested that it met the 

criteria for validity and reliability established for this study. 

It was available in a short version which would meet the criterion 

for brevity, and analysis would be enabled by the detail provided by 

Goldberg. Its suitability for the purposes of this study 

consequently seemed well proven, and attested to by others, and it 

was decided to make use of it in the questionnaire. 

Page Fourteen: GHO items - Design and Wording of Questions 

The GHQ is available in a long form (140 items) and in four shorter 

versions - 36, 30, 20 and 12 items. The 12 best items are listed on 

p. 126. 

These items were adopted almost exactly as they stood with some 

minor alterations of wording, such as changing lost much sleep 

over worry" to " - lost much sleep because of worry", in order to 

make the colloquial expression slightly clearer. 

To these statements three more were added, as follows: 

- felt powerless to accomplish anything useful? 

- felt appreciated at work? 

- felt that you are coping well with stress at work? 
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General Health Questionnaire: Short Version 

Have you recently: 

been able to concentrate on whatever you're doing? 

lost much sleep over worry? 

felt that you are playing a useful part in things? 

felt capable of making decisions about things? 

felt constantly under strain? 

felt that you couldn't overcome your difficulties? 

been able to enjoy your normal day-to-day activities? 

been able to face up to your problems? 

been feeling unhappy and depressed? 

been losing confidence in yourself? 

been thinking of yourself as a worthless person? 

been feeling reasonably happy, all things considered? 

(Goldberg, 1966) 
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There were three reasons for making the additions: 

1. to help maintain the emphasis on experience at work, 

2. to provide internal validation within the questionnaire for the 

stress questions on Page One, and 

3. to help maintain the balance between positive and negative 

statements achieved in Goldberg's 12 items. 

The variable Lickert-type scale which Goldberg designed provided 

respondents with a choice of four options, for example: 

Have you recently been able to concentrate on whatever you are 

doing? 

Better than usual 

/Same as usual 

/Less than usual 

/Much less than usual. 

It seemed to this researcher that the structure would be enhanced 

and that the questions would make better sense to respondents if the 

four-point scale was preceded by a choice of Yes/No, so that each 

item would read for example: 

Have you recently felt you could not overcome your difficulties? 

Yes/So. 

Is this: 

Hot at all 

/So more than usual 

/Rather more than usual 

/Much more than usual. 

It was important at this stage in a long questionnaire to avoid 

over-complicating the structure, but in addition to the point above 

it also seemed possible that respondents who could be deterred by 
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the complexity of another multiple-response scale might at least 

respond to the simpler Yes/No option. 

Sequence of Questions 

The overall order of the statements on Page Fourteen is as Goldberg 

gave them in his list of 12 best items. The additional questions, 

which bring the total up to 15, were introduced towards the end of 

the schudule to become items 9, 13 and 14. Goldberg's final item: 

Save you recently - been feeling reasonably happy all things 

considered? is a positive statement, with which it seemed right to 

end the first section of this final Part. 

5.6.2 Pace Fifteen 

Page Fifteen was the last sheet of the questionnaire which 

respondents would be asked to return, since page Sixteen was to be 

detachable. In addition to carrying final instructions to 

respondents, this page had two other purposes: to complete Part VI 

with the questions about physical health, and enquire about 

willingness to be interviewed. 

Recent Health questions continued The questions so far in Part VI 

have been concerned with mental health and well-being. It also 

seemed important to know if there were any associations between 

state of physical health and experience of dysfunctional stress at 

work. In a study based on self-report, questions about visits to 

the doctor and time off sick seemed likely to provide the most 

reliable indicators of physical health. It was also thought that 

information about any treatment currently being received would 

helpfully complement this. 

Payne enquired about emotional health and whether respondents had 

ever felt they were going to have a nervous breakdown. His approach 

would be considered for its suitability to the sample in this case. 

A final factor which suggested itself as having a bearing on how 

people were feeling about their work was the length of time since 

they last had a holiday and before the next one was due. 
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Design and Wording of Questions 

Consulting the doctor It was assumed that information about visits 

to the doctor would provide some indication of both respondents' 

state of health and their attitudes towards feeling unwell. For 

instance, experience suggested that some people decide to go and see 

their G.P. at an earlier stage of a period of ill-health than 

others. Arguably some people leave it later to acknowledge ill-

health in this way than is appropriate for their good or that of 

those around them. 

It was anticipated that responses to this variable would be 

correlated with experience of stress at work as indicated at the 

beginning of the questionnaire, both current level of stress and the 

length of time the individual had been feeling this way. It was 

therefore decided to enquire whether or not people could remember 

when they last saw their doctor, and when they had done so, as 

follows: 

When did you last see your doctor for your health? 

- within the past week 

- within the last month 

- within the last 3 months 

- don' t remember 

The question was put in this way having in mind the possibility that 

some respondents, for instance Health Visitors who were the patients 

of doctors in practices with which they worked, might have seen them 

for other reasons. The options for response were intended to allow 

for visits to the doctor which had taken place very recently, in the 

medium term past, and about as long ago as most people could be 

expected to remember. They also allowed for the possibility that 

some people's last visit to their doctor was too long ago to 

remember. A high degree of accuracy in recollection seemed less 

important that some indication of being in good health or otherwise. 

Time off sick For consistency with the previous question the 

period of time which respondents were asked to consider was three 
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months. The question was constructed in two parts, first of all to 

separate those who had taken time off work because of sickness and 

those who had not, and then to enable those in the first category to 

indicate the length of time they had been off. 

Save you had to take any time off sick within the last 

3 months? Yes/Ho 

If yes, how long? 

- under a week, up to two weeks, more than two weeks 

In thinking about the scale which would enable respondents to 

indicate the length of time taken off, it was anticipated that the 

majority of those who had needed to do so would only have taken off 

a few days, for colds or influenza perhaps. Most of those who had 

been somewhat more seriously ill, or were slow to recover from 

everyday complaints, might have been away between one and two weeks. 

Respondents who were uncertain about whether they they had been off 

for just less or just more than one week would be able to use the 

middle option. The cut-off point of under and over two weeks might 

provide a useful separation between those who had been off sick for 

a short time, which would be reasonably manageable in terms of work 

commitments, and those who had been quite seriously ill. The first 

two groups might be combined for analytical purposes. 

Emotional difficulty and Treatment Many of the items on Page 

Fourteen could be described as examples of emotional difficulties. 

Having in mind the possibility that those respondents who 

experienced greater stress at work than others might also be 

inclined to suffer from emotional difficulties, it seemed useful to 

include a question which would address this directly and include 

past experience as well as the present time. 

The questions about emotional health mentioned by Payne (1979) 

included "Several items asked about whether the person had ever felt 

he or she was going to have a nervous breakdown and whether he had 

ever visited professionals for help with an emotional problem". 

Bearing in mind that Payne's respondents were asked these questions 
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by an interviewer in their own homes, and that this would be a 

postal questionnaire sent to work addresses, it was important not to 

lose sight of the need for sensitivity. Respondents would have dealt 

with a number of delicate questions in the last few pages and in 

these circumstances it did not seem appropriate to ask about fear of 

nervous breakdowns. Instead it was decided to borrow another of 

Payne's ideas and link this question with another concerned with 

physical health. Together they would also gather information about 

past and present emotional health, as follows: 

Bave you ever consulted a professional person over an emotional 

difficulty? Yes/No 

Are you currently undergoing any form of treatment? 

- Ho/Yes, for physical health/Yes, for nerves. 

By using the word nerves in the second question it was hoped 

successfully to address both those people who were comfortable with 

the term emotional difficulty and those accustomed to the more 

colloquial term. 

Holidays It seemed possible that there could be an association 

between feeling over stressed and sheer accumulated tiredness 

through lack of a holiday. As mentioned earlier the survey was 

undertaken at the end of May/beginning of June. It might be 

expected that many people would have had a week off at Easter, which 

had fallen at the beginning of April, and that they might be 

anticipating a summer holiday within the next two months. If 

neither was the case they might well be feeling tired and this might 

effect their sense of well-being. 

The reason for the first question was the observation that people 

often find the first week or two after returning to work from a 

holiday very demanding and tiring because of the necessity to catch 

up with work and re-establish a regular routine. The questions were: 

When did you return from your last holiday? 

- within the last 2 weeks/the last month/between one month and 3 

months ago. 
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When do you plan to take your next holiday? 

- within a month/within 2 months/in over 2 months time. 

General health Finally, because the last few questions might begin 

to seem unrelated to some people's ideas of issues of health, and 

because it would be useful to have a summarising self-assessment of 

general health, the last question was: 

Would you say that your general health is 

- very good/good/fair/poor? 

Sequence of Questions 

Having given the preceding page to a series of sensitive questions 

with quite a complicated rating scheme it was considered desirable 

to complete the questionnaire with a group of more straightforward 

questions. Logic suggested a progression from consulting the doctor 

to take time off sick. Consulting a professional over an emotional 

difficulty and undergoing treatment were regarded as the most 

sensitive issues dealt with on this page, so these items were 

positioned in the centre. The sequence then concluded with three 

relatively non-intrusive questions. 

Interviews 

The researcher had originally hoped to undertake this study by means 

of interviewing a small sample. More valuable qualitative 

information would be gained by this means than with a questionnaire. 

Still having this in mind as a possibility to pursue at a later 

stage, the opportunity was taken to seek a sample of potential 

subjects. Although it could be objected that a bias would be built 

into such a sample because people would be choosing to opt in for 

reasons of their own, which might not be unconnected with a 

particular interest or concern with occupational stress, this seemed 

on balance to be a worthwhile preliminary step (Appendix I, p. 15). 
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The Final Page 

The final sheet of the questionnaire was seen as presenting an 

opportunity to provide respondents with a quid pro quo. As Stacey 

put it, writing about interviewers, the researcher addressing a 

question "is a supplicant dependent on the good will of the 

respondent"<>. This researcher wished both to encourage responses 

and to give something tangible in exchange. 

In the letter introducing their questionnaire on Demands, Supports, 

and Constraints in Organisations Payne and Pearson described it as 

"a diagnostic tool" which could be "analysed in a way which will 

allow you to draw conclusions about your own job". They offered 

participants an analysis of the group of which they were part which 

"will enable you/us to infer how the organisational environment can 

affect people in the performance of their job".<®^' This researcher 

hoped to be able to provide something similar. (Appendix I, p. 16) 

The next chapter will describe the piloting of the questionnaire and 

the practical arrangements for the survey including how the sample 

was acquired. It also includes some discussion of the methodology, 

and describes how the results were analysed. 
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All of the previous chapter was devoted to designing the 

questionnaire by adapting Payne and Pearson' Demands, Supports and 

Constraints Schedule. Chapter Six describes all the remaining 

stages gone through before the survey took place, and the analysis, 

and discusses the potential for methodological problems arising from 

sampling and response errors. 

Before the questionnaire was ready for use as a research instrument 

it was subjected to testing. 

6.1 Piloting the Questionnaire 

Theory Moser and Kalton (1971) describe a pilot survey as a dress 

rehearsal.(1) They argue the merits of pre-testing or piloting 

every aspect of a survey for the guidance this can provide. 

However, as Oppenheim (1966) points out "Almost every aspect of a 

survey inquiry can be made the subject of pilot work, so that 

obviously a line has to be drawn somewhere".<=>. The lines that 

were drawn in this case are given below, with the reasons why, based 

on Moser and Kalton's recommendations. 

i. Adequacy of the sampling frame - The arrangements for acquiring 

the sample from the various departments and offices did not allow 

for contact to be made with a proportion of staff for piloting 

purposes. It would be necessary to depend upon the adequacy of the 

arrangements made with the senior staff, and the union 

representatives, who had agreed to the approachbeing made. 

ii. Variability in the population to be surveyed - Moser and Kalton 

note: "Usually the researcher has available some statistics for the 

same or a related area, and careful analysis of these will normally 

lead to a more useful estimate than the pilot study can produce".(=> 

Payne's (1979) survey had indicated that 10% of the population might 

be expected to indicate a connection between an imbalance of demand, 

support and constraint and poor mental health***. In Payne's case 

this amounted to 20 people out of 200. Information was, therefore, 

already available to indicate the need for a minimum size of sample. 
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iii Estimating the non-response rate - As has already been seen, the 

researcher was committed to collecting data by means of a postal 

survey. The question of response rate had been considered when that 

decision was made. It was recognised that postal surveys were 

inclined to produce less complete results than some other methods of 

data collection, and it had been decided that the best course that 

was open in the circumstances was to try to minimise the loss of 

respondents by all the other means which were open, such as helpful 

questionnaire design. 

iv. Assessing the suitability of the method of data collection - As 

mentioned above the circumstances in which the study was being 

undertaken imposed constraints which had already been accepted. 

V. Adequacy of the questionnaire - In this case, this seemed to be 

the most important reason for piloting. Moser and Kalton 

distinguish between testing informally on colleagues and friends and 

conducting pre-tests and pilot surveys. The latter, in the case of 

surveys carried out with interviewers, which are Moser and Kalton's 

main focus, providing the opportunity to test with interviewers as 

well as to try on the kind of respondents which will be involved in 

the main survey. In this case, of course, the need to test with 

interviewers did not arise, but trying out informally was combined 

with tests on people of the kind who would be involved in the main 

survey. How piloting for purpose was undertaken this will be 

introduced shortly. 

vi. Efficiency of the instructions - Moser and Kalton here have in 

mind the instructions and general briefing for the interviewers. In 

this case it was the instructions for respondents contained in the 

questionnaire which needed testing to ensure that they were clear 

and helpful, and comment would be sought on these as well as the 

questions. 

vii Coding - Sections II to V were already pre-coded in a way which 

was central to the design adopted from Payne and not open to change. 

Similarly the use of the short version of the GHQ in section VI 

implied a commitment to Goldberg's rating scale which also provided 
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an element of pre-coding. It was not considered desirable to 

introduce any more pre-coded question so the extensive testing of 

alternative coding arrangements was not required. 

viii Probable cost and duration of the main survey, and 

ix. Efficiency of organisation No doubt it would have been useful 

to gain information about these aspects of undertaking a survey but 

they did not justify a full pilot survey in circumstances where time 

and money were very limited. 

Practice Compared with the detailed pilot survey Moser and Kalton 

had in mind what was undertaken might be more appropriately be 

described as pre-tests. Since the measures used in the central 

sections had already been validated in surveys by Payne and 

colleagues of other occupations, the main purposes of tests would 

be to ensure that the wording and sequence of questions were 

intelligible and helpful to respondents who were social workers, 

Health Visitors, and Supplementary Benefits staff. These tests took 

place in three stages: 

i. consultation with Payne himself, 

ii. an initial trial with five members of FSU staff, and 

iii a trail with 11 representatives of the other three agencies. 

Consultation with Pavne It will be recalled (Chapter Four) that 

Payne took the view that measures should be designed for the groups 

to be studied: "Your task, as I see it, is to design a version 

appropriate to the demands, supports and constraints in their 

particular e n v i r o n m e n t " . H e offered to comment on drafts. 

This offer was taken up and his response to the draft was: "You 

seem to have put together a sensible package. I have made the odd 

comment, but as a whole it looks very promising. I like the 

adaptations about home life and hope they work well".<®> His main 

suggestions were to emphasise that the enquiries about life at home 

were concerned with experience of working life. 
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Outcome The viability of the original features of the questionnaire 

was supported and the suggested points were incorporated. 

Trial with FSU staff Five FSU workers were selected from those 

categories of staff who would be invited to participate in the 

survey. These people were sent the first draft of the questionnaire 

which consisted of: 

- a front sheet, 

- Part I very much as in the final version, 

- Part II consisting of 34 questions, including the six questions 

intended for Unit Organisers/managers which are listed below, 

- Part III consisting of 64 questions, 

- Part IV as in the final version, 

- Part V very much as in the final version, and 

- Part VI which consisted of the 20-item version of the GHQ but none 

of the final group of questions which were introduced later. 

The additional questions initially intended for Unit Organisers 

/managers were: 

My job is such that I am required to: 

- be involved in recruitment decisions 

- undertake professional assessments of my team 

- manage a team of people in which recruitment I have had not say 

- spend a good deal of time in supervising my team 

- work closely with the union 

- spend more time than I would wish on the personal affairs of my 

team. 

Outcome The most important decisions made as a result of comments 

in this trial were: 

a. The number of questions was reduced. 
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b. Some questions were reworded to make them more generally 

applicable, eg. the term agency replaced department, pieces of work 

replaced cases, work replaced practice. 

c. Some people who were not Unit Organisers answered the questions 

appended to Part II (given above) thus showing: 

- the feasibility of incorporating some of these into the body of 

Part II; 

- the usefulness of rephrasing some of these questions to make them 

generally applicable, eg.: 

Undertake professional assessments of members of my team 

was altered to 

Be subject to professional assessment. 

Manage a team of people in whose recruitment I have had no say 

was altered to 

Work with people in whose recruitment I have had no say, 

- that staff other than managers may become involved in supervising 

the work of others, so that -

Spend a good deal of time in supervising my team 

was replaced by 

Spend a good deal of time in supervising other people. 

Trial with representatives of the other agencies Eleven people 

were selected who worked in the three other occupations but not at 

any of the locations which had been chosen for the survey. They each 

received a draft of the questionnaire revised on the basis of 

comments received in the FSU trial. This was similar to the first 

draft except in these main respects: 

- Part II now consisted of 26 questions, 

- Part III now consisted of 42 questions, and 

- Part VI now contained the 12-item version of the GHQ and five 

additional questions on the final page about health. 
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The objectives of this test were to bring in comments on the 

following aspects of the questionnaire: 

i. The length of time required to complete it. 

ii. Reactions to length and presentation. 

iii Comment on the clarity of questions, instructions and 

explanations, and on layout. 

iv. The impact made by the statements about confidentiality. 

V. Reaction to the individual scoring system. 

Outcome The results of the test on each point are given in turn: 

Time These respondents took between 15 and 70 minutes to complete 

this second draft, that is to say 44 minutes on average. It was 

considered that 3/4 hour would be the maximum appropriate to ask 

people to give, so this was a positive outcome given the decision 

which was also made to reduce the length still further. 

Reactions to length and presentation Several people said that 

initially the questionnaire was rather daunting. Although some 

noted that it was easier to complete than they had expected, it was 

clearly still too large and further attention was needed to reduce 

the length, and, if possible, to moderate the generally negative 

impact of its appearance. 

Clarity of questions The SB staff in particular commented 

positively on the clarity of the questions and the lack of 

ambiguity, although for them the very specificity of the questions 

created some resistance to completing them. HVs and SBs both had 

some difficulty in relating some questions to their work, especially 

those in Part III. The SSD social workers commented more on 

difficulties with the rating scales, especially in Part II, than on 

the content of the questions. Handling double negatives caused 

problems for some, such as that involved in: It very rarely applies 

that I am required to work with people who threaten m with physical 

abuse and I am very dissatisfied. Such difficulties seemed 

unavoidable but might be minimised by giving fuller instructions 
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about using the rating scheme and repeating these so that 

respondents were not obliged to refer back. 

Confidentiality HVs and social workers found the statement on the 

front sheet sufficiently convincing, but this was not adequate for 

the SB staff. As a result of these reactions the statements in both 

the introductory letter and on the front sheet were strengthened. 

The individual scoring system (p. 16 of the questionnaire) Only 

about half the 11 people involved in this trial used the scoring 

system but most of these found it clear enough. Although it was not 

expected to make a large impact on the response rate it was decided 

to retain this feature. 

Other useful points which emerged from this two-part test were: 

- evidence which suggested that respondents would complete all the 

questions, 

- evidence that the full range of the rating scale would be used, 

- comments which helped to make Parts I, IV and V more applicable to 

the situations of people living alone or with friends who were not 

"partners". 

In summary, then, the main lessons learned from this limited 

piloting or trial exercise were that the questionnaire could be 

completed in a reasonable length of time, it proved less daunting 

than it initially appeared, most questions were capable of being 

understood even though they seemed more readily applicable to social 

workers than to SBs or HVs, and the intention to respect 

confidentiality needed to be more strongly emphasised. 

6.2 Practical Arrangements 

6.2.1 The Field work Timetable 

In deciding on a timetable for the field work the following 

considerations were borne in mind: 

a. In seeking permission from people in the other agencies adequate 

time needed to be allowed for their consultations. 
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b. The introductory letter and the questionnaire were to be typed 

professionally and enough time also had to be allowed for this. 

c. In order to reach the maximum number of potential respondents 

holiday periods needed to be avoided. Starting to plan early in the 

year these periods included several weeks around Easter, which 

occurred at the beginning of April, and early summer holidays 

starting in June. 

d. During the planning of the field work a General Election was 

called for early June. It seemed wise for questionnaires to reach 

respondents before this took place. 

The timetable which resulted appears on page 141. 

The following pages show how the agencies were approached and the 

sample acquired. 
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Week beginning 

February 28 

March 7 

March 21 

March 28 

April 11 

April 18 

April 25 

May 2 

May 9 

May 16 

June 6 

June 13 

Intended Timetable for Fieldwork 

FSU pilot 

for reply by 11 March 

Approach agencies 

Alert Units 

SB, HV and SSD pilots 

for reply by 1 April 

Final revision of questionnaire 

Typing of questionnaire and introductory letter 

Receive names & addresses of sample from 

other agencies 

Address envelopes, print letters 

Send introductory letters 

Print questionnaires 

Send questionnaires to arrive by 23 May 

for response by 6 June 

Send reminders 
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6.3 Approaching Agencies: Acquiring the Sample 

This section describes how the research populations were acquired. 

We have seen how the criteria for selectinq the comparative samples 

were reached (pp.71-76). Having identified these groups as field 

work staff and first line managers in Family Service Units, Social 

Services Departments, and Health Visiting, and front line staff in 

Supplementary Benefits, and selected three locations where there 

were Units in England and Scotland, the next step was to seek 

permission to invite staff to participate in the survey. 

The intention was to acquire a research sample of approximately 640, 

made up of 190 FSU staff and comparative groups of 150 from each of 

the three other occupations, as shown in Table 4.1. 

Table 6.1: Research Sample Aimed For 

Occupation SB HV SSD FSU Total 

Location 

1 50 50 50 - 150 

2 50 50 50 - 150 

3 50 50 50 - 150 

4 - - - 190 190 

Totals 150 150 150 190 640 

The locations were numbered as follows } Note 

1. The northern city. 

2. The Midlands city. 

3. The London borough. 

4. All the locations where FSUs were situated. 

It was hoped that staff in the three other occupations would be 

fairly evenly spread across the locations 1 to 3. As already 

noted, FSU staff were based in 24 locations, three of which, 

accounting for some 30 people in groups of between eight and 12, 

were in Areas 1, 2 and 3. For sampling purposes it was decided to 

regard all the FSU staff as representing location 4. 

In addition to acquiring the desired numbers, the second main 

objective in approaching agencies was to gain direct contact with 
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potential respondents. This was regarded as important so that each 

person should be able to make her or his own decision about whether 

or not to participate in the study on the basis of information which 

would be supplied by the researcher. To achieve this agencies would 

not only have to be willing for their staff to be involved, but also 

willing, and able within the time scale, to supply names and work 

addresses. 

The processes by which these objectives would be achieved were 

planned in advance as far as practically possible. What actually 

happened is summarised in the diagram on p. 144. 

In preparation for approaching the agencies a single sheet statement 

was drafted (see Appendix II). This would accompany letters to 

people in strategic positions in the various organisations, and was 

intended to achieve the following: 

a. provide the study with academic legitimacy, setting it in the 

context of stress research undertaken in other occupations, 

b. indicate the proposed research process and what this would 

involve for staff, and 

c. offer some benefit for both individual staff and agencies if they 

chose to participate. 

How each agency was approached and the outcomes will now be 

described for each occupation in turn. 

Supplementary Benefits 

Advice and assistance were sought from a contact at DHSS 

Headquarters, who had previously arranged access to a confidential 

report of the stress survey of SB staff. He offered to seek 

management approval and union agreement at national level and to 

make initial contact with local managers. As the diagram shows 

permission to proceed was received in good time. Following a break 

to allow for local consultation between management and unions, the 

managers were written to in the second week in April. All replied 

immediately sending lists of names of the Executive and Clerical 
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Field work in practice 

Timetable SB HV 

Week beginning 

Early contacts DHSS/HQ 

late Jan/early Feb 

Permission rec.d Gen.Sec. HVA 

BSD 

21 March 

4 April 

11 April 

25 April 

2 May 

from HQ. written to 

Local managers Local managers 

approached 

Names received 

from all areas 

approached 

Directors 

written to 

Permission rec.d 

from Area 3 

Permission rec.d 

from Area 2: 

Area Mngrs. approached 

Names rec.d from 2a 

HVA responds Area 1 per.S names rec 

Permission rec Area 2 names rec.d 

- Areas 2 & 3 

NOs approached 

Areas 2 & 3a 

names rec.d 

Area 3 b names Area 2 c names rec.d 

Area 2 d names rec.d 

9 May 

16 May 

Q'aires due to 

be sent out 

Note By the end of this period no names had been received of HVs in 

Area 1 or social workers in Area 3. 
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Officers on their staff. These added up to 189 for the three 

offices. 

Health Visitors 

As a result of the early consultation with a District Nursing 

Officer and recent former Chair of the Health Visitors Association 

(HVA) about the study and its relevance to Health Visitors it seemed 

that there were two possible routes to achieving contact with 

individual Health Visitors - via HVA branches, or by approaching 

local managers. 

The first approach was made to the General Secretary of the HVA 

seeking advice and support for the study from the Association. The 

Association wished its Professional Committee to discuss the 

proposal, and it began to seem unlikely that access to individual 

members would be gained by this route within the constraints of the 

timetable. 

Direct approaches to local senior managers were therefore 

instigated, using information about the boundaries of Health 

Districts acqired from FSU sources. Letters were sent to 

Divisional Nursing Officers where the identity of the relevant area 

was clear, or to the Director of Nursing (see Appendix II for a 

sample letter). The three responses were quite different in 

character although they had some features in common. 

In Area I it was policy for research requests to be considered by 

the Area Nursing Officer. The person wrote asking for additional 

information on the study. She concluded her letter: "Research 

activity is particularly brisk at the moment in the community, and 

... over use of a section of health personnel can lead to a 

reluctance to participate in further studies. The above information 

will be useful in stimulating a positive interest in your target 

population". 

Her questions were answered fully in the interests of achieving such 

a positive interest. An immediate response showed that the 
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additional information had been accurately incorporated in a 

memorandum to the Divisional Nursing Officer in the relevant area. 

The Divisional Nursing Officer then wrote suggesting that "to 

facilitate the arrangements" questionnaires should be sent to her so 

that she could "inform the staff about the Study and issue the 

questionnaires to them". This would preclude the possibility of 

direct contact between the researcher and Health Visitors and 

Nursing Officers. The introductory letters were nevertheless sent 

through the Divisional Nursing Officer with a further request for 

names and addresses in the hope that the questionnaires at least 

could be sent direct and personal contact achieved at that stage. 

These were not forthcoming, however, and in due course the 

questionnaires had to be sent through this intermediary. 

The number of Health Visitors who might be expected to work in this 

area could not be accurately anticipated. The only available guide 

on numbers was information that a District the size of the City and 

Tower Hamlets, in London, had approximately 40 Health Visitors. 

In Area 2 the Director of Nursing Services promptly agreed to the 

staff in her District being approached. She, also, commented that 

they frequently participated in research and asked that they should 

receive feedback. 

When the names and addresses arrived these were described as the 

names of those "who wish to participate in the stress survey". 

Clearly these staff had also been consulted. Enquiry yielded the 

information that 16 clinics were involved, and out of a total of 77 

staff 56 (73%) had chosen to take part. The only information they 

could have received on which to base this decision would have been 

derived from the statement sent to the Director of Nursing Services. 

In Area 3 the Director of Nursing Services referred the request on 

to the Nursing Officers in the localities concerned. She also 

observed that many requests for research were received, but they 

would be intersted to involve themselves because of interest in the 

subject. In this area too it appeared that pre-selection had taken 

place. It yielded a total of 21 potential respondents. 
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These responses from the Health Districts thus raised issues of 

sampling which will be discussed in the next chapter. 

Social Services Departments 

Advice was sought from the FSU Unit Organisers in locations 1 to 3 

about how to approach their local Social Services Departments. The 

letters requesting permission and assistance therefore varied 

somewhat, but they were each sent on University notepaper, contained 

the same basic information, and were accompanied by the statement. 

An example of the letter appears in Appendix II. Responses and 

outcomes were as follows: 

Area 1 On the local Unit Organiser's advice the Area Officer was 

approached direct. When this produced no response a second letter 

was sent after a month. After a further two weeks a list arrived 

giving 33 names and the posts held. Six of the posts, including 

occupational therapists and a home economist, were outside the brief 

for the survey. This left a sample for this location of 27. 

Area 2 Here too a response took over a month. The Director had 

consulted the Area Managers in the part of the Area where the 

relevant Family Service Unit is situated, and they were willing to 

co-operate. The addresses of the four Divisional Officers were 

acquired through the FSU, and a letter, urgently requesting lists 

of the names and work addresses was sent to each of them at the end 

of April. It was intended to circulate questionnaires in the week 

beginning 16 May and time was now getting short. 

Two of the Divisional Officers replied within a week, a third within 

a fortnight, and the last within three weeks. The resulting lists 

of staff with appropriate job titles added up to 104. 

The responses from the Divisional Officers also raised several 

questions which will be considered in the discussion of methodology. 

Area 3 This was the London borough. It was not possible anywhere 

to be very precise about the geographical boundaries of the areas 

from which participants should be sought. The main criterion was to 

achieve an area similar in size to that covered by the local FSU. 
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In this case the response, which was received within two weeks, took 

issue with this aspect of the request. It contained the following 

paragraph: 

"In order that the sample response is not "skewed" by virtue of 

a pre-determined selection on your part, or ours for that 

matter, it is considered that all target staff should have the 

opportunity of responding to your questionnaire. Therefore, if 

you will provide a sufficient number of your questionniare, they 

will be distributed to all Team Leaders, Social Workers and 

Social Work Assistants." 

A sample size of 40-50 was expected to be achieved by this means, 

though it could possibly be "a little higher". 

In Area 3, therefore, it was not possible to approach the Area 

Managers direct, it was not possible to acquire a list of staff or 

to address invitations to participate to them personally, or to send 

questionnaires direct. The catchment area would be wider and more 

socially diverse than the area intended. 

Further enquiry revealed that the potential research population 

would consists of 45 Team Leaders, 190 Social Workers, and 50 Social 

Work Assistants, that is to say nearly 300 people, for whom 

questionnaires were to be delivered at the Headquarters building. 

Family Service Units 

Many staff of FSU were of course broadly aware of preparations for 

the survey and the likelihood that they would be invited to take 

part. It was considered important however that this occupational 

group should, as far as possible, be treated the same as the others 

in all respects. 

The main exceptions to this intention were: 

a, those few people based in the selected geographical areas who 

were consulted about approaching the other agencies in their 

locality, and 

b. the people involved in the pre-test of the questionnaire. 
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The staff in the Units in the selected areas were amongst the few 

who knew which the other occupations would be. Since this knowledge 

might lead respondents to make comparisons, the effects of which 

would be impossible to judge, it was considered important to avoid 

such influence. 

From the point of view of the agency it was necessary to ensure that 

the requirements of the survey did not conflict with the Units' 

needs to maintain good inter-agency relationships. For this reason 

the three Units concerned were given prior notice that the other 

agencies in their locality were about to be approached (see 

Fieldwork Timetable). 

The FSU staff list contained the names and locations of 187 staff in 

relevant posts. Since this was updated only once a year it was 

possible that the final number might be slightly different. In 

addition, as mentioned earlier there were another 55 staff in 

management and administrative posts at the National Office and in 

Units who were included in the survey, although the findings which 

relate to this group were not subjected to the same process of 

analysis and are not reported here. 

6.4 The Sample Acquired 

The previous section described the process by which agencies were 

approached and the sample was acquired. Table 4.1 showed the numbers 

and the distribution aimed for. Table 4.2, on the next page, 

summarizes the differences between what was aimed for and what was 

achieved in numerical and percentage terms. From this it can be seen 

that neither the intention to have the sample evenly distributed 

across occupations nor evenly distributed across locations was 

achieved. 

Taking the occupations first: SB and FSU were the most accurately 

achieved. The total number of SB staff exceeded expectations by 

nearly 40, but the proportion which this occupation ultimately 

represented of the total was only 2.2% smaller than intended. 
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Table 6.2: The Sample Acquired 

The size of the potential research population at each location. 

Occupation SB HV SSD FSU Total % % 

Location intended achieved 

1 67 10 27 — 104 23 12 

2 63 55 104 - 222 23 25 

3 59 21 300 - 380 32 43 

4 - - - 186 186 30 21 

Total N 189 86 431 186 892 

% intended 23 23 23 30 

% achieved 21 10 48 21 

FSU's proportion on the other hand was reduced by 8.8% to just over 

20%, largely as a function of the big increase in SSD numbers 

resulting from the insistence of Area 3 on the inclusion of all the 

area teams. The proportion of the sample occupied by SSD was, 

therefore, more than twice that anticipated, as a result of which 

social workers from statutory and voluntary agencies dominated with 

nearly 70%. This effect was contributed to by the much smaller 

proportion of HVs than hoped for. Except for Area 2 their numbers 

proved to be very low, and at 9.6% of the sample they represented 

less than half the intended proportion. 

The sample also proved to be skewed by location. Although Area 2, 

the Midlands city, contributed very much the hoped-for proportion, 

Area 1 was reduced by half as a result of the small numbers 

contributed by HV and SSD, and, as already noted, FSU's proportion 

was effected by the large number contributed by SSD in Area 3. Area 

3 would have predominated to an even greater extent if the 

proportion of HVs in this location had not been lower than expected. 

In the next section issues concerned with potential sampling and 

response errors will be discussed. 
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Sample size 

6.4 Discussion of Methodology 

It is almost inevitable that whatever care is taken to control the 

research process and avoid unintended influences, errors will occur 

and affect results. These may occur at the design or sampling 

stages, at the response stage, or during processing, analysis or 

interpretation of the findings. 

As has already been seen, care must be taken to avoid introducing 

bias into the wording of the questionnaire. Questions may be 

loaded, or rating scales may purport to measure things they do not; 

instructions or other design features may selectively affect 

response; the questionnaire may not give sufficient attention to 

questions of reliability or validity. In the following discussion, 

particular attention will be paid to potential sampling and response 

errors, and the efforts made to anticipate and minimise them. 

6.4.1 Potential for sampling errors 

Much has been written about the risks and dangers of sampling error. 

Moser and Kalton state two principles which should underlie 

sample design - overriding bias and achieving precision. "Bias in 

the selection can arise: i. if the sampling is done by a non-random 

method, which generally means that the selection is consciously or 

unconsciously influenced by human choice; 

ii. if the sampling frame (list, index or other population record) 

which serves as the basis for selection does not cover the 

population adequately, completely or accurately; 

iii if some sections of the population are impossible to reach or 

refuse to cooperate." 

Each of these possibilities presented difficulties. As far as 

method of collection was concerned, two levels of sampling were 

undertaken - within available locations, and of individuals within 

the locations selected. Constraints of time and money, as well as 

the concern for geographic compatibility, dictated that the samples 
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of "other" agencies had to be found in areas where Family Service 

Units were situated. 

Units were established in 24 locations - 11 in London and 13 in 

other parts of the country as far south as Birmingham, as far west 

as Liverpool, as far east as Newcastle and as far north as 

Edinburgh. 

Social workers, Health Visitors and Supplementary Benefit staff were 

known to work in all the areas, with clients who were believed to be 

in similar circumstances of poverty and distress. They were 

believed to be subject to similar requirements as to their work. 

Although some legal differences between Scotland and England affect 

work with families and children, these were not expected to make a 

significant difference to the way in which social workers 

experienced the job north and south of the border. 

In theory any of these places might be suitable for seeking samples 

which worked in the same area as the Unit. Indeed, it was 

originally intended to "allow" DHSS HQ to make the SB selection by 

choosing three offices. Another criterion then suggested itself as 

more useful. If locations were deliberately scattered across the 

country, it could be expected to enhance the extent to which results 

could reliably be described as representing the experience of the 

other three occupations. 

At location level, therefore, sampling was undertaken on a semi-

"lottery" basis. Moser and Kalton (1971) describe the "lottery" 

method thus: "Each member of the population is represented by a 

disc, the discs are placed in an urn and well mixed, and a sample of 

the required size is selected." In the present case slips of paper 

and a small wastepaper basket were used. 

Had the lottery method been used without modification there would 

have been a strong possibility that locations in London would 

predominate. Since 46% of the possible locations were in London, 

there was considerable weighting in their favour, and it was 

unlikely that the objective of achieving a scatter across the 

country would be met. 
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One way of tackling this problem would have been to divide the 

locations into three groups - the north, the midlands and London. 

Slips of paper representing the locations in each group would have 

been put in the wastepaper basket separately and the first name 

drawn out selected. 

The process which was in fact used involved putting all the names 

together into the wastepaper basket, and drawing out slips of paper 

until one location in each part of the country had been selected. A 

certain degree of systematic selection was necessary to achieve the 

desired selection by this means. Once a location in a particular 

part of the country had been found, the next time that a location 

was drawn out in that area, it was replaced and the slips of paper 

remixed, to create a form of unrestricted random sampling with 

replacement. 

At individual level, no selection was undertaken by the researcher, 

beyond selecting their location. It was intended that ipsem 

sampling should apply at this stage, ie. "sampling in which every 

element has the same probability of appearing in the sample." (Moser 

and Kalton) <®> 

Nevertheless, as we have seen in the description of how the agencies 

were approached, other influences were brought to bear. For each 

individual in every occupation to have the same opportunity, he or 

she should have first heard about the study directly from the 

researcher, and have received the questionnaire from the same 

source. 

The first impression she or he should have received about the study 

should have been the one which the researcher intended to give 

through the medium of the introductory letter. However, it was 

clearly not possible to prevent senior managers from conveying 

information to members of the target populations, and some, 

including all the Health Visitors, were specifically consulted about 

their willingness to participate in the survey. Reasonable though 

this would seem it inevitably meant that these potential respondents 
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made their decision about participation on the basis of information 

which had not been intended by the researcher. 

In this process all kinds of extraneous influences could have been 

introduced. Depending on the responses of these managers, at least 

two tiers of them in some locations, to the idea of research in 

general, to research on stress in particular, to their senior or 

junior manager from whom they were receiving the information or to 

whom they were imparting it, and no doubt many other elements, 

potential respondents may have been influenced for or against taking 

part. 

As has been seen, it was not possible for the researcher to approach 

directly many of the potential respondents because some agencies did 

not comply with the request to provide the names and work addresses 

of all the people in the target populations. 

Even those people who did receive personally addressed letters may 

have been subject to variations in circumstances which could have 

brought different influences to bear. For instance, one Nursing 

Officer, apologising for the delay in sending names, explained that 

several people had been on holiday the previous week. Others might 

have been off sick or on training courses. The information might 

have arrived at a time when the potential respondent was involved in 

a crisis, subject to an overwhelming amount of work (as one 

non-respondent indicated), experiencing difficulties at home or 

personal problems. They may have been generally inclined or 

disinclined to answer any questionnaire, especially one on this 

particular subject. 

These are only some of the differences which might have variable 

effects on people's willingness to consider participating in such a 

survey before the opportunity for the researcher to establish some 

kind of rapport had even been presented. In summary, although the 

intention was to use ipsem sampling at individual level, the 

likelihood of every element having the same probability of appearing 

in the sample is not considered to be very high. 

Sample size 
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Before turning to the subject of response errors, a word should be 

said about sample size. To achieve reasonably reliable results, 

thought must be given at the design stage to the stratification and 

comparative analysis required by the research. For instance, what 

size should each occupational group be to allow for comparison of 

experience on the various demand, support and constraint variables? 

If the sample were to be divided into basic grade social workers and 

first line managers, or men and women, or those under and over 40 

years of age, would the comparative statistics produce reliable 

results? 

As has been seen, a minimum size of 150 for occupational groups was 

aimed for, but only achieved for two of them. A predominance of 

women among respondents was anticipated, given the nature of the 

occupations. By age, the sample was expected to cluster in the 30s 

and 40s. The ratio of basic grade workers to managers was hard to 

predict. By aiming to achieve a total sample population of about 

650 it was hoped to achieve sizes of sub-group by level of stress 

which would allow for analysis capable of producing sound results. 

6.4.2 Potential for response errors 

These may be divided into those arising from bias and those from 

variance. Moser and Kalton distinguish between these effects as 

follows: 

"Let us take the example of a complete census for measuring the 

average age of a population. On the conceptually repeatable trials 

of the census an individual could state his age differently, and the 

variation between his answers would be his individual response 

variation. The average of his various answers may or may not be his 

true age; the difference between this average and his true age is 

in fact his individual response bias. The averages of the 

individual response variances and biases over the whole population 

are the response variance and response bias respectively. Since 

some individual response biases may be positive and others negative, 

it is possible that they may cancel out over the whole population to 

give no overall response bias. This cannot happen, however, in the 
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case of response variance, since variances are necessarily non-

negative quantities." (Moser and Kalton, 1971{<^°> 

They add that "the effect of bias remains constant for any sample 

size whereas the effect of variance decreases as the sample size 

increases, although not necessarily proportionately." 

Response bias may be checked for by comparing respondents with non-

respondents on any factors which are known. In this case it was 

possible to check response rates by occupation and location, and, 

for some occupations in some areas, by gender. The results of this 

comparison will be discussed in the next chapter. Response bias may 

also be checked by comparison with other relevant studies. 

Pritchard (1985) and Gibson, McGrath and Reid (1989) will be 

referred to for this purpose. 

Much has been written about response errors in surveys employing 

interviewers which may result from the relationship between the 

respondent and the interviewer. Oppenheim, for instance, refers to 

Kinsey's belief that "maximum validity and a guarantee against 

exaggeration were obtained by looking the individual squarely in the 

eye and firing questions at him with maximum rapidity"! 

Such warnings are not relevant to postal surveys, but Oppenheim adds 

"More commonly, the best safeguard is said to be good rapport, so 

that the respondent becomes willing and eager to give information 

that is really accurate", even though it is necessary to remember 

that "It still remains difficult to be sure of reasonable validity, 

even when we are dealing with factual questions, and when we deal 

with attitudinal questions the difficulties become almost 

insurmountable." (Oppenheim, 1966)<^^> 

This researcher took the view that establishing good rapport would 

be of great importance, hence the emphasis laid at the outset on 

making direct contact with potential respondents prior to the 

arrival of the questionnaire. Attempts were made to retain rapport 

throughout the questionnaire by providing helpful instructions, 

sensitively worded questions, and, finally, feedback. Nevertheless 

it must be recognised that what was intended as honest, sympathetic 
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and encouraging communication could have been received differently. 

Indeed, as already mentioned, one explanation for non-response 

implied this. 

Response bias might affect answers to the very first questions as a 

result of under- or over-estimation of the experience of stress at 

work. Under-estimation, for instance might arise for any or all of 

the following reasons, and others besides. The respondent may 

believe (or feel it necessary to indicate belief) that: 

- a high level of stress is to be expected in social work 

(Supplementary Benefits or Health Visiting), "something you should 

have been aware of when you entered the occupation"; 

- it is necessary to be particularly sensitive to the distress of 

others to be effective as a social worker; 

- social work involves dealing frequently with very distressed 

people and that this inevitably transfers itself to the worker; 

- it is important to take a matter-of-fact attitude to things and 

avoid exaggeration; 

- the researcher's statement of confidentiality is not reliable; 

- there might be some disadvantage to the individual, or their 

occupation, in giving an honest, accurate response. 

It might also be the case that in comparing him or herself with 

other people in the agency he or she genuinely makes an 

under-estimation in the belief that others really do experience more 

stress at work than they actually do. 

On the other hand, a respondent may over-estimate the level of 

dysfunctional stress he or she experiences because: 

- increasingly negative public opinion has made the stress of the 

job harder to contend with or accept; 

- the general increase in popular interest in the subject has 

brought about a relaxation of inhibition about acknowledging stress; 

or 
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a sense of competitiveness occurs with other occupations which may 

be thought to be more generally recognised as stressful. 

Moser and Kalton suggest that such positive and negative response 

biases may be expected to cancel each other out. Within a 

questionnaire it is necessary to try to ensure reliability and 

validity. Oppenheim defines reliability as "consistency, 

obtaining the same results again." Validity "tells us whether the 

question or item really measures what it is supposed to 

measure."(12) 

Reliability on factual questions can be ascertained by internal 

checks (asking the same questions in different form), although this 

can become an irritation, as one respondent to the pilot survey 

observed. It is also wise to avoid questions which tax the memory 

unreasonably. This explains why respondents were not asked to think 

back more than three months about visits to their doctor and 

holidays. 

With attitudinal questions this approach is not appropriate since a 

changed question is a different one and must be expected to receive 

a different answer. Hence the use of sets of questions with rating 

scales, such as those of which the central part of the questionnaire 

is composed, which were designed to reach underlying attitudes. 

Validity may be assisted by using questions which have previously 

been tested with a similar population. This was the main reason for 

basing this study on Payne's work. It can also be assisted by 

making comparisons with other studies, such as those mentioned 

above. 

The last section in this chapter will deal with the processing and 

analysis of the results. 
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6.5 Processing and Analysis 

The survey took place in May/June, 1983. The first rough count of 

returns suggested a 52% response which proved to be nearly accurate. 

Reminders were sent out to those who had not responded after three 

weeks. These were sent personally to those whose names and 

addresses were known. To the remainder they were sent in individual 

envelopes to the contact person who was asked to make them 

available. 

Details of the response will be given at the beginning of the next 

chapter on Findings. 

6.5.1 Processing the questionnaires 

Information about questionnaires was recorded against the names of 

potential respondents received from agencies. These were listed in 

alphabetical order by occupation and within locations. Each was 

allocated a four digit code number signifying occupation and place 

in the list. Where no name was given, the code number alone was 

listed. 

As questionnaires were returned they were put into numerical order 

and checked off against the record. In due course the record was 

marked again to show that the form had been coded, and that the 

coding had been transferred to a coding form. Ultimately, a 

computer code was added for all those responses which were to be 

entered into the computer for analysis. 

Editing This is usually the first stage in processing 

questionnaires. It soon became apparent that little editing could 

usefully be done. Although some errors appeared in the only factual 

section, Part I, which could be recognised if they conflicted with 

another factual answer, there was little that could be done to check 

for errors in other parts of the questionnaire. The general rule 

which was pursued therefore was to take answers at face value. This 

meant that the processes of editing and coding could be combined. 

Coding Initially, the intention was to code each questionnaire in 

the space provided on the form. The codes would then be transferred 
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to the coding form. In order to minimise the number of operations, 

and thus the potential for errors arising from fatigue and tedium, a 

procedure was evolved which made this superfluous. 

As responses were coded, the result was read into a tape recorder. 

This oral record was then played back and transcribed onto the 

coding form. Not only did this have the desired effect of reducing 

the time required, it also created a record against which the 

accuracy of transcription could be checked. Practice soon produced 

a pace of work which was comfortable, accurate and reasonably fast. 

When the task was complete, a quality check was conducted by an 

independent person on 12% of the records. This found errors in 7% 

of the records, the majority of which were single items. 

Data Entry Although punch cards were well on the way to being 

replaced by direct data entry at this time, the former method of 

entering the data on to the computer was selected by default, 

because the researcher was not skilled in the latter method. 

Ultimately, the information was transferred from the punch cards to 

magnetic tape and verified. 

Before the data was entered on to the computer, records were made of 

the location on the coding form of all the variables, the details of 

all the sub-files - that is to say the number of cases in each 

occupation and in each location group within each occupation, the 

data list and the variable labels. 

6.5.2 Analysis 

This was tackled in two phases. 

Phase one Initially the intention was to follow as closely as 

possible the procedure used by Payne to analyse the central section 

of the questionnaire. The major characteristic of this analysis was 

a clustering process. He described his reasons for choosing the 

procedure as follows: 

"A typical analysis of these data would be to add up scores on 

demands and supports or constraints and then divide the sample 

above and below the mean on each variable, producing a 2 X 2 
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table. This is justifiable if it has been demonstrated that the 

measures are unidimensional scales. Furthermore, empirically 

derived mean scores may not be at the actual mid-point and it is 

therefore possible to define as "constrained" people who are 

actually "supported" as defined by the category response if the 

mean happened to be a high one (eg. 4.0 on a 5-point scale). I 

preferred an analysis which did not make these assumptions and 

also made the most use of the data collected. This was achieved 

by clustering the persons on the basis of their scores...This 

procedure would be pointless if the items formed really good, 

unidimernsional scales, but the inter-correlations among items 

and the item-whole correlations indicated that they were multi-

dimensional. The clustering procedure thus makes fuller use of 

the data." 

First of all, frequency counts and cross tabulations were produced 

using the Statistical Package for the Social Sciences (SPSS), in 

order to reveal the basic similarities and differences in experience 

between the four occupational groups. These data will be presented 

at the beginning of the next chapter. 

In order to pursue Payne's procedure, the data was then prepared for 

cluster analysis, but difficulties were encountered. SPSS did not 

at that time have a clustering facility, and it was not compatible 

with CLUSTM, the statistical package used by Payne. It was 

decided, therefore, to undertake a factor analysis in SPSS to 

provide data which could be used in CLUSTAN. 

In the event it proved impossible with the resources available to 

see this pla through, but the principal components produced by the 

factor analysis are worth recording so that they may be compared 

with the results of the second phase of analysis and with Payne's 

findings. 
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Principal components 

1. Communication, including 

- between colleagues within teams, 

- between agencies, 

- between workers and clients, 

- between supervisor and supervisee. 

2. Home responsibilities, 

3. Work pressure, including 

- more work than time to do it well, 

- working to tight deadlines, 

- extremely worrying situations. 

4. Organisational support, induing 

- discretion, 

- responsiveness to staff. 

5. Home support and flexibility. 

6. Job security. 

7. Professional stimulation, including supervision. 

Phase two The second phase of analysis concentrated on testing the 

hypotheses by the most straight-forward means. The findings which 

will be reported are the results of tests for statistical 

differences between occupational groups on experience of stress, 

using Spearman's Rho. Amongst the social worker group, and between 

social work managers and staff, the tests for significant 

differences in experience according to level of stress were made by 

using tests. 
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This chapter is in three parts. The first deals with the response 

to the survey, and the characteristics of those who responded. The 

second tests the central hypothesis using data from all the groups. 

The third part describes the arguments for and against focussing 

down the investigation to social workers alone. 

7.1 The Response to the Survey 

The first rough count of returns, undertaken 10 days after the date 

by which reponses had been reguested, suggested a 52% response. 

Four weeks after the return date, and six weeks after potential 

respondents should have received the questionnaire, each 

occupational group had returned between 93% and 95% of its final 

total figure. Across locations: Area 1 had returned 86% of its 

final total, Area 2 - 93%, Area 3 - 96%, and Area 4 (FSU) - 94% of 

its final total. The final results of the survey are shown below: 

Table 7.1: Final Results - Responses % 

Occupation SB HV SSD FSU Totals 

Location N (84) (67) (212) (141) (504) 

1 32 6 6 10 

2 40 69 35 - 31 

3 21 25 58 — 32 

100 28 

Table 7.2 shows the response rate for each occupation as a 

percentage of the relevant population and of the total surveyed. 

Table 7.2: Response rate bv Occupation 

N Pop. Total 

Responses % Possible 

SB 84 44 192 

HV 67 74 90 

SSD 212 49 430 

FSU 141 73 193 

Totals 504 56 905 
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Similarly Table 7.3 gives the response rate by location. 

Table 7.3: Response rate bv Location 

N Total 

Location Responses % Possible 

1 49 46 106 

2 155 68 227 

3 159 42 379 

4 141 73 193 

Totals 504 56 905 

Nearly 3/4 of HVs and FSU returned completed questionnaires. The 

lowest response came from SB in Area 3, from whom only 18% 

questionnaires were received, and the highest (77%) from HVs in Area 

2. In Area 2 nearly 3/4 of SSDs responded. This helped to produced 

the high level of returns from this area, a result which was only 

exceeded by that from FSU. Such a level of response overall was 

considered to merit analysis. 

Non-response The final results showed an overall rate of non-

response of 54%. This varied between 56% for SB and 26% for HV. By 

location the highest rate of non-response was for Area 3 (58%), 

closely followed by Area l (54%), and the lowest for FSU (27%). 

Although no assumptions can be made about the reasons why these 

people did not respond it is theoretically possible: 

a) that some were suffering too great a measure of dysfuctional 

stress, and 

b) that some did not consider the survey relevant to their 

situation. 

Four people sent explanations for their non-response which lend 

credence to these possibilities. 

One explanation, which might well typify many, came from a social 

worker in Area 3 who wrote: "I did not fill in the questionnaire 

primarily because I did not find time to do so - other things were 

always more important to do than something I was not obliged to do 
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anyway. If it was something which could have been done swiftly I 

probably would have done it". 

Another social worker from the same Area, who also no doubt 

represented a certain proportion of non-respondents, made a start on 

completing the questionnaire which indicated that she or he 

experienced the same level of stress at work as others. Then came a 

note which read: "I have subsequently read through the 

questionnaire, and find it extremely intrusive and will not 

therefore be prepared to answer it". 

Excluded questionnaires A small number of questionnaires were 

excluded from analysis, all from social workers. The total of 8 

questionnaires included the two referred to above and two others 

returned blank with apologies. Of the remaining 4, two were from 

Social Services managers above the level included in the sample, one 

was from a member of FSU staff who had been in post only two months 

and returned the form only partially completed, and the last was 

from another member of FSU staff whose post was outside the scope of 

the sample. These exclusions should have left sub-samples of the 

following sizes: 

SB - 84 

HV - 67 

SSD - 208 

FSU - 138 

Total - 497 

As a result of discrepancies in computing however the analysis 

reported here was undertaken on a total sample of 493 divided as 

follows: SB - 84; HV - 67; SSD - 208; FSU - 135. 

7.2 Personal Characteristics of Staff of the Four Agencies 

No attempt was made to match groups, apart from the initial, 

unsuccessful attempt to acquire sub-samples of similar size. In 

analysing the findings the first point of interest, therefore, was 

to see to what extent the four occupational groups could be 
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distinguished from one another or whether they did, to all intents 

and purposes, appear to be part of the same group. 

In order to test the hypotheses, this chapter initially focusses 

broadly on all occupational groups. Later the focus will narrow to 

concentrate specifically on the experience of the social work staff, 

considering first those who experienced more, the same, and less 

dysfunctional stress than their colleagues, and then comparing the 

experience of social work managers and front line staff. 

In reporting the findings the occupational groups will be referred 

to by their initials. The tables on the next three pages give the 

figures which are rounded to the nearest percentage point. 

The differences between groups on some variables were considerable. 

Many of the findings which produced results which were highly 

significant statistically might have been expected, given the age 

and gender make up of the sample which is shown first, and comment 

will only be made on those findings which indicate unexpected 

differences between occupational groups. 

Age The age range varied considerably between occupations with 66% 

of SB staff under 30 and 60% of HVs over 40. The age profiles for 

SSD and FSU were similar, with approximately a third of both groups 

aged under 30, although SSD respondents were somewhat older. The 

differences in age structure are reflected in other personal 

characteristics. 

Pander The frequency tables show that 37% of all respondents were 

male and 63% female. As might be expected the predominance of women 

in the HV group contributed to the highly significant difference 

between groups. 

Home Circumstances 

With whom respondents lived Between half and two-thirds of every 

occupational group lived with a partner or a partner and children. 

One or other of these circumstances was the most common or next to 

most common for all groups, except for FSU, a quarter of whom lived 
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by themselves. 1/5 of SB staff lived with their family of origin, a 

factor which may be assumed to reflect their youth. 

similarity or otherwise of partners'/friends' occupations 

65% of the total sample responded to the enquiry about the 

occupation of the person/people with whom they lived. 42% of these 

people were in the same or a similar occupation to the respondent, 

and 58% were in unrelated occupations. The extent to which 

occupations were similar or not varied across groups to a 

significant extent. BSD and FSU respondents shared their homes with 

people in the same or similar jobs five times more often than HVs 

and two to three times more often than SB workers. 

Employment status of people with whom respondents lived A small 

number of people shared their homes with people who were not in 

employment. The largest proportion occurred in FSU - 12%. The 

question did not discriminate between people not at work because 

they were caring for small children, or for elderly or disabled 

people, or were not in employment because they were, for instance, 

students or retired, and those who were "out of work". 

Children 177 respondents had children, 36% of the sample. Nearly 

half of all HVs lived with a child or children and a partner or with 

children alone (48%), followed closely by FSU (43%). This also 

applied to nearly 1/3 of SSDs (32%) and, reflecting their youth, 

least frequently to SB staff (24%). The percentage of respondents 

with only one child was fairly even across groups: SB - 16%; HV -

19%; SSD - 12%; FSU - 24%. In line with current trends few had 

more than two children, the highest proportion being among SSD (8%). 

Ages of children As might be expected the profile of children's 

ages reflected that of their parents. Of the small number of SBs 

with children, half had children under five, including 4 with more 

than one child in this age range. Less than 10% of HVs had children 

under 5, whereas more than a quarter of SSDs had children of this 

age, including 6 people who had more than one. FSU had both the 

largest proportion of respondents with children and the largest 
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SB HV SSD FSU Total 

N = (84) (67) (208) (135) (494) 
Age 

under 30 66 12 32 35 36 
31-40 18 28 39 50 37 
41-50 6 37 17 11 16 

over 50 10 22 12 4 11 
X' = 97.915, d/f = 12, P = 0.0000 
Gender 

male 58 3 35 42 37 
female 42 97 64 57 63 

X' = 56.034, d/f = , P = 0.0000 

Livina with 

family of origin 21 6 4 2 6 
by self 5 13 23 24 19 
with friends 10 10 12 11 11 
with partner 42 25 32 22 30 
partner & children 23 36 26 36 30 
with children only - 9 3 4 3 

X' = 75.898, d/f = 1/ P = : 0.0000 

Occupation of oerson with whom livina 

same as self 13 - 12 17 12 
related 11 15 16 20 16 
unlike 41 58 38 25 38 
N.A 26 25 31 29 29 

= 36.953, d/f = 12, P = 0.0002 
Whether or not oerson with whom livina is in emolovment 
in employment 50 52 43 38 44 
not in employment 8 3 10 12 9 
not applicable 26 25 30 29 29 

= 8.853, d/f = 9 , P - 1 0.4509 
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Table 7.4: Personal Characteristics of the Samolefconti 

SB HV SSD FSU Total 

N = (84) (67) (208) (135) (494) 

Number of children 

one 16 19 12 12 14 
two 6 21 12 24 16 
three 1 8 6 5 5 
four — - 2 2 1 
five or more 1 — — — 1 
not applicable 76 52 68 57 64 
X= = 33.452, d/f = 15, P = 0.0041 

Ages of children: Up to five years old 
one child 1 1 3 3 
more than one 1 - 1 2 4 
not applicable 15 13 38 23 89 

= 27.965, d/f = 9, P = 0010 

: Between six and ten years old 
one child 1 1 2 2 
more than one 1 — 1 2 4 
not applicable 16 12 39 23 90 
X= = 31.866, d/f = 9, P = 0.0002 

: Between eleven and fifteen years old 
one child 1 2 3 3 9 
more than one 1 1 2 1 5 
not applicable 15 10 37 24 86 
X= = 27.620, d/f = 9, P = 0.0011 

: Between sixteen and twenty years old 
one child 1 2 3 2 8 
more than one - 1 1 1 3 
not applicable 16 11 37 25 89 
X= = 23.261, d/f = 9, P = 0.0056 
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Table 7.4: Personal Characteristics of the Sample (cont) 

N = 

SB 

(84) 

HV 

(67) 

SSD 

(208) 

Ages of children: Over twenty years old 

one child 

more than one 

not applicable 

missing 

= 34.267, d/f 

1 

16 

1 

13 

1 

39 

FSU 

(135) 

26 

1 

Total 

(494) 

4 

2 

94 

1 

12, P = 0.0006 
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proportion of those with children under 5, including 8 people with 
more than one. 

Consistent with their low average age SB respondents mentioned both 

the smallest number of children and the largest proportions of 

younger children. HVs had the largest proportion of children in 

secondary and higher education and of school leaving age, and SSDs 

the largest proportion of adult children living at home. 

Education and Qualifications 

Basic Education The tables show that few respondents in any group 

had CSEs apart from SBs where one-fifth had them. A high proportion 

of all groups had GCE 0 Levels. A Levels had been taken by 

approximately two-thirds of SSD and FSU, nearly half of SB, and a 

fifth of HV. A small number of older respondents had taken School 

Certificate, including 15% of HVs, and a few Scottish respondents 

had the Higher Leaving Certificate. This is one of the many 

instances where the patterns for SSD and FSU were similar, and SB 

and HV were both different from SSD and FSU and from each other. 

Higher education Here this effect is even more exaggerated. 

Approximately two-thirds of SSD and FSU had degrees and/or diplomas, 

as against one-fifth of SB and less than 5% of HV. 

Vocational training The frequency with which respondents had 

qualifications relevant to their current post ranged from 100% for 

HV,where nursing and Health Visiting training are essential criteria 

for appointment, and 10% for SB, where the notion of a relevant 

qualification is questionably appropriate. A higher proportion of 

SSD staff (82%) than FSU (69%) had qualifications relevant to their 
jobs. 

The great majority of those with qualifications had gained them at 

least two years previously, indeed over 60% of HVs had held their 

qualifications for five years or more. 69% of SSDs had been 

qualified for two years or more, 42% for five years or more; 63% of 

FSU had been qualified for two years or more and 36% for five years 

or more. 
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Length of time in post and Time intending to stay Both tables show 

differences between groups which are statistically significant at 

the 0.01 level. The pattern for SB, SSD and FSU was similar, but HV 

followed a different curve. Amongst SB, SSD and FSU approximately 

40% of respondents in each group had been in their posts for less 

than 2 years at the time of the survey, compared with less than 1/4 

of HVs. 

The proportions which had been in post for less than one year varied 

between less than 10% for HV and more than 1/4 for FSU. The peak of 

the curve is reached for HV, SSD and FSU between two and five years. 

The findings for SB presented a flatter curve. SB and HV appeared 

to keep staff longer than the social work agencies which fell off 

much more steeply. 

Such data may also be considered from the point of view of the time 

required to become competent in a post. Taking first the 

occupations where both qualifications and experience are required: 

HV Approximately 1/4 of HVs had both qualified and started in their 

current post within the past two years. This group had the lowest 

proportion of newly qualified staff. More than 1/3 had been in post 

between two and five years, and another 1/3 for more than five 

years; a large proportion (nearly 2/3) had been qualified for over 

five years. 

This group had the lowest proportion intending to leave early (12% 

with a year, 18% within two years). Nearly 1/4 were proposing to 

stay in post for up to five years, and 31%, the highest proportion 

of any group, was intending to stay indefinitely. Only 16% were 

uncertain about their future. These respondents gave an impression 

of Health Visiting as a stable and experienced occupation. 

Compared with FSU and HV, SSD had the largest proportion of 

most recently qualified staff (nearly 30% qualified within the past 

two years), and also the largest proportion (over 55%) which had 

been qualified between two and five years. 

The proportion (nearly 40%) which had started in their posts within 

the past two years was similar to FSU. Nearly 40% of SSD 

-172-



Chapter Seven: Findings I 

respondents had been in post for less than 2 years. The proportion 

of those intending to leave early was also high (nearly 1/4 

intending to go within a year), but like SB the proportion declined 

at a gradual rate to just over 1/5 intending to stay for up to five 

years. Only just over 10% were considering remaining indefinitely. 

The picture of local authority social work suggested by the data 

supplied by these respondents is of an occupation with a high level 

of turnover, high proportions of newcomers and many people who are 

unsettled and considering leaving soon. It did, however, appear to 

have a solid core of staff who had been in post for several years 

and were planning to remain for a reasonable length of time. 

FSU Although more than 40% of FSU staff had started in their posts 

within the last two years, less than 20% were only recently 

qualified; more than 1/3 had been qualified between two and five 

years, and another 1/3 for more than five years. Like BSD a large 

proportion (40%) had started in their current posts within the past 

two years. The proportion of those who had been in post for two to 

five years was similar to that for all three occupations (between 

35% and 40%), but less than 20% had been in post for more than five 

years. 

This group had one of the lowest proportions of those intending to 

leave early (fewer than 1/5 planned to leave within a year). Like 

HV it appeared to have a solid proportion of people who have been in 

post between two and five years, and the proportion intending to 

stay for longer increased with the period of time, although 1/4 were 

uncertain about how long they would stay. 
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Table 7.5: Education and Qualifications 

SB HV SSD FSU Total 

N = (84) (67) (208) (135) (494) 

Basic Education: 

CSE 

Yes 3 - 4 2 9 
No 12 12 37 24 85 
no response 2 1 1 1 5 

99 

X= = 26.156, d/f = 6, P = 0.0002 
GCEfO) 

Yes 13 9 32 21 75 

No 3 3 9 5 20 
no response 3 1 1 1 6 

101 

= 16.139, d/f = 6, P = 0.0130 

GCEfA) 

Yes 8 3 2 20 33 
No 7 10 15 6 38 

no response 2 1 1 1 5 

98 

= 66.287, d/f = 6, P = 0.0000 

School Certificate 

Yes 1 2 3 2 8 
No 14 11 38 24 87 

No response 2 1 1 1 5 

100 

X ' = 19.932, d/f = 6, P = 0.0028 

Hiaher Leaving Certificate 

Yes - 2 1 1 4 
No 14 11 40 26 90 
No response 2 1 1 1 5 

99 

X' = 25.562, d/f = 6, P = 0.0003 
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Table 7.5: Education and Qualifications 

N = 

Higher Education 

SB 

(84) 
HV 

(67) 

SSD 

( 2 0 8 ) 

FSU 

(135) 

(cont.) 

Total 

(494) 

Degree 

Yes 3 1 25 18 47 
No 12 12 16 8 48 
No response 2 1 1 1 5 

100 

= 116.835, d/f = 6, P = 0.0000 
Diploma 

Yes 1 3 26 17 47 
No 14 10 15 10 49 
No response 2 1 1 1 5 

101 
= 113.183, d/f = 6, P = 0.0000 

Vocational training 

Professional gualification 

Yes 2 14 34 21 71 
No 15 7 5 27 
No response 1 1 1 3 

101 

= 199.902, d/f = 6, P = 0.0000 

When oualified 

Within last 2 yrs 1 2 6 3 12 
2 - 5 yrs ago 1 3 11 7 22 
5 - 1 0 yrs ago 3 13 5 21 

over 10 yrs ago 5 5 4 14 
Not applicable 15 7 6 28 
No response 1 1 2 

99 

X' = 215.142, d/f = P = 0.0000 
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Table 7.5: Education and Qualifications (cont.) 

SB HV SSD 

N = (84) (67) (208) 

Vocational training (cont) 

Relevant additional qualification 

Yes - 10 

No - 3 

No response 17 

FSU 

(135) 

Total 

(494) 

13 11 34 

25 14 42 

4 3 24 

100 

= 369.278, d/f = 9, P = 0.0000 

Table 7.6: Job Titles 

Job title 

Executive Officer 7 

Clerical Officer 10 

Nursing Officer - l 

Health Visitor - 13 

Social Worker 

Team Leader/Senior 

Social Worker 

Social Wk. Assistant 

Unit Organiser 

Other 

= 1146.261, d/f = 24, P = 0.0000 

Length of time in post to date 

Time in Post 

Over 15 yrs 

10 - 15 yrs 

5 - 1 0 yrs 

3 - 5 yrs 

2 - 3 yrs 

1 - 2 yrs 

Under a yr 

1 

2 

4 

2 

2 

2 

4 

1 

1 

3 

3 

2 

2 

1 

27 

9 

4 

1 

3 

8 

9 

6 

5 

10 

15 

4 

8 

3 

4 

7 

7 

10 

1 

13 

42 

9 

4 

4 

10 

100 

4 

6 

19 

22 

13 

13 

22 

99 

= 38.939, d/f = 18, P = 0.0029 
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Table 7.6; Job Titles: Time in Post (cont) 

SB HV SSD FSU Total 

N = (84) (67) (208) (135) (494) 

Length of time intending to remain in post 

Up to a yr 4 2 10 5 21 

Up to 2 yrs 4 2 9 6 21 

Up to 5 yrs 2 3 9 8 22 

Indefinitely 3 4 5 2 14 

Don't know 3 2 8 6 19 

No response - - l - 1 

98 

X* = 34.128, d/f = 15, P = 0.0033 
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Although these data suggested that this voluntary organisation had a 

large proportion of staff who had not been in their posts very long, 

they had been qualified for some time, and they appeared to be a 

contented group with a solid core which intended to continue in 

post. 

SB Nearly 40% of SB respondents indicated that they had been in 

their present post for under a year. In addition more than 25% were 

proposing to leave within a year. At just under 25% SB had the 

lowest proportion of those who had been in post between two and five 

years. Just over 25% were intending to stay for up to two years and 

less than 15% for up to five years. A significant proportion 

(nearly 40%) had been in post for five or more years, but less than 

20% were considering staying indefinitely, similar to the proportion 

who did not know how long they would stay. These data suggest an 

occupation with a large proportion of inexperienced and unsettled 

staff. 

In summary, the data suggested that HV was more stable as an 

occupation than social work, with a solid proportion of staff whose 

training could be expected to be well assimilated. HV also had the 

highest proportion with additional qualifications (73%). 

Comparison of the two social work agencies showed SSD to have a 

larger proportion than FSU of more recently qualified staff, but in 

FSUs a larger proportion had started in their current posts within 

the last two years. While it might be expected that the FSU staff 

hads brought post-qualifying experience of employment to their 

present posts, a significant proportion of both staff groups could 

be regarded as still at the stage of acquiring basic competence, 

both as practitioners and as team members and employees in their 

current situation. 

Neither social work agency appeared to retain much more than 1/4 of 

their staff for more than five years, but both included between 35% 

and 40% of people with a reasonable amount of experience, having 

been qualified for five years or more. In both agencies 
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approximately a third of respondents also had additional 

qualifications. 

7.3 Testing the Central Hypothesis 

The key variable by which the central hypothesis of the study would 

be tested was the level of dysfunctional stress at work experienced 

by respondents in the four occupational groups. The tables 

containing these findings appear on page 181. 

7.3.1 Comparative Experience Dysfunctional Stress in FSU and three 

other agencies 

Experience of stress Eighty percent of the total sample rated 

themselves as experiencing the same or less dysfunctional stress 

than the other people with whom they worked. The variations 

between occupational groups are small and not statistically 

significant, but it is interesting to note that larger proportions 

of SB and HV rate themselves as experiencing more stress than SSD 

and FSU. 

Length of time current level of stress has been experienced The 

sample falls into two main groups: those for whom their current 

experience of stress at work has maintained for a long time - over a 

year, and those for whom the current level is more recent, including 

22% who said it had applied for six months or less. The 

differences in experience between groups are highly significant and 

may reflect the length of time which notable proportions of staff 

had been in their present posts. 

Changes in levels of stress experienced over time This question 

was directed to those who had recently started to experience their 

current level of stress in order to try and assess whether levels 

were increasing or decreasing. The changes exactly balanced each 

other out, with 14% saying that the level they had experienced 

previously had been greater and 14% that it had been less. 

Within groups the proportions of those who said they had experienced 

more or less stress previously were very small. Although the 
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difference between groups is statistically significant the numbers 

are not large enough for this result to be regarded as reliable. 

Ability to cope If there was no statistically significant 

difference between these groups on their experience of dysfunctional 

stress, was there a significant variation between them on how they 

coped with stress? The overwhelming majority of respondents (89%) 

considered that they usually coped well or very well with stress at 

work. Only 10% rated themselves as not usually coping very well. 

Once again the difference between groups is not statistically 

significant. The smallest proportion of those who indicated that 

they did not cope well occurred amongst SB (6%), and the largest 

proportion amongst HV (12%), with SSD and FSU almost the same at 9% 

and 10% respectively. Comparison on the two crucial variables of 

experience of stress at work and assessment of ability to cope thus 

showed a strong measure of similarity between the four occupational 

groups. These findings therefore suggest that the central 

hypothesis is proven. That is to say: 

There is no difference between perceived levels of stress 

experienced by staff of FSU and three other agencies. 

The alternative hypothesis - that there is a statistically 

significant difference between FSU and three other occupational 

groups on perceived level stress experienced at work is therefore 

found to be not proven. 

The similarity or difference between these four groups will be 

further tested in the next section of this chapter by examining 

comparative experience of the potentially demanding features of 

work. 

.?/3.2 Further testing of the central hypothesis; The decision to 

concentrate on the social work sample 

It will be remembered that Payne headed the section on which these 

items are based Demands, but this researcher considered it to be 

more consistent with Payne's own notion of "demandingness" as a 

general variable to provide this section with a neutral heading, and 
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to further "neutralise" the wording of some of the items. 

Respondents were asked to consider both the frequency with which 

items occurred in their experience and how satisfied or dissatisfied 

they were by this frequency. 

In order to test further the strength of association between the 

four groups analysis concentrated first on comparing experience of 

the frequency with which items occurred by using Spearman's 

coefficient of rank correlation. 

Table 7.7: Experience of Stress & Coping 

SB HV SSD FSU Total 

N = (84) (67) (208) (135) (494) 

Same as others 61 67 75 71 70 

More than others 21 21 16 19 19 

Less than others 16 12 8 10 10 

= 10.462, d/f = 9, P = 0.3144 

Lenath of time felt like this 

Six months or less 26 8 27 19 22 

6 months - 1 year 13 22 19 32 22 

More than a year 56 67 53 47 54 

X' = 29.822, d/f = 9, P = 0.0005 

If more than 6 months, level of stress experienced previously 

More than now 8 5 16 17 13 

Less than now 16 12 15 10 13 

Not applicable 70 81 68 73 72 

X= = 38.257, d/f = 15, P = 0.0008 

Usually cope 

Very well 32 27 21 20 23 

Well 57 60 69 69 66 

Not very well 6 12 9 10 9 

No stress 5 2 1 1 1 

X' = 18.470, d/f = 12, P = 0.1021 
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Strength of association between occupational groups on frequency 

The frequency with which groups experienced each of the 26 items 

(usually or always) was placed in rank order, and each group was 

then compared with every other. It was possible to use Spearman's 

coefficient of correlation because although there was a large number 

of items these did not exceed the limit of 30 possible for testing 

strength of association by this method. (By the same token it was 

not possible to extend this method of testing to the data on 

experience of helping and hindering aspects of work because the 

number of items, 38, exceeded this limit.) 

A summary of the results is given in the matrix below: 

Table 7.8: Correlation between Occupational Groups 

on Frequency of Potential Demands 

SB HV SSD FSU 

SB X 0.612 0.669 0.534 

HV 0.612 X 0.799 0.666 

SSD 0.669 0.799 X 0.849 

FSU 0.534 0.666 0.849 X 

The minimum requirement to achieve statistical significance at the 

0.01 level with 26 items is 0.465, and at the 0.05 level 0.329. 

These results therefore demonstrate a strong correlation between all 

groups at the O.Ol level.<^>. If these results are themselves 

placed in rank order by strength of association, the variation 

between groups becomes even clearer: 

0.8584 BSD X FSU 

0.7985 SSD X HV 

0.6698 SB X SSD 

0.6656 HV X FSU 

0.6118 SB X HV 

0.5338 SB X FSU 
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Strength of association between occupational groups on satisfaction 

and dissatisfaction with frequency of Demands 

Next, groups were compared on satisfaction (quite or very satisfied) 

with the frequency with which items occurred. The second matrix 

gives a summary of these results: 

Table 7.9; Correlation between Occupational Groups 

on Satisfaction with Frequency of Demands 

SB HV SSD FSU 

SB X 0.315 0.376 0.120 

HV 0.315 X 0.778 0.598 

SSD 0.376 0.778 X 0.678 

FSU 0.120 0.598 0.678 X 

Referring again to the critical values for significance (at the 0.01 

level - 0.465, at the 0.05 level - 0.329) the results for 

satisfaction are as follows: 

Significant at the 0.01 level SSD x FSU 

SSD X HV 

HV X FSU 

Significant at the 0.05 level SSD x SB 

Not significant SB x HV 

SB X FSU 

That is to say, there is again a very strong or a strong association 

between all the groups except SB and HV, SB and FSU, and the 

strongest associations are between SSD and HV, SSD and FSU. 

Comparison on the qualitatively different notion of dissatisfaction 

produced the following results: 

Table 7.10: Correlation between Occupational Groups 

on Dissatisfaction with Frequency of Demands 

SB HV SSD FSU 

SB X 0.451 0.383 0.226 

HV 0.451 X 0.697 0.631 

SSD 0.383 0.697 X 0.776 

FSU 0.226 0.631 0.776 X 
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Once again there is strong association between most of the groups: 

Significant at the 0.01 level HV x SSD 

HV X FSU 

SSD X FSU 

Significant at the 0.05 level SB x HV 

SB X SSD 

Not significant SB x FSU 

The Effects of Structure on Differences between Agencies 

Relatively speaking, the strongest association is between SSD and 

FSU, the statutory and the voluntary social work agencies, and the 

weakest between SB, the central government income support 

department, and FSU, the voluntary social work agency. 

This finding is very much to be expected in the light of the 

different ways in which the agencies are structured. In classic 

organisational terminology SB may be described as conforming most 

closely to a bureaucracy and FSU as standing the furthest away. As 

large local government departments SSDs have bureaucratic 

characteristics, but their objectives are more explicitly concerned 

with delivering services and they tend to try and resist the effects 

of bureacratisation. HVs are also employed by large departments and 

are affected by the requirements of bureaucracy but they are 

generally organised to work in small teams, or even singly, and to 

be readily accessible to the users of their services. As we have 

already seen (p. 10-13) the values of the FSU included "an absence 

of formality or bureaucracy", it sought to promote staff 

participation in agency decision-making. 

The Decision to concentrate on the Social Work Sample 

Having found the central hypothesis of no difference between groups' 

experience of dysfunctional stress proven, it was now clear that 

there were strong associations between them on experience of 

potentially demanding aspects of working life. 

Given these similarities between groups the question now arose: How 

fruitful would it be to undertake further analysis of the whole 
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sample? Would it now be more worthwhile to narrow the focus and 

concentrate attention on the social workers' experience? 

The following arguments for and against this step were considered: 

Arguments in favour of concentrating analysis on social workers 

a. The central hypothesis of no difference between levels of 

dysfunctional stress in the four occupational groups was proven. 

b. Social workers were the primary focus of interest. 

c. It was intended to compare the experience of first line managers 

and basic grade staff. Neither SB nor HV could contribute to this, 

SB because the group did not contain managers, HV because the 

proportion of managers was too small to produce reliable results. 

d. SB and HV together consisted of 150 cases, their removal would 

still leave a sample of a viable size. 

e. From a practical point of view analysis would thus be simplified 

and more detailed examination would be possible within the 

constraints of available time and resources. 

Arguments in favour of pursuing analysis of all occupational groups: 

a. To provide the possibility of greater contrast, setting social 

work in a context of welfare agencies which have different purposes 

even though they share important characteristics. Retaining the 

non-social work groups would help to prevent the triviality of 

comparing like with almost like. 

b. To use as much data as possible for the benefit of workers in as 

many occupations as possible. 

c. To preserve 1/3 of the sample and increase the validity of 

findings from detailed analysis. 

The argument was finely balanced. It was finally decided that it 

would be more fruitful to focus on the experience of the social 

worker groups and, reluctantly, to discard the data on SB and HVs. 

Comparative data on all variables for all four groups may be found 

in Appendix III. 
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The last chapter rehearsed the reasons for focussing the study down 

to the social work population. Attention is now turned to social 

workers' experience of dysfunctional stress at work. 

Some similarity between the two groups of social workers was to be 

expected, but the possibility existed that differences, such as 

those in the nature of the work and the organisation of the 

agencies, would have an impact on experience of dysfunctional 

stress. When the strong association between them on the frequency 

with which they experienced potentially demanding features of work 

was found, as well as the strong associations on reaction to 

frequency, it was decided to recognise the similarity between the 

groups by treating them as if they were one. 

Social Workers' Experience of Dysfunctional Stress at Work 

Subsidiary hypothesis 1 a - There is no difference between 

perceived levels of stress experienced by social workers as 

evidenced by perceptions of potential demand at work. 

In order to test the subsidiary hypothesis above, we will examine 

perceptions of potential demand at work and compare the experience 

of those who defined themselves as more, the same, and less 

stressed than their colleagues. First, we will note experience of 

stress and coping, relating this to experience of other variables. 

8.1 SSD + FSU = Social Workers: Experience of Stress 

The combined total equalled 340, made up of 205 responses from SSDs 

and 135 from FSU. 18% of this group were managers and the 

remainder front line staff. The combined group's experience of 

dysfunctional stress and coping is shown in Table 8.1 on p. 188. As 

shown earlier (ppl79-180) slightly more social workers rated 

themselves as experiencing the same level of stress as others than 

occurred in the sample as a whole. Just over half had experienced 

their current level of stress for more than a year. Amongst those 

who had experienced their current level of stress for over 6 months 

the difference was statistically significant. Although the number 
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of cases is very small, and the finding should therefore be treated 

with great caution (a caveat which must be entered whenever further 

sub-divisions of stress levels are being considered), the 

indications are that stress had increased for the more stressed and 

reduced for those experiencing the same or less stress than others. 

As in the experience of the total sample, however, it did not 

necessarily follow that those who rated themselves as experiencing 

more stress would also regard themselves as not coping very well. 

8.2 Social Workers' Experience of Potential Demands at work 

This brief examination of experience of potentially demanding 

features of work will test the hypothesis -

Subsidiary hypothesis 1 a: There is no difference between perceived 

levels of stress experienced by social workers as evidenced by 

perceptions of Demand at work. 

It will concentrate particularly on those variables which are of 

interest because: 

a. they are experienced most frequently by the sample as a whole, or 

b. they are experienced most frequently by the more stressed sub-

sample. 

Because the number of cases in the more stressed (60) and less 

stressed groups (29) was small, applying the usual criterion that 

results would be considered statistically significant if they 

achieved the 0.05 level seemed inadequate. The more stringent 

requirement of achieving significance at the 0.01 level, that is to 

say with the probability of a result occurring by chance being less 

than 1 in 100, seemed more satisfactory . 

Table 8.2 on p. 189 is a comparative rank ordering of the frequency 

with which the more, the same, and less stressed, experienced all 

the potentially demanding features of work. Broadly, experience 

seems quite similar, but with interesting differences. 
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Table 8.1: Social Workers' Experience of Stress & Coping 

N = . 

Social Workers 

Total sample 

Length of time felt like this 

same more less All 

(215) (60) (29) (340) 

74 18 9 

70 19 10 

6 months of less 22 25 36 24 

6 months - 1 yr 24 27 21 24 

more than a yr 54 48 43 52 

= 3.015, d/f = 4, P = 0.5553 

If more than 6 months, level of stress experienced previously 

more than now 17 5 35 17 

less than now 11 25 3 13 

not applicable 71 70 72 70 

X2 = 20.624, d/f = 6, P = 0.0021 

Usually cope 

very well 20 19 29 21 

well 70 70 64 70 

not very well 9 12 4 9 

no stress - - 4 1 

X' = 13.556, d/f = 6, P = 0.0350 

Note Three SSD respondents did not respond to the question about 

level of current stress. They were therefore excluded from this 

part of the analysis. 
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Table 8.2 Rank Order of Potentially Demanding Features of Life at 

Work as experienced bv more, same & less stressed social workers 

Same More Less 

N = (215) (60) (29) 

Wide variety of simultaneous activities 1 1 4 

Work with highly supportive people 2 7 1 

No say in recruitment 2 6 3 

Stimulating work 4 3 2 

Appraisal 5 5 4 

More work than time to do well 6 2 9 

To much admin, work 7 10 5 

Handling extremely worrying situations 8 4 8 

Difficult teamwork 9 10 6 

Tight deadlines 10 7 7 

Much time spent on supervising others 10 8 7 

Work outside normal hours 11 9 8 

Writing reports for other agencies 12 12 10 

Unclear goals to work 13 13 12 

Dropping long term work for crises 14 11 9 

Low priority work 14 14 12 

Long term work which seems endless 15 15 11 

Insufficient authority for decisions 16 16 11 

Work outside area of knowledge 17 18 13 

Verbal abuse 17 16 14 

Inadequately explained work 18 15 10 

Difficult communication 19 15 14 

Difficult collaboration w. other occupations 20 19 16 

To much time spent on colleagues' affairs 21 17 15 

Uninteresting work 22 17 12 

Threats of physical abuse 23 16 16 
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8.3: The most frequently occurring potentially Demanding items 

Level of stress Same More Less 

Ability of the organisation to meet individual need 

55 Working with highly supportive people 

= 11.827, d/f = 8, P = 0.1591 

Stimulating work 

X' = 4.985, d/f = 8, P = 0.7592 

Difficult teamwork 

= 5.389, d/f = 8, P = 0.7152 

Potentially stressful features of organisations 

Too much admin, work 

X' = 8.227, d/f = 8, P = 0.411 

Role positions 

No say in colleague's recruitment 

= 5.275, d/f = 8, P = 0.7278 

Appraisal 

X^ = 5.949, d/f = 8, P = 0.6529 

Supervising others 

X= = 23.099, d/f = 8, P = 0.0032 

Time 

A wide variety of simultaneous activities 39 

X= = 17.980, d/f = 8, P = 0.0214 

More work than time to do well 39 

X^ = 36.039, d/f = 8, P = 0.000 

Tight deadlines 21 

X= = 17.004, d/f = 8, P = 0.0301 

Other 

Handling extremely worrying situations 27 

X=̂  = 24.672, d/f = 8, P = 0.0018 

47 

26 

31 

53 

41 

21 

41 

55 

29 

20 

43 

44 

40 

58 

58 

41 

54 

66 

55 

18 

30 

43 

45 

17 

17 

14 
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Table 8.3 on page 190 presents all the items which occurred usually 

or always for at least 20% of those who rated themselves as 

experiencing the same degree of dysfunctional stress as others. In 

this, and the subsequent report on the comparative experience of 

front line staff and managers, variables will be grouped according 

to the classification used in Chapter 5 (p. 91): 

- ability of the organisation to meet individual need, 

- potentially stress-provoking features of an organisation, 

- potentially stressful role positions, 

- time pressure, and a final group of 

- miscellaneous variables. 

Ability of the organisation to meet individual need Approximately 

50% of all three groups found their work stimulating, usually or 

always. Only 15% felt this to be true rarely or occasionally. 

They were in less agreement over the support they experienced from 

their colleagues however: 2/3 of the less stressed felt they worked 

with people who were highly supportive usually or always compared 

with just over 40% of the more stressed. Although this difference in 

experience of freguency does not meet the criterion set for 

statistical significance, the difference in satisfaction between 

groups (P = 0.0013) achieves signficance at the 0.01 level. 

Difficult teamwork affected approximately 1/4 of the sample. 

Although the difference in experience between the more and the less 

stressed is not signficant this variable is one of several 

experienced notably more often by the more stressed than by the less 

stressed. 

Potentially stressful features of the organisation There was broad 

agreement about the only item in this category which occurred 

regularly for 20% or more of the sample. Less than 1/3 of those in 

any of the stress levels felt they had too much administrative work 

usually /always. However, if this proportion is added to those 
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who felt they had too much as often as 1/2 the time, just over half 

the sample felt they had too much admin, work. 

Potentially stressful roles In a sample in which 80% are basic 

grade staff it might be expected that a large proportion would have 

little or no involvement in staff recruitment. Approaching 60% were 

quite regularly involved, with FSU contributing a large part of 

these figures. Between those experiencing different levels of 

stress, however, there is little variation between the proportions 

which did or did not have a say in recruitment. Lack of discretion 

in this respect does not appear to have been associated with stress. 

Similarly, there was little variation between stress levels in the 

proportions which rated themselves as subject to appraisal 

(professional assessment) usually/always (42% overall) or 

infrequently (49% overall). The difference between stress levels 

was statistically significant at the 0.01 level which may have been 

accounted for by variation in the practice of different departments 

or offices. The greater proportion of the sample expressed 

satisfaction with the frequency of appraisal. 

The third role-related item, concerned with spending a good deal of 

time supervising others, also reveals one of the differences between 

FSU and SSD members of the social work group. 50% of FSU respondents 

indicated that they usually or always spent a good deal of time 

supervising others, as opposed to 15% of SSDs. Between stress 

levels the highest proportion of those to whom this applied was 

found amongst the more stressed, suggesting that a disproportionate 

number of the more stressed might be FSU staff or managers, or both. 

The difference between stress levels was again statistically 

significant at the 0.01 level, a result which seems to reflect 

differences in agency practice as much as anything else. 

Arguably, this item might be classified under time. 

Time The first item under this heading in the Table - having to 

undertake a wide variety of simultaneous activities might be thought 

of as a measure of an organisation's ability to meet individual need 

for stimulation or variety, but it seemed to sit more satisfactorily 
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amongst the indications of time pressure. The differences between 

groups on the frequency with which all three items occurred are 

statistically significant at at least the 0.05 level. The first 

two also show statistical significance at the 0.01 level on 

differences between stress levels on satisfaction with the frequency 

with which they occurred. 

Nearly 60% of the more stressed had more work than time to do it 

well (compared with 4% of the less stressed), and nearly 70% of them 

indicated dissatisfaction with their situation (compared with 22% of 

the less stressed). 80% of the more stressed described themselves 

as having to undertake a wide variety of activities simultaneously 

(compared with 45% of the less stressed and 61% of the similarly 

stressed). More of the more stressed were dissatisfied with this 

situation and fewer of them satisfied, compared with the other two 

stress levels. 

Approximately twice as many of the more stressed (41%) than of both 

the similarly (21%) and the less stressed (17%) worked to tight 

deadlines usually or always, a result which was statistically 

significant at the 0.05 level. Marginally more of this sub-group 

were dissatisfied with this frequency and marginally fewer satisfied 

with it than those experiencing other stress levels. 

Other potentially demanding factors The only item under this 

heading which affected the required minimum proportion of the sample 

was handling extremely worrying situations. This was another 

variable which distinguished the more stressed from the remainder, 

occurring usually/ always for 54% of the more stressed, as opposed 

to 27% of the similarly, and 14% of the less stressed, a finding 

which achieved statistical significance at the 0.01 level. 

Summary Thus, while the findings indicate that the social work 

organisations were adequately meeting respondents' needs for 

achievement and self-actualisation in their jobs, what individuals 

were getting in the way of peer group support was more uncertain. A 

larger proportion of the more stressed than others seemed to be 

experiencing difficulties in their team. 
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Although many people felt they had too much administrative work this 

did not affect the more stressed more than others, and other 

potentially stressful aspects of organisations, such as the extent 

of discretion/authority and communication problems occurred 

infrequently. 

Those potentially demanding features of life at work concerned with 

roles and relationships which occurred frequently, tended to show up 

differences between the statutory and voluntary organisations rather 

distinguish different levels of stress. 

Pressures associated with time (or the lack of it) and the worrying 

aspects of the work are amongst those most clearly associated with a 

sense of dysfunctional stress at work. 

Eleven out of the 26 items occurred usually/always in the experience 

of at least 20% of the sample. Of these three showed differences 

between levels of stress which were statistically significant at the 

0.01 level (two concerned with time pressure), and two others 

differences significant at the 0.05 level (one of which was 

concerned with time pressure). 

Finding On this basis it would be necessary to say that 

Subsidiary hypothesis 1 - that there is no difference between 

perceived levels of stress experienced by social workers as 

evidenced by perceptions of potential demand at work is 

proven except in relation to pressure of time, 

and the alternative hypothesis - that there is a difference 

between perceiving levels of stress experienced by social 

workers as evidenced by perceptions of potential demand at work 

is not proven. 

8.3 Social Workers' Experience of Helping & Hindering Aspects 

of Work 

Subsidiary hypothesis 1 b; There is no difference between 

perceived levels of stress experienced by social workers as 

evidenced by perceptions of Support and Constraint at work. 
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Respondents were asked about 38 features of work which were regarded 

as potentially helpful or hindering. Taking the same cut off point 

as that used in discussing the potentially Demanding items, it will 

be seen that the great majority of items was experienced as helpful 

(Supportive) mostly or always by 20% or more of the sample as a 

whole. Indeed only one item {the image and reputation of social 

work) was experienced as helpful by less than 20%, and seven items 

were experienced as helpful by 50% or more. 

Thirteen items were experienced as hindering (Constraining) always 

or mostly by 20% or more of the sample as a whole, although the 

variations in experience between stress levels is greater on 

hindering than on helping items. 

Table 8.4 on the next page gives the rank order of the 15 items 

experienced as most helpful (mostly/always). On the same page 

Table 8.5 gives the rank order for the 15 most hindering items. 

Tables 8.6 and 8.7 (running on between pp. 197 and 199) present the 

most helpful and most hindering items classified according to the 

system followed previously. 

Organisation's ability to meet individual need It is clear that 

these respondents experienced their organisations as much more 

helpful than hindering in meeting their individual needs for self-

actualisation, for support from supervisors, and for job security 

and pay. Experience of self-actualisation, in the form of 

stimulating and varied work, and opportunity to use valued knowledge 

and skills, contributed three out of four of the items which 

occurred most frequently, all of which showed differences between 

stress levels which were statistically significant at at least the 

0.05 level. The fourth item, the extent to which the respondent's 

supervisor showed his or her confidence in the respondent's ability, 

appeared to be equally helpful for all stress levels, and did not 

show a statistically significant difference between them. The 

importance to the less stressed of sharing objectives with 

colleagues is also noteworthy. 
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Table 8.4: Rank Order of Helpful Features of Work 

Level of stress All Same More Less 

Degree to which work is stimulating 1 1 4 2 
Amount of variety in the job 2 3 2 3 
Opportunity to use valued knowledge/skill 2 4 I 3 

Supervisor's confidence in respondent 3 2 3 9 
Job security 4 5 6 5 
Pay 5 6 5 10 
Choice of work 6 7 9 7 

Ability & experience in the team 6 8 8 6 

Supervisor's knowledge/experience/ability 7 9 7 7 

Degree of authority for taking decisions 8 10 6 11 

Extent to which colleagues share objectives 9 11 12 1 

Encouragement to achieve high standards 9 12 12 8 

Frequency of goal setting with supervisor 9 13 10 4 

Supervisor's interpersonal skills 10 14 11 7 

Degree of rivalry & competition in team 11 15 13 12 

Table 8.5: Rank Order of Hindering Features of Work 

Level of stress All Same More Less 

Time to keep up to date in the field 1 1 1 1 

Rate of organisational/admin, change 2 2 2 6 

Image & reputation of the occupation 3 4 7 2 
Availability of support facilities 3 4 3 10 
Working conditions 4 5 4 7 

Management's attitude to union membership 5 5 12 6 

Size of the organisation 5 6 8 10 
Morale 5 6 10 4 

Agencies' support for new ideas 5 7 6 9 
Amount of administrative work 6 7 11 9 
Amount of time spent in meetings 6 9 5 3 

Clients' clarity about own goals 7 7 13 8 
Contact with higher management 7 8 9 5 

Prospects for promotion 8 10 14 11 

Encouragement to achieve high standards 9 3 12 12 
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Table 8.6 : Most frequently occurring Helpful (Supportive) Features 

Level of stress Same 

N = (251) 

Organisation's ability to meet individual need 

76 

More 

(60) 

Degree to which work stimulates 76 67 

= 17.377, d/f = 8, P = 0.0264 

Supervisor's confidence in respondent 73 69 

X' = 16.786, d/f = 8, P = 0.0324 

Amount of variety in job 73 70 

X= = 19.625, d/f = 8, P = 0.0119 

Opportunity to use valued knowledge/skill 72 75 

X= = 13.036, d/f = 8, P = 0.1106 

Job security 70 59 

X= = 0.743, d/f = 8, P = 0.2836 

Pay 66 61 

X' = 8.795, d/f = 8, P = 0.3599 

Supervisor's knowledge/experience/ability 60 58 

X= = 4.486, d/f = 6, P = 0.8108 

Potentially stress-provoking features of organisations 

Choice of work 62 52 

X2 = 6.133, d/f = 8, P = 0.6324 

Degree of authority for taking decisions 60 59 

= 4.832, d/f = 8, P = 0.7753 

Potentially stressful roles 

Ability & experience in the team 61 53 

X= = 6.708, d/f = 8, P = 0.5684 

Extent to which colleagues share objectives 60 47 

X' = 10. 301, d/f = 8, P = 0.2445 

Frequency of goal setting with supervisor 57 50 

X= = 13.022, d/f = 8, P = 0.1111 

Supervisor's interpersonal skills 52 48 

X= = 15.419, d/f = 8, P = 0.0515 

Degree of rivalry/competition in team 50 26 

X' = 10.984, d/f = 8, P = 0.2026 

Less 

(29) 

83 

62 

79 

79 

74 

60 

67 

67 

59 

68 

96 

76 

67 

50 
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Table 8.6 : Most frequently occurring Helpful (Supportive) 

Featuresfcont) 

Level of stress Same More Less 

N = (251) (60) (29) 

Other aspects 

Encouragement to achieve high standards 60 47 63 

X' = 10.513, d/f - 8, P = 0.2308 

Table 8,7: The most frequently occurring Hindering (Constraint) 

Features 

Level of stress Same More Less 

N = (251) (60) (29) 

Organisational ability to meet individual need 

Working conditions 27 41 14 

X= = 17. 280, d/f = 8, P = 0.0273 

Prospects for promotion 20 11 7 

X' = 15.044, d/f = 8, P = 0.0583 

Potentially stress-provoking features of organisations 

Rate of organisational/admin, change 35 52 16 

X= = 13.111, d/f =8, P = 0.1081 

Size of the organisation 26 33 11 

X= = 8.427, d/f = 8, P = 0.3929 

Amount of administrative work 25 29 12 

X' = 14.212, d/f = 8, P = 0.0764 

Potentially stressful roles 

Image & reputation of the occupation 30 34 26 

X^ = 4.319, d/f = 8, P = 0.9318 

Clients' clarity about own goals 25 25 13 

X= = 16.693, d/f = 8, P = 0.0335 

Agencies' support for new ideas 25 36 12 

X= = 9.946, d/f = 8, P = 0.2688 

Other aspects 

Time for keeping up to date in field 50 53 29 

X^ = 9.872, d/f = 8, P = 0.2742 

Encouragement to achieve high standards 38 26 4 

X= = 10.513, d/f = 8, P = 0.2308 
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Table 8.7: Most frequently occurring Hindering (Constraint) 

items(cont) 

Level of stress Same More Less 

N = (251) (60) (29) 

Availability of support facilities 30 47 11 

= 14.920, d/f = 8, P = 0.0607 Attitude of management to union 

membership 27 26 16 

X= = 12.542, d/f = 8, P = 0.1286 

Morale 26 31 18 

X' = 19.146, d/f = 8, P = 0.0141 

Contact with higher management 23 32 17 

X= = 4.639, d/f = 8, P = 0.7954 

Amount of time spent in meetings 22 40 23 

X= = 12.383, d/f = 8, P = 0.1349 
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While the basic needs for pay and job security appear to have been 

well met for all, the hindering effect of vorking conditions is 

striking, especially for the more stressed. 

Potentially stress-provoking features of organisations Again, 

respondents generally were more helped than hindered although a 

division may be seen between the helpful effects of discretion and 

the hindering effects of the characteristics of organisations. 

Nearly 2/3 of all respondents experienced as helpful the extent of 

their authority to make decisions, and a similar proportion also 

appreciated their degree of choice over work, although the more 

stressed found this less helpful. The rate of organisational and 

administrative change was the second most hindering factor overall, 

experienced as such by more than 1/3 of the sample as a whole and by 

over half of the more stressed. 

Potentially stressful role positions Factors concerned with 

internal staff relationships were experienced as most helpful by the 

greater proportion of respondents. Overall, approaching 2/3 

appreciated the ability and experience of other people in the team, 

although this proportion fell to just over half for the more 

stressed. The more stressed were also much less supported than 

others by the degree of rivalry and competition in the team (26% 

found this helpful as opposed to 50% of both the same and the less 

stressed), and 20% found it hindering as opposed to 17% of the same 

and 13% of the less stressed). Nearly 1/3 of the sample found the 

image and reputation of social work hindering, particularly the more 

stressed. 

The only items in this category which showed a statistically 

significant difference between those experiencing different levels 

of stress were: supervisor's interpersonal skills as a helpful 

factor with a large difference between the experience of the more 

and the less stressed, and clients' clarity about their own goals as 

a hindering factor. Both were statistically significant at the 0.05 

level, largely as a result of the position of the less stressed in 

each case. 
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Other potentially helpful or hindering features Many of these 

factors, most of which were introduced into the enquiry rather than 

borrowed from Payne, appeared to have a hindering rather than a 

helpful effect on these respondents. 

The item experienced as hindering by the largest proportion overall, 

nearly half, again came into the category of time pressure; time 

for keeping up to date in the field. Across the groups experiencing 

different levels of stress the proportions affected by this factor 

ranged from 53% of the more stressed, to 501 of the similarly, and 

291 of the less stressed. Availability (or non-availability) of 

support facilities was experienced as hindering by nearly a third 

overall. The distinction between the more (471) and the less (11%) 

stressed was marked (<0.l) although it did not achieve the minimum 

level for statistical significance. 

The only hindering factor which showed a difference in experience 

between stress levels and achieved statistical significance at the 

0.01 level was morale, a factor which might be understood as 

reactive but also as contributing to a sense of dysfunctional 

stress. 

Summary These findings support those discussed in the last 

section. 

Of the 38 items all but one were experienced as helpful by at least 

20% of the sample, and 13 were experienced as hindering by at least 

20%. Experience of help and hindrance tended to be similar across 

the three levels of stress, although the more stressed were more 

likely to score lower on helpful items and higher on hindering 

items, and vice versa for the less stressed. Only 10 items showed 

differences which were statistically significant at the 0.05 level 

or less, and only two - the amount of variety in the job and morale 

in the agency - achieved significance at the 0.01 level. 

Finding Subsidiary hypothesis 1 b. On the basis of these findings 

it would have to be said that the null hypothesis is proven and 

There is no difference between perceived levels of stress 
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experienced by social workers as evidenced by perceptions of Support 

and Constraint at work. 

8.4 Social Workers' Experience of Interaction between Work and 

Home and Helping and Hindering factors at home 

Subsidiary Hypothesis 1 c: There is no difference between perceived 

levels of stress experienced by social workers as evidenced by 

perceptions of the interaction between demands at work and at home 

and helping and hindering features of home life. 

Personal characteristics In considering the data in relation to 

this hypothesis it will be useful to be aware of the personal 

characteristics of the social worker group. Those respondents who 

experienced both more and less stress were older than their 

colleagues. Proportionately more men than women rated themselves 

as experiencing more stress. Marginally more of the more stressed 

lived by themselves and fewer had children. Of those who did live 

with a partner or friend, the largest proportion of these were in 

occupations unlike the respondent's. Approximately 1/3 of both the 

similarly and the more stressed lived with people who were in the 

same or related occupations. Of those with children the number of 

children in the family was very much the same across the three sub-

groups with fewer of the more stressed having only children. As 

far as children's ages were concerned the more stressed did not have 

disproportionately large numbers of children at ages which might be 

expected to make particular demands of their parents, such as under 

fives or teenagers. 

None of the differences between levels of stress are statistically 

significant. 

Interaction of work and home life Respondents were asked about six 

features concerned with income, caring for children, elderly or 

disabled people, and about housework, any of which might require 

time and energy of either male or female respondents. Many items 

were, of course, not applicable to many people, for instance those 

without children. The non-response rate ranged from 17% for those 
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who were not responsible for providing a primary income, to 62% for 

those who did not need to care for an elderly or disabled 

relative,and 78% for those who did not need to take sole 

responsibility for looking after children. 

Between half and 2/3 of the sample overall responded to one or other 

of the questions about income. Slightly more of the more stressed 

were responsible for providing the main income. 

The only other question which attracted a response of more than 20% 

concerned pressure of time - having more household tasks than time 

to do well. This applied to 1/3 of both the similarly and the more 

stressed sub-groups, but to only 1/4 of the less stressed. 

Satisfaction with features of life at home was generally high, with 

2/3 or more positively satisfied with all except having more house-

hold tasks than time in which to do them well. This item also 

caused the greatest dissatisfaction. All the other items were 

dissatisfying to less than 15%. 

On none of these items did the differences between levels of stress 

achieve statistical significance. 

Helping and hindering aspects of home life The rate of non-response 

to these eight items ranged from 68% for those not concerned about 

the allocation of responsibility for children, to 12% and 6% for the 

two items about time for oneself - time available for own interests 

and time available for complete relaxation. 

Of those who did respond the great majority again felt much more 

helped than hindered by their experience at home as it affected life 

at work. Nearly 80% felt helped by the extent to which their 

partner or friend approves of their job and by their support in 

coping with the demands of the job. Nearly 3/4 were helped by the 

adaptability of people at home to the demands of their job, and 2/3 

were helped by the way in which responsibility for children and 

household duties were allocated. 
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Table 8.8: Social Workers' Personal Characteristics 

& Experience of Stress 

Level of stress same more less All 

N = (215) (60) (29) (340) 

Age 

under 30 36 28 24 33 

31-40 43 45 48 44 

41-50 13 20 17 15 

over 50 9 7 10 9 

= 5.097, d/f = 8, P = 0.7471 

Gender 

male 35 50 35 38 

female 64 50 66 62 

= 5.305, d/f = 6, P = 0.5053 

Livina with 

family of origin 3 2 7 3 

by self 22 28 17 23 

with friends 12 13 10 12 

with partner 29 28 24 29 

partner & children 30 27 38 30 

with children only 4 2 3 3 

= 4.929, d/f = 10, P = 0.8959 

Occupation of oerson with whom livina 

same as self 14 19 7 15 

related 20 16 14 19 

unlike 34 30 54 35 

X' = 6.553, d/f = 6, P = 0.3642 
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The items which were experienced as most hindering were again 

concerned with pressure of time - time available for relaxation was 

the only item described as hindering by more than 20% of the sample. 

31% found this hindering and 19% found the time available for their 

own interests hindered them. These were the only areas where the 

more stressed could be seen to be noticeably more hindered than 

other respondents. The less stressed were more helped than others 

by the time available for themselves and also by approval of their 

job, and by allocation of responsibility for children and housework. 

However the differences between stress levels only achieved 

statistical significance on one item - time available for relaxation 

-at the 0,05 level. 

Finding On the basis of this data it would therefore have to be 

said that 

Subsidiary hypothesis 1 c - there is no difference between 

perceived levels of stress experienced by social workers as 

evidenced by perceptions of help (Support) and hindrance 

(Constraint) at home - is proven. 

The alternative hypothesis: that there is a difference between 

perceived levels of stress as evidenced by perceptions of 

Support and Constraint at home is found to be not proven. 

8.5 Social Workers' Psychological & Physical Health 

Subsidiary hypothesis 1 d: There is no difference between 

perceived levels of stress experienced by social workers as 

evidenced by indicators of health. 

Respondents were presented first of all with the 15 items from the 

short version of the General Health Questionnaire, for the purpose 

of assessing their state of mental health, and then with seven other 

items about physical health and well-being. 

The rate of non-response to the GHQ guestions varied between 10% and 

13% on the first part of the guestion and between 1% and 6% on the 

second part. Once again a greater proportion of people at all 
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stress levels gave positive rather than negative responses. The 

responses to the eight questions which were presented as positive 

statements will be considered first, then the negative statements, 

and finally the other health items. 

Positive statements For the sample as a whole 3/4 or more gave a 

positive answer to all these items, and 1/4 or less gave a negative 

answer. It will also be apparent from Table 8.9 (see the next two 

pages) that the answers to the second part of each question tended 

to moderate the answers to the first part. The perceptions of 

respondents in the three stress levels consistently vary markedly 

and the differences between groups are highly statistically 

significant in the majority of cases. 

The more stressed responded positively less often. Of particular 

note are the responses on ability to concentrate and feeling 

appreciated at work: 

- 55% of the more stressed said they had been able to concentrate, 

compared with 77% of the similarly stressed and 93% of the less 

stressed; 

- 57% of the more stressed said they had felt appreciated at work 

compared with 77% of the similarly stressed and 89% of the less 

stressed. 

Tables 8.9 and 8.10 show that the positive and negative responses of 

the more and the similarly stressed tend to be exactly reversed. 

Negative statements With the exception of two items 1/4 or less of 

the sample overall gave positive responses to these statements. 

The responses to these two items - feeling constantly under strain 

and feeling unhappy and depressed need to be treated with caution 

because they should be regarded as dependent variables in a study of 

dysfunctional stress at work. (The same must be said of the 

positively stated item coping well with stress at work). 

On the other items the response given to the positive statements, is 

reversed, as noted above, with 3/4 or more of the sample as a whole 

giving a negative answer (that is to say this condition did not 
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Table 8.9: General Health Questionnaire: Social Workers' Response 

to Positive Statements 

Level of stress 

N = 

Able to face up to problems? 

Yes 

No 

X' = 2.480, d/f = 2, P = 0.2894 

More so/same as usual 

Less/much less than usual 

= 22.683, d/f = 6, P = 0.0009 

Felt capable of making decisions? 

Yes 

No 

= 13.423, d/f = 4, P = 0.0094 

More so/same as usual 

Less so/ much less than usual 

X' = 25.483, d/f = 8, P = 0.0013 

Played a useful part? 

Yes 

No 

X= = 9.934, d/f = 2, P = 0.0070 

More so/same as usual 

Less/much less than usual 

x^ = 10.944, d/f = 6, P = 0.0901 

Able to enjoy normal activities? 

Yes 

No 

X= = 11.159, d/f = 2,P = 0.0038 

More so/same as usual 

Less/much less than usual 

x^ = 16.232, d/f = 6, P = 0.0126 

Same 

(251) 

92 

8 

89 

11 

91 

9 

85 

16 

86 

14 

80 

20 

80 

20 

71 

29 

More 

(60) 

86 

14 

71 

29 

77 

22 

65 

33 

71 

29 

71 

29 

68 

32 

58 

42 

Less All 

(29) (340) 

96 

4 

96 

4 

96 

4 

97 

3 

96 

4 

90 

10 

100 

97 

3 

91 

9 

86 

14 

89 

11 

82 

18 

85 

15 

80 

20 

80 

20 

71 

29 
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Table 8.9: General Health Questionnaire: Social Workers' Response 

Positive Statements(cont) 

Level of stress Same More Less All 

N = (251) (60) (29) (340) 

Coping well with stress at work? 

Yes 80 65 96 79 

No 20 35 4 21 

= 10.220, d/f = 2, P = 0.0060 

Better than/ same as usual 78 53 93 75 

Worse/much worse than usual 22 47 7 25 

X= = 27.525, d/f = 6, P = 0.0001 

Been able to concentrate? 

Yes 77 55 93 75 

No 23 45 7 25 

= 15.551, d/f = 2, P = 0.0004 

Better than/same as usual 71 50 90 69 

Less/much less than usual 29 50 10 31 

X= = 17.095, d/f = 6, P = 0.0089 

Felt appreciated at work? 

Yes 77 57 89 75 

No 23 43 11 25 

X' = 10.855, d/f = 2, P = 0.0044 

More so/same as usual 87 68 93 83 

Less/much less than usual 13 32 7 16 

X' = 19.064, d/f = 6, P = 0.0041 

Feeling reasonably happy? 

Yes 77 60 89 75 

No 23 40 11 25 

X' = 9.092, d/f = 2, P = 0.0106 

More so/same as usual 74 48 83 70 

Less so/much less than usual 26 52 17 30 

X= = 34.635, d/f = 6, P = 0.0000 
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Table 8.10: General Health Questionnaire; Social Workers' Response 

Negative Statements 

Level of stress Same More Less All 

N = (251) (60) (29) (340) 

Felt constantly under strain? 

Yes 42 80 15 46 

No 58 20 85 54 

X= = 33.402, d/f = 2, P = 0.0000 

Not at all/no more than usual 64 39 89 62 

Rather/much more than usual 36 62 11 39 

= 54.427, d/f = 6, P = 0.0000 

Felt unhappy/depressed? 

Yes 29 64 33 35 

No 71 36 66 65 

= 20.952, d/f = 2, P = 0.0000 

Not at all/no more than usual 75 58 79 72 

Rather/much more than usual 25 42 21 28 

X= = 14. 582, d/f = 6, P = 0.0238 

Lost much sleep because of worry? 

Yes 26 38 4 26 

No 74 62 96 74 

X= = 10.646, d/f = 2, P = 0.0049 

Not at all/same as usual 78 67 83 78 

Rather/much more than usual 22 33 7 22 

X= = 16.946, d/f = 6, P = 0.0095 
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Table 8.10: General Health Questionnaire; Social Workers' Response 

Negative Statements(cont) 

Level of stress Same More 

N = (251) (60) 

Been losing confidence? 

Yes 24 38 

No 76 62 

= 6.704, d/f = 2, P = 0.0350 

Not at all/no more than usual 81 63 

Rather/much more than usual 19 37 

X= = 14.145, d/f = 6, P = 0.0281 

Felt unable to overcome difficulties? 

Yes 20 35 

No 80 65 

= 5.613, d/f = 2, P = 0.0604 

Not at all/no more than usual 83 66 

Rather/much more than usual 17 35 

= 38.907, d/f = 6, P = 0.0000 

Felt powerless to accomplish anything useful? 

Yes 19 35 

No 81 65 

X^ = 9.556, d/f = 2, P = 0.0084 

Not at all/no more than usual 85 66 

Rather/much more than usual 15 34 

= 25.033, d/f = 6, P = 0.0003 

Been thinking of self as worthless? 

Yes 9 29 

No 91 71 

X^ = 15.058, d/f = 2, P = 0.0005 

Not at all/no more than usual 93 73 

Rather/much more than usual 7 27 

X^ = 27.333, d/f = 6, P = 0.0001 

Less All 

(29) (340) 

12 

88 

93 

7 

15 

85 

89 

11 

7 

93 

93 

7 

7 

93 

96 

4 

25 

75 

79 

21 

22 

78 

81 

19 

20 

80 

82 

18 

12 

88 

90 

10 
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apply in their case) and 1/4 or less giving a positive answer. More 

of the more stressed agreed that negative statements applied in 

their case, with, for instance, over 1/3 indicating losing sleep 

because of worry, losing of confidence, feeling powerless to 

accomplishing anything useful, and feeling unable to overcome 

difficulties. 

8,7 Social Workers' responses to other health items 

None of the remaining items revealed differences between respondents 

experiencing different levels of stress which were statistically 

significant {Appendix IV v). The rate of non-response to these 

items was in most cases under 10%. 

Less than 1/5 of the sample as a whole had seen their doctor within 

the past month and only 4% within the past week. More than half 

could not remember when they had last seen her or him. 40% had 

taken time off sick within the last three months, the greater 

proportion for less than a week. Approximately 1/4 had consulted a 

professional person over an emotional difficulty, although there 

were indications that this number might have included people who 

regarded such consultation positively as part of their personal 

development rather than being a necessity. 4% were currently 

receiving treatment for their nerves and 14% for physical health. 

87% regarded their general health as good or very good and only 1% 

as poor. 

One quarter had returned from a holiday within the past month and 

another 1/4 were planning to take a holiday within a month. 17% had 

not had a holiday for over three months and 38% were not planning to 

take one for more than two months. The more stressed were not over-

represented amongst those who might be regarded as in need of a 

holiday, however, nor were the less stressed over-represented 

amongst those who had recently had holidays. 

Summary Most of the responses to the GHQ items showed 

statistically significant differences at the 0.01 level between the 

experiences of the similarly, the more and the less stressed. The 

only item where the responses to one part or both of the two-part 
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question was significant at at least the 0.05 level was that on 

losing confidence. 

In general at least 3/4 of the sample responded positively to the 

questions which were stated in positive terms and no more than 1/4 

responded negatively, and at least 3/4 responded negatively to those 

stated in negative terms and no more than 1/4 responded positively. 

Responses from the more stressed group however, indicated that up to 

45% considered that positive statements did not apply to them. 

Approximately 1/3 of the more stressed indicated that those negative 

statements which can reasonably be regarded as independent variables 

applied in their case. 

The other items concerned with physical health and well-being did 

not reveal any statistically significant differences. 

Finding Subsidiary hypothesis l d In the light of these 

findings it would need to be said that: 

there were differences between perceived levels of stress 

experienced by social workers as evidenced by indicators of 

mental health, but no differences on indicators of general 

health. 

The null hypothesis is, therefore, proven in relation to indications 

of mental health. 

Social Workers' Experience of Stress: General Summary 

Tests of the central hypothesis: That there is no difference in 

perceived levels of stress amongst staff of four welfare agencies 

as evidenced by perceptions of Demands at work, found this 

hypothesis to be true as far as these particular respondents were 

concerned. Having found a strong association between the four 

groups' experience of potential Demands at work, particularly 

between the social workers in the statutory and voluntary 

agencies, it was decided to treat the latter as if they were one 

group and combine them, and to discard the data relating to the 

other two agencies for the purposes of this analysis. 
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Four sub-hypotheses were then tested which related to the three 

levels of stress - same, more and less than others - perceived by 

social workers, and their experience of potential Demands, 

Supports and Constraints at work and at home, and to their health. 

In relation to Demands at work the null hypothesis was found to be 

proven, with the exception of the association between experience 

of time pressure and more stress. In relation to Supports and 

Constraints at work the null hypothesis was found to be proven. 

There was also found to be no statistically significant difference 

between perceived levels of stress and experience of Demand, 

Support and Constraint at home. 

In this last section on indicators of recent mental and physical 

health and well-being, it was found that there were statistically 

significant differences between those experiencing different 

levels of stress and indicators of mental health but not on 

indicators of physical health. 

In the next chapter the second set of subsidiary hypotheses will 

be tested. These compare the experience of stress of managers and 

front line field social workers. 
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Managers and Front Line Social Work Staff 

Subsidiary hypothesis 2 a That there is no difference between 

managers and front line social work staff on experience of potential 

Demands at work. 

Managers represented 18% of the social work sample. They were 

divided between the statutory and voluntary agencies as follows: 

Table 9.1: Social Worker Managers and Staff 

SSD FSU Totals 

N = (208) (135) (343) 

Managers 13 5 18 

Social Workers 48 34 82 

Examination of their comparative experience of stress at work 

produced the following results: 

Table 9.2: Managers & Social Workers compared for 

experience of stress at work 

Same More Less Totals 

Managers 60 39 2 18 

Staff 77 13 10 82 

= 25.370, d/f = 2, P = 0.0000 

74% of the sample as a whole rated themselves as experiencing the 

same level of stress at work as others in their agency, 18% rated 

themselves as experiencing more, and 9% as less. When managers and 

other staff were compared, however: 

* 60% of managers rated themselves as experiencing the same level 

of stress as others as opposed to 77% of social work staff; 

* 39% of managers rated themselves as experiencing more stress than 

others compared with 13% of social workers; 
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* 2% of managers rated themselves as experiencing less stress 

compared with 10% of social workers. 

If so many more managers than social workers acknowledged 

experiencing high levels of stress at work did this also mean that 

they were not coping well? 

Table 9.3: Managers & Social Workers compared for 

ability to cope with stress at work 

Coped very not very no 

well well well stress All 

Managers 21 67 11 - 18 

Staff 21 70 9 1 82 

X= = 0.858, d/f = 3, P = 0.8355 

Note 1. 5 cases are missing. 

901 of the total considered that they were coping well or very well. 

The number of those not coping well is very small and not therefore 

reliable, but the indications are that although more managers 

experience a higher degree of stress than social work staff they 

cope no less well. 

In the next chapter we shall again test the hypothesis of no 

significant difference between occupational groups by examining 

experience of potentially demanding aspects of work. 

Comparative experience of stress 

Before proceeding to test this hypothesis it will be useful to 

recall managers' and social work staff's comparative experience of 

stress and how they rated their coping ability. Table 9.4 on p. ? 

shows that markedly more managers (39%) than staff (13%) regarded 

themselves as experiencing more stress than their colleagues, a 

difference between the groups which was statistically signficant at 

the 0.01 level, that is to with a 1 in 100 chance of occurring. The 
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proportion which considered that they coped well or very well was, 

however, almost the same - 89% of managers as against 91% of staff. 

Two-thirds of managers had experienced their current level of stress 

for more than a year, 1/5 for less than six months, compared with 

half the staff group who had experienced it for more than a year and 

1/4 for less than six months. This may be a reflection of the fact 

that more managers had been in their present posts for longer (87% 

for over a year as against 72% of staff). Amongst those who had 

been at their current level of stress for more than 6 months, more 

managers had experienced an increase and more staff a decrease. 

Features of life at work: Potential Demands 

The examination of this and the subsequent data focusses chiefly on 

the most definite responses for the sake of brevity, that is to say 

on the experience of those who indicated a frequency with which 

items occurred which was usually or always, and that they were quite 

or very satisfied or very or rather dissatisfied. It needs to be 

remembered, however, that on some items up to 1/4 or 1/3 of the 

sample indicated quite considerable frequency - occurring half the 

time and gave a neutral response of neither satisfaction nor 

dissatisfaction. The size of these intermediate responses may be 

checked in Appendix III. 

What is Demand? Payne described the concept as demandingness and 

defined it as "the degree to which the environment (natural, 

physical, intellectual, technical, financial and social) contains 

stimuli which peremptorily command the person's attention and 

response". % 
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Table 9.4: Managers' and Staffs' Experience of Stress & Coping 

Grade Managers Staff Both 

N = (62) (278) (340) 

Level of stress 

same as others 60 77 74 

more than others 39 13 18 

less than others 2 10 9 

= 25.371, d/f = 2, P = 0.0000 

Length of time felt like this 

6 months of less 21 25 24 

6 months - 1 yr 11 27 4 

more than a yr 68 48 52 

X= = 9.505, d/f = 2, P = 0.0063 

If more than 6 months, level of stress experienced previously 

more than now 10 18 16 

less than now 21 11 13 

not applicable 69 71 70 

= 6.152, d/f = 3, P = 0.1044 

Usually cope 

very well 21 21 21 

well 68 70 70 

not very well 11 9 9 

no stress - 1 1 

= 0.858, d/f = 3, P = 0.8355 
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Some understanding of how far respondents may have regarded an item 

as demanding may be assessed according to its ostensible 

desireableness, the frequency of its occurrence, and the extent of 

satisfaction and dissatisfaction with the frequency. 

Figure 9.5 : Model of Demand 

DESIREABLE ITEMS 

High Frequency + High Satisfaction/Low Dissatisfaction 

= Low Demand 

Low Frequency + High Dissatisfaction/Low Satisfaction 

= High Demand 

UNDESIRABLE ITEMS 

Low Frequency + Low Dissatisfaction/High Satisfaction 

= Low Demand 

High Frequency + High Dissatisfaction/Low Satisfaction 

+ High Demand 

Although this model is not without shortcomings, for instance it 

depends upon the observer's assessment of what is and is not 

desirable, it makes it possible to gain some insight into the 

experience of this sample, for example: 

Having to undertake a wide variety of activities simultaneously 

(a desirable item) 

Managers' experience Staff experience 

Very High Frequency High Frequency 

+ High Satisfaction + High Satisfaction 

/Low Dissatisfaction /Low Dissatisfaction 

= Low Demand = Low Demand 

The difference between the groups on experience of frequency, which 

in this case was statistically signficant at <0.01, was not always 

reflected in their indications of satisfaction, leading here to the 

conclusion that neither managers nor staff experienced the extent of 

the variety of their work as unduly demanding. 
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Table 9.6, parts i to iii., presents the experience of managers and 

staff of the 12 items which occurred most frequently and their 

satisfaction and dissatisfaction with the frequency. The items are 

classified under the four headings used previously with frequency 

appearing in the first part and satisfaction in the second. 

i. Organisational ability to meet individual need Three items out 

of the possible four in this category affected 20% or more of the 

sample usually or always. 

Undertaking stimulating work - In this case managers and staff both 

experienced quite high frequency (usually or always for 

approximately half), managers expressed very high satisfaction and 

very low dissatisfaction, and staff expressed high satisfaction and 

medium dissatisfaction. The difference between them on 

dissatisfaction was statistically significant at <0.01. This 

suggests that stimulating work is highly desireable, that the 

majority of managers found their work very stimulating, but a 

significant proportion of staff did not find their work sufficiently 

stimulating. 

Working with highly supportive people - This was experienced, 

usually or always, by rather over a half of each group. Similar 

proportions in each group were satisfied with this frequency but 

more than 1/4 in each case was dissatisfied. This led to the 

conclusion that it is extremely desirable to work with supportive 

colleagues and that a significant proportion of both managers and 

staff felt under-supported at least. It might, however, be more 

appropriate to see this result as a lack of support or a constraint 

rather than a demand. 

Difficult teamork - This occurred usually or always for only a few 

managers, but for over 1/4 of the staff. Those respondents who 

expressed a definite opinion were almost equally divided between the 

satisfied and the dissatisfied, approximately 40% on each side. This 

leads to the conclusion that difficult teamwork is an undesirable 

feature of life at work, that not experiencing it would be a cause 

of satisfaction, and having experienced it in the past or 
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9.6; The most frequently occurring Demand items 

i. Organisational ability to meet individual need 

a. Frequency 

Grade Managers Staff Both 

N = (62) (278) (340) 

Stimulating work 45 47 58 

= 4.942, d/f = 4, P = 0.2933 

Working with supportive colleagues 52 60 54 

= 3.652, d/f = 4, P = 0.4551 

Difficult team work 15 28 26 

= 7.0406, d/f = 4, P = 0.1338 

b. Satisfaction with Frequency 

Stimulating work Satis. 73 65 67 

Dissatis. 6 24 21 

X= = 15.216, d/f = 4, P = 0.0043 

Working with supportive colleagues 

Satis. 59 61 60 

Dissatis. 23 28 27 

= 4.837, d/f = 4, P = 0.3044 

Difficult team work Satis. 40 38 39 

Dissatis. 43 43 43 

X= = 6.376, d/f = 4, P = 0.1727 
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9.6: The most frequently occurring Demand items cont. 

ii. Potentially stressful features of organisations: Role issues 

Grade Managers Staff Both 

N = (62) (278) (340) 

a. Frequency 

Being subject to appraisal 36 43 42 

= 5.705, d/f = 4, P = 0.2223 

Spending time supervising others 70 13 24 

= 96.225, d/f = 4, P = 0.0000 

b. Satisfaction with Frequency 

Being subject to appraisal Satis. 59 57 57 

Dissatis. 28 18 20 

= 6.203, d/f = 4, P = 0.1845 

Spending time supervising others 

Satis. 83 60 65 

Dissatis. 5 11 10 

= 15.699, d/f = 4, P = 0.0035 
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fearing it in the future would give rise to just as much 

dissatisfaction as experiencing it in the present. 

ii. Potentially stressful features of organisations 

Role issues Two out of the possible nine items in this sub-

category were experienced usually or always by 20% or more of the 

sample. Both are aspects of hierarchical relationships - being 

subject to appraisal of performance, and supervising the work of 

others. The former could apply to both managers and other staff, 

the latter item was gualified by the description spending a good 

deal of time . . others in order to make it more applicable to 

managers. 

Between 1/3 and half of each group considered that they were usually 

or always subject to appraisal. This response does not necessarily 

indicate that others were not regularly appraised, since appraisal 

once a year or once in two years might reasonably be thought of as 

occurring half the time or even occasionally. Between 1/2 and 2/3 

of both groups were satisfied with the frequency, and approximately 

1/5 to 1/4 were dissatisfied. It may be concluded that experience 

of appraisal would vary, that individuals who had had good 

experiences would be satisfied, and also that those who had not been 

appraised and did not wish to be would also be satisfied. 

Conversely those who had had unhelpful experiences, and those who 

had not been appraised but wished to be, would be dissatisfied. 

Spending a good deal of time supervising others was, as would be 

expected a frequent experience for more managers (70%) than staff 

(13%),and both groups indicated satisfaction with these frequencies. 

Other issues including time pressure 

- Saving to undertake a wide variety of activities simultaneously 

was the item which affected most people most frequently, occurring 

usually or always for more than 80% of managers and nearly 60% of 

staff. The difference between the two groups was statistically 

significant at <0.01, in other words to be expected in not more than 

1 case in 100. Both seemed quite satisfied with this situation, 
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however, with between 1/2 and 2/3 of each expressing satisfaction 

compared with only one in six expressing dissatisfaction. The 

response to this variable thus gives a good example of a potentially 

demanding feature of work which was not experienced as demanding. 

Although freguency of occurrence was high, satisfaction was also 

high and dissatisfaction was low. 

- The feature of work which affected managers next most freguently 

was having more work to do than time to do it well. It occurred 

usually or always for managers (59%) twice as often as for other 

staff (351), a result which again would not be expected to occur 

more often than once in a hundred cases (<0.01). Similar 

proportions of both groups, approximately half of each, were 

dissatisfied with the freguency with which this was the case for 

them. This seemed to indicate the commitment of both grades of 

staff to doing their job well, and suggest that the item could be 

classified egually appropriately under need for achievement or self-

actualisation as under time pressure. Unlike the previous item 

this one, which also occurred guite freguently, gave rise to high 

dissatisfaction and low satisfaction and is clearly identified as a 

demand. 

- Working to tight deadlines also affected more managers than staff 

- approximately twice as many - although the numbers affected 

usually or always were not so great, 41% of managers and 21% of 

staff (<0.01). It did not give rise to the same levels of 

dissatisfaction, however, indeed half of each group were guite 

satisfied, suggesting that tight deadlines might give a sense of 

urgency and excitement to the work and, within limits, provide 

valued stimulation. This is another example of a potentially 

demanding variable experienced by guite a large proportion of one 

group which caused guite a high level of satisfaction and low 

dissatisfaction. Other staff were also much more satisfied than 

dissatisfied with the freguency with which they had to work to tight 

deadlines. 
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9.6: The most frequently occurring Demand items cont, 

iii. Other 

Grade Managers Staff Both 

N = (62) (278) (340) 

a. Frequency 

Wide variety of activities 82 59 63 

= 18.329, d/f = 4, P = 0.0011 

More work than time 59 35 40 

X' = 28. 638, d/f = 4, P = 0.0000 

No say in recruitment 33 54 50 

X= = 22.196, d/f = 4, P = 0.0002 

Too much admin, work 31 30 30 

X' = 4.737, d/f = 4, P = 0.3154 

Extremely worrying situations 41 28 30 

= 9.848, d/f = 4, P = 0.0431 

Working to tight deadlines 41 21 25 

X= = 14. 897, d/f = 4, P = 0.0049 

Unsocial hours 26 19 20 

3.692, d/f = 4, P = 0.4494 

b. Satisfaction with Frequency 

Wide variety of activities Satis. 58 62 61 

Dissatis. 14 16 14 

X= = 0.479, d/f = 4, P = 0.9755 

More work than time Satis. 28 36 34 

Dissatis. 51 45 46 

X' = 2.463, d/f = 4, P = 0.6512 
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9.6: The most frequently occurring Demand items cont. 

iii. Other (cont.) 

Grade Managers Staff Both 

N = (62) (278) (340) 

No say in recruitment Satis. 43 37 36 

Dissatis. 32 37 36 

X= = 2.716, d/f = 4, P = 0.6064 

Too much admin, work Satis. 33 33 33 

Dissatis. 36 37 37 

= 2.948, d/f = 4, P = 0.5666 

Extremely worrying situations 

Satis. 54 49 50 

Dissatis. 13 18 17 

X= = 1.954, d/f = 4, P = 0.7443 

Working to tight deadlines Satis. 47 53 53 

Dissatis. 15 11 12 

= 1.726, d/f = 4, P = 0.7859 

Unsocial hours Satis. 38 40 40 

Dissatis. 31 31 31 

= 1.306, d/f = 3, P = 0.8603 
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Other potentially stressful features of organisations 

- Involvement (or not) in the recruitment of colleagues has been 

treated as an area where discretion may (or may not) operate in 

organisations. One-third of managers were involved in recruitment 

but a majority of other staff were not. Satisfaction and dissatis-

faction were fairly evenly balanced, the relatively large proportion 

of both groups expressing dissatisfaction seeming to indicate a wish 

for greater involvement. 

- The necessity to undertake administrative work was also regarded 

as one of the features associated with bureaucracy and discretion. 

A third of both managers and other workers considered that they had 

too much administrative work, and one third of each group expressed 

satisfaction and one third dissatisfaction. The greater proportion 

of both groups did not appear to feel that the amount of 

administrative work they had to do was excessive. 

- Although this study did not set out to examine in detail 

potentially demanding features which might be peculiar to social 

work, it was considered important to enquire into the incidence of 

involvement in aspects of other people's lives which might cause 

worry or distress. It was expected that respondents would involved 

in worrying work. They were asked about the incidence of extremely 

worrying situations. These affected 41% of managers usually or 

always, and 28% of other staff, a difference between groups 

statistically significant at the 0.05 level. 

As with other variables which were experienced by more managers than 

staff, response to this incidence was evenly matched with approx-

imately half of each group expressing satisfaction and a small 

proportion dissatisfaction. This led to the conclusions that these 

social workers expected to find their work extremely worrying, that 

managers, through the process of supervision, are involved in a 

larger number of worrying cases, but that this is intrinsic to the 

work and accepted by the majority. 

- Similarly it was assumed that social workers would need to work 

outside the normal office hours expected in many other occupations, 
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and keep somewhat unsocial hours. This proved to be the experience, 

usually or always, of 1/4 of the managers and 1/5 of the other 

staff. Satisfaction and dissatisfaction were fairly evenly balanced 

in both groups. The assumption appeared to be supported by the 

response with rather more expressing satisfaction than dissatis-

faction. 

Infrequently occurring features of life at work 

Under half the 28 items in this section occurred usually or always 

for 20% or more of respondents. Some potentially demanding features 

as suggested by the literature and by experience affected these 

respondents with lesser frequency. Placed in category those features 

which occurred for the largest majorities very rarely or 

occasionally were: 

Saving to work outside your area of knowledge, 

Saving to work with people in other occupations/disciplines with 

whom it is difficult to collaborate. 

Working with people with whom it is difficult to communicate. 

Saving to spend more time on colleagues' personal affairs than 

the respondent would wish. 

Saving to do uninteresting work. 

Being threatened with physical violence or verbally abused. 

All these items occurred only rarely or occasionally to 80% or more 

of the sample, which suggests that these people worked largely in 

the areas of work with which they were familiar, that communication 

problems were not common, that relationships with colleagues were 

not too demanding, that they found their work interesting, and few 

people had to contend with physical or verbal abuse. 

Summary 

To avoid dysfunctional stress in their staff organisations need to 

meet, amongst other things, their needs for social support and scope 

for achievement and self-actualisation. The present findings 

suggest that although the greater proportion worked regularly with 
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supportive colleagues approximately 1/5 did so only occasionally. 

More than 1/4 of staff, but fewer managers, also regularly 

experienced difficult teamork. Both situations caused dissatis-

faction, especially the former. On the other hand approximately 

half of both groups usually enjoyed stimulating work and over 80% 

did so at least half the time. Staff experienced their work as 

less stimulating than did managers. 

Amongst the potentially stressful features of organisations about 

which respondents were asked, only those associated with formal 

differences of role between managers and staff, that is to say 

appraisal and supervising others, occurred with any great frequency. 

This frequency generally seemed to cause greater satisfaction than 

dissatisfaction. 

Pressure of time appeared to be the main area where experience set 

managers and other staff apart. The greater frequency with which 

more managers had to undertake a wide variety of activities 

simultaneously and work to tight deadlines did not appear to be 

experienced as demanding however. The only time variable which 

clearly emerged as demanding, for staff as much as for managers 

despite the greater frequency with which it was experienced by 

managers, was having more work to do than time to do it well. 

Other potentially stressful features of organisations which occurred 

frequently included having too much administrative work but this did 

not seem to be experienced as demanding. It was expected that 

social workers would be involved in extremely worrying situations 

and that they would need to work unsocial hours and this proved to 

the case for these respondents, but they appeared to regard both as 

expected aspects of the job and not experience either as unduly 

demanding. 

In general, therefore, the experience of managers and staff of 

features of life at work appeared to be similar. The main ways in 

which they were distinguished was in manager's greater experience of 

time pressure and involvement in worrying cases. The balance of 

satisfaction and dissatisfaction with the frequency with which these 
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features occurred was, however, generally similar for managers and 

staff. 

Finding Subsidiary hypothesis 2 a That there is no difference 

between managers and front line social work staff on experience of 

Demands at work. 

In the light of these findings it would need to be said that there 

is no difference between managers and front line social work staff 

on experience of Demands at work. Although managers experience 

greater time pressure this is not perceived as demanding except when 

they have more work to do than time to do it well. This is also 

perceived as demanding by other staff. 

The null hypothesis is, therefore, proven, and the alternative 

hypothesis: that there is a difference between managers and front 

line social workers experience of Demands at work is not proven. 

Helping and Hindering Factors at Work 

Subsidiary hypothesis 2 b That there is no difference between 

manager's and front line social work staff's experience of Support 

and Constraint at work. 

What are Support and Constraint? Payne described these two concepts 

as supportiveness and constrainingness and defined them as follows: 

Supportivesness is "the degree to which the environment makes 

available resources (natural, physical, intellectual, technical, 

financial and social) relevant to the demands made upon the system 

(person, group, organization)". 

Constrainingness is "the degree to which the environment (natural, 

physical, intellectual, technical, financial and social) constricts, 

confines or prevents the system (person, group, organization) from 

surviving the demands made upon it".= 

In this study support and constraint have been regarded as 

synonymous with help and hindrance. Those factors at work which 

were experienced by respondents as helping them to do their job 

well, always or most of the time, were assumed to be supportive, and 
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those factors which were experienced as hindering, always or most of 

the time, were assumed to be constraining. 

Once again. Table 9.7 (between pages and ) contains all the items 

which were experienced as helpful or hindering by at least 20% of 

the sample as a whole, presented in the categories: organisational 

ability to meet individual need, potentially stressful features of 

organisations, role and other issues. Particular attention is paid 

to the positive indications that factors helped or hindered always 

or most of the time. 

Consulting the table two points immediately become apparent: 

a. not only are there a great many more helpful and hindering items 

than there were demanding ones, but 

b. a greater number of factors were experienced as helpful rather 

than hindering. 

The categories will be discussed in turn. 

i. Organisational ability to meet individual need 

Support from supervisors Three out of a possible four items were 

experienced as helpful, always or most of the time, by a majority of 

respondents. In particular nearly 3/4 of both managers and other 

staff were helped by the extent to which their supervisor showed her 

or his confidence in their ability. 

Opportunity to use skills/scope for self-actualisation All these 

three items were experienced as very helpful for 3/4 of the sample 

with more managers (80%) consistently indicating being helped than 

workers (72% average). 

Pay and job security and the physical environment 

Turning to how more basic needs were met, the majority of 

respondents felt helped in the first two respects, but not to the 

same degree as by their opportunities for self-actualisation. Here 

the experience of managers and other staff still followed the 

pattern set by the other items, of managers doing a little better 

than staff. In the experience of physical working conditions this 
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effect became strikingly exaggerated, with more than 2/3 of managers 

helped as against 1/3 of staff, and 1/3 of staff actually hindered 

by the conditions in the rooms which they had to work. Although it 

is not necessarily clear whether the question refers only to rooms 

in the office and excludes rooms in clients' homes visited in the 

course of their work, which might help to explain the large 

difference between managers and social work staff, the difference is 

statistically significant at <0.01. 

Also in this category a miscellaneous item, the availability of 

support facilities, which might be understood variously from 

sufficient administrative help through transport to the maintenance 

of premises, revealed managers again being marginally better helped 

than staff. 

Potentially stressful features of organisations 

Bureaucracy/scope for discretion Although it does not reach the 

minimum level for statistical significance (<0.05) adopted in this 

study there was a noticeable difference between managers and social 

workers on degree of authority for decision-taking. Three-quarters 

of managers considered themselves helped by the extent of their 

authority compared with just over 1/2 the other staff. Managers 

were somewhat more constrained than staff in their discretion over 

choice of work, but not surprisingly had more control over whom they 

worked with, having more say in the recruitment of staff. 

Both groups were equally hindered (1/4 of each) by the amount of 

administrative work they had to do. 

Characteristics of organisations The balance was quite fine between 

the helping and hindering effects of the size of the organisations 

in which these respondents worked. The question did not, of course, 

imply anything about large or small size, and people could 

experience either as having helping or hindering effects. What is 

clear, however, is that the rate of administrative/ organisational 

change was the factor experienced as hindering by the largest 

proportion of respondents, 1/3 of the whole sample. 
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Table 9.7: The most frequently occurring Support/Constraint items 

i. Organisational ability to meet individual need 

Grade Managers Staff Both 

N = (62) (278) (340) 

Supervisor's confidence in 

respondent Helps 73 71 72 

Hinders 5 4 4 

= 0.630, d/f = 4, P = 0.9596 

Supervisor's knowledge, skill, etc. 

Help 64 59 60 

Hinder 2 12 11 

= 3.686, d/f = 4, P = 0.4502 

Frequency of goal setting 

with supervisor Helps 57 58 58 

Hinders 5 9 9 

X= = 2.215, d/f = 4, P = 0.6962 

Stimulating work Helps 80 73 75 

Hinders 5 6 6 

X= = 6.031, d/f =4, P = 0.1968 

Amount of variety Helps 80 71 73 

Hinders 3 6 5 

X' = 5.373, d/f = 4, P = 0.2511 

Opportunity to use skills 

Helps 80 72 73 

Hinders 3 7 6 

X' = 4.202, d/f = 4, P = 0.3793 
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Table 9.7: The most frequently occurring Support/Constraint items 

(cont) 

i. Organisational ability to meet individual need (cont) 

Grade Managers staff Both 

N = (62) (278) (340) 

Job security Helps 71 67 68 

Hinders 6 9 9 

X= = 2.350, d/f = 4, P = 0.6716 

Pay Helps 68 64 64 

Hinders 9 8 8 

X' = 0.950, d/f = 4, P = 0.9172 

Working conditions Help 69 32 39 

Hinder 16 31 28 

X= = 35.777, d/f = 4, , P = 0.0000 

Availability of support facilities 

Helps 42 39 39 

Hinders 27 33 31 

X= = 0.907, d/f = 4, P = 0.9236 

ii. Potentially stressful features of organisations 

Degree of authority for decision-taking 

Helps 74 56 60 

Hinders 5 11 10 

X' = 8.002, d/f =4, I ) = 0.0915 

Control over who work with 

Helps 59 39 43 

Hinders 9 18 16 

= 8.911, d/f = 4, P = 0.1126 
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Role issues It will be remembered that these questions were 

concerned with roles in relation to innovation, boundary functions 

between agencies, relationships - between the individual and the 

union, within teams, between workers and supervisors, and role 

ambiguity. The seven factors which either helped or hindered 20% or 

more of the sample were all concerned with relationships or with 

role ambiguity. 

Relationships - Managers seem to have had slightly better experience 

than other staff of the interpersonal skills of their otî n 

supervisors, and more of them also felt helped by the composition of 

their team in terms of ability and experience. Between 1/2 and 2/3 

of each group again feeling helped always or most of the time. 

The rate of staff turnover was also experienced as much more helpful 

(62%) than hindering (8%) by managers, with a lower proportion of 

staff (45%) feeling helped and a higher proportion (18%) feeling 

hindered. This difference, which was not statistically significant, 

may perhaps be understood in terms of the adjustment turnover 

requires of staff who may be more dependent upon each other for 

social support. Considering that between one and two people in 

every group of ten had been in post for under a year and another one 

to two people were considering leaving within a year this result 

seems to suggest a considerable degree of equanimity with staff 

change. 

A significant proportion of both groups gave an equivocal response 

on the effect of the degree of rivalry and competition in the team. 

Slightly more than half the sample finding this some help or some 

hindrance or hindering most or all of the time, and slightly under 

half finding it helpful. 

A quarter of social worker respondents found their contact with 

higher management to be hindering, and a third of both social 

workers and managers found it helpful. 
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Table 9.7; The most frequently occurring Support/Constraint items 

ii. Potentially stressful features of organisations (cont.) 

Grade Managers Staff Both 

N = (62) (278) (340) 

Degree of choice of work 

Helps 49 64 61 

Hinders 12 13 13 

= 2.008, d/f = 4, P = 0.7343 

Amount of admin, work Helps 14 23 21 

Hinders 25 25 25 

X= = 3.694, d/f = 4, P = 0.4490 

Rate of admin/organisational change 

Helps 14 23 21 

Hinders 38 36 36 

X' = 11.404, d/f = 4, P = 0.0224 

Size of organisation Helps 24 32 30 

Hinders 25 26 26 

X' = 2.239, d/f = 4, P = 0.6919 

iii Role issues 

Colleagues' ability/experience 

Helps 63 59 60 

Hinders 5 13 12 

X» = 4.058, d/f = 4, P = 0.3982 

Supervisor's interpersonal skills 

Help 63 51 53 

Hinder 5 12 11 

= 3.489, d/f = 4, P = 0.4795 
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Table 9.7 The most frequently occurring Support/Constraint items 

(cont) 

iii Role issues (cont.) 

Grade Managers Staff Both 

N = (62) (278) (340) 

Rate of staff turnover 

Helps 62 45 48 

Hinders 8 18 16 

= 6.455, d/f = 4, P = 0.1676 

Degree of rivalry in team 

Helps 42 46 45 

Hinders 13 18 17 

= 1.409, d/f = 4, P = 0.8425 

Contact with higher management 

Helps 39 31 32 

Hinders 17 26 24 

X' = 2.877, d/f = 4, P = 0.5786 

Extent colleagues share objectives 

Helps 59 58 58 

Hinders 7 11 11 

= 2.505, d/f = 4, P = 0.6438 

Extent outcome of work can be assessed 

Helps 42 50 48 

Hinders 9 11 11 

= 1.817, d/f = P = 0.6112 

-236-



Chapter Nine: Findings III 

Role ambiguity - This may arise from differences in expectations 

amongst colleagues, between the profession and the public, between 

social workers and clients, and the extent to which it is possible 

to be clear about the anticipated outcome of work. 

Just over half of both groups found the extent to which they felt 

their colleagues shared their objectives helpful. 

One-third found the image and reputation of social work hindering 

including a slightly larger proportion of staff. This may suggest 

that managers had become more accustomed to the ambiguous 

relationship between the profession and society. 

The extent to which the outcome of work can be assessed was helpful 

to both managers and staff. 

On the other hand the extent to which clients' were clear about 

their own goals in relation to social work was experienced as 

hindering, by a larger proportion of staff (26%) than managers 

(111). Again, longer experience of the profession and less direct 

contact with clients might be expected to lead to greater tolerance 

of ambiguity. The differences between the two groups were not 

statistically significant, however. 

iv. Other issues 

Time pressure The most hindering factor of all for both groups was 

the time for keeping up to date in the field, from which it would 

seem that lack of time was the problem. This factor may be linked 

to the hindering effect of administrative and organisational change. 

A final feature of time pressure which was also experienced as 

hindering but not to the same extent was the amount of time spent in 

meetings. Over half the sample gave an eguivocal response to this 

item. 

Three of the remaining five items received a definite response from 

20% or more of the sample, and two of these revealed differences in 

experience between managers and staff which achieved or nearly 

achieved the reguired level of statistical signficance. Half the 

managers found morale in their agency helpful compared with 1/3 of 
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the other staff (a result which was signficant at the 0.05 level), 

and over 1/4 of staff found it hindering. There was also a marked 

difference in experience of encouragement to achieve the best 

standards of work, with 3/4 of managers feeling helped always or 

most of the time as against half the staff. Two-thirds of staff 

were helped by the attitude of management to union membership as 

against less than 1/3 of managers, but this difference was not 

statistically significant. 

Summary 

The organisations from which these respondents were drawn appear to 

have met the higher needs of both managers and staff better than 

they met their basic physical needs. Both groups felt much more 

helped than hindered by the support they received from their 

supervisors and by their opportunities to use their skills. 

In some instances where hindrance was not indicated unequivocally, 

for instance, the extent to which respondents had their needs met 

for the regular setting of goals for work (58%) and for 

knowledgeable and skilled supervisors (60%), the extent to which 

they felt helped might seem less than adequate. 

The experience of staff and managers on many factors was similar, 

but there was a tendency for a greater proportion of managers to 

experience factors as helpful and a greater proportion of staff to 

experience them as hindering. The extent to which staff were 

hindered by the conditions in which they worked provided a striking 

example of this, and one of the few where the differences between 

the grades were shown to be statistically signficant. 
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Table 9,7: The most frequently occurring Support/Constraint items 

(cont) 

Grade Managers Staff Both 

N = (62) (278) (340) 

iii Role issues (cont.) 

Clients' clarity about goals 

Helps 

Hinders 

= 5.864, d/f = 4, P = 0.2095 

Reputation of social work 

Helps 

Hinders 

X' = 3.672, d/f = 4, P = 0.5976 

iv. Other issues 

Time for keeping up to date in field 

Helps 28 

Hinders 

X' = 2.008, d/f = 4, P = 0.7343 

Amount of time spent in meetings 

Helps 

Hinders 

X= = 2.66, d/f = 4, P = 0.6159 

Encouragement of high standards 

Helps 

Hinders 

X^ = 8.232, d/f = 4, P = 0.0834 

Morale in agency Helps 

Hinders 

X= = 9.954, d/f = 4, P = 0.0412 

Attitude of management to union membership 

Helps 29 

Hinders 24 

X^ = 3.180, d/f = 4, P = 0.9236 

24 

49 

22 

25 

58 

15 

35 

26 

38 

26 
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Finding: Subsidiary hypothesis 2 b In the light of these findings 

it would need to be said that there is DO difference beti^een 

managers and front line social work staff on experience of Support 

and Constraint at work, except in respect of staff's experience of 

the physical conditions in which they worked which they found 

signficantly more hindering or constraining. 

The null hypothesis is, therefore, found proven, and the alternative 

hypothesis: that there is a difference between managers and front 

line social workers experience of Supports and Constraints at work 

is not proven. 

Managers and Staff - Interaction between Work and Home Life 

Subsidiary Hypothesis. : There is no difference between managers 

and staff in perceptions of interaction between demands at work and 

at home and helping and hindering features of home life. 

Personal characteristics As when comparing perceived levels of 

dysfunctional stress at work and perceptions of the interaction 

between work and home life it will be useful to be aware of the 

personal characteristics of managers and staff. A summary table 

appears on the next two pages. 

As might be expected the managers tended to be older than the other 

staff, 3/4 of managers being aged between 30 and 50, compared with 

just over 1/2 the staff nearly 40% of whom were under 30. Amongst 

managers the gender ratio approached 50:50, but as is usually the 

case in most part of the social work profession amongst the staff 

women (62%) predominated over men (38%). 

One-third of managers lived by themselves compared with 1/5 of 

staff, and approximately 60% of both groups lived with a partner or 

a partner and children. Of those who lived with a partner or 

friend aproximately 1/3 lived with someone in a similar or related 

occupation, this applying to slightly more managers than staff. More 

than 1/3 of staff lived with someone in an unrelated occupation 
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Table 9.8: Manaaers' & Staff's Personal Characteristics 

Grade Managers Staff Both 

N = (62) (280) (342) 

Age 

under 30 8 39 33 

31-40 52 42 44 

41-50 23 13 15 

over 50 18 6 8 

= 26.431, d/f = 4, P = 0.0000 

Gender 

male 52 35 38 

female 48 65 62 

= 6.492, d/f = 3, P = 0.0900 

Livina with 

family of origin 2 3 3 

by self 31 21 23 

with friends 5 13 12 

with partner 21 30 29 

partner & children 40 28 30 

with children only 2 4 3 

x= = 10.138, d/f/: = 5, P = 0.0714 

'Occupation of oerson with whom livina 

same as self 21 13 15 

related 16 19 19 

unlike 24 37 35 

X= = 5.901, d/f = 3, P = 0.1165 
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Table 9.8: Manaaers' & Staff's Personal Characteristics 

Grade Managers Staff Both 

N = (62) (280) (342) 
Number of children 

one 8 13 12 

two 29 14 17 

three 7 6 6 

four — 2 2 

X= = 9.442, d/f = 4, P = 0.0510 
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compared with 1/4 of managers. The differences between groups in 

these respects were not, however, statistically significant. 

Just over half the managers had no children compared with 2/3 of 

staff, a feature probably accounted for by the difference in age 

between the two groups. Similarly, amongst those who did have 

children a larger proportion of managers than staff had two or more. 

A larger proportion of managers (23%) than staff (10%) had children 

under five, a difference which was statistically significant at the 

0.01 level, but at other ages the proportion were similar. 

Interaction of work and home life As we know from the comparison 

of perceptions of those experiencing different levels of stress at 

work some of these items were not relevant to a large proportion of 

the sample and levels of non-response were quite high. 

Responsibility for providing the main income rested usually or 

always with a larger proportion of managers (83%) than staff (60%), 

and more staff indicated clear satisfaction with this situation, 3/4 

compared with 1/2 the managers, possibly reflecting the difference 

in gender make up of the two groups. Both results were statistically 

significant at the 0.01 level. The proportions responsible for 

providing essential subsidiary income were similar (approximately 

1/2 of each group) and the level of satisfaction were also similar. 

There were no significant differences between the groups on 

frequency or satisfaction with frequency of taking responsibility 

for an elderly/disabled relative, nor frequency of having to look 

after children alone although this occurred for more than 1/4 of 

staff at least half the time. There was a difference between the 

groups on satisfaction over the frequency with which they took sole 

responsibility for looking after their children which was 

significant at <0.01. 

Although very few people (8% of staff and 6% of managers) had to 

undertake responsibilities concerned with home during working hours 

nearly 1/4 of managers were dissatisfied with this, possibly 

indicating a wish that they could give time to such things (<0.0l). 
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Apart from the two items on income the only one which applied to 20% 

or more of the sample usually or always was again the one concerned 

with having more household tasks to do that time to do them well. 

This applied to 1/3 of both groups, and produced a larger proportion 

of dissatisfied people amongst managers (41%) than staff (31%), but 

the difference was not statistically significance. 

Helping and hindering aspects of home life None of the responses 

of managers and staff to the eight items in this section showed 

differences in perception which were statistically significant. The 

only items which were experienced as hindering always or mostly by 

20% or more were, as might be expected, those concerned with time: 

time available for ones own interests which hindered approximately 

1/5 of each group with 1/3 indicating that this caused some help and 

some hindrance. Time available for relaxation hindered 1/3 of each 

group and for a further 1/3 it caused some help and some hindrance. 

The other three items where a significant proportion gave an 

equivocal response were concerned with the demands a partner's or 

friend's job made on the respondent - 40%, allocation of 

responsibility for children - 30%, and allocation of household 

duties which 41% of managers considered caused some help and some 

hindrance compared with 29% of staff. 

Summary The results of this brief examination of managers' and 

staff's perceptions of the interaction between work and home life 

indicate that their experience was very much the same. Despite 

rather a larger proportion of managers than staff having young 

children the demands of home life were not experienced as hindering 

their ability to do their work, even though approximately half the 

managers were women. 

Finding It would therefore have to be said that 

Subsidiary Hypothesis 2 c. : there is no difference between 

managers and staff in perceptions of interaction between demands at 

work and at home and helping and hindering features of home life. 

Recent Health 
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Subsidiary hypothesis 2 d.: There is no difference between managers 

and staff on indicators of mental and physical health. 

The last part of the questionnaire enquired into respondents' mental 

health, by means of a 15-item version of Goldberg's General Health 

Questionnaire, and into physical health with seven further items. 

The responses of managers and staff to this section revealed close 

agreement on almost all items (see Appendix III.v). None showed 

differences which were statistically significant at the 0.01 level 

and only two at the 0.05 level. 

General Health Questionnaire It will be remembered from the 

comparison of the perceptions of the more, similarly and less 

stressed that eight of the GHQ items were positive statements and 

seven were negative. For convenience these are listed again below. 

For greater detail the reader is referred to Chapter Five, section 

4.5, and to Appendix III.v. 

Positive Statements 

Been able to concentrate 

Played a useful part 

Felt capable of making decisions 

Been able to enjoy normal activities 

Been able to face up to problems 

Felt appreciated at work 

Coped well with stress at work 

Felt reasonably happy 

Negative statements 

Lost sleep because of worry 

Felt constantly under strain 

Felt unable to overcome difficulties 

Felt powerless to accomplish anything useful 

Felt unhappy or depressed 

Been losing confidence 

Been thinking of self as worthless 
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As in the comparison of stress levels, at least 2/3 of the sample 

gave a positive response to most of the positive statements. These 

ranged between 74% of managers and 75% of staff indicating that they 

had recently been able to concentrate, to 91% of both groups who had 

been able to face up to problems. Similarly at least 2/3 gave a 

negative response to most of the negative statements, ranging from 

43% of managers and 57% of staff who indicated that they had not 

felt constantly strain, to 86% of managers and 88% of staff who had 

not been thinking of themselves as worthless. 

The answers to the second part of each question again tended to 

moderate the strength of the answer to the first part, for example: 

Example of a moderating response to positive statement 

Managers Staff 

Been able to face up to problems 

Yes 91 91 

No 9 9 

X^= 0.000, d/f = 1, P = 1.0000 (after Yates correction) 

More so/same as usual 79 88 

Less/much less 21 12 

X= = 4.514, d/f = 3, P = 0.2110 

Initially the response here suggests that almost all managers and 

staff considered they had been able to face up to problems, but the 

response to the second part moderates this impression somewhat. The 

difference may be accounted for by the different levels of non-

response to the two parts: 11% of the sample did not respond to the 

first part and 3% did not respond to the second. This variation in 

level of response occurs throughout the GHQ questions. 
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Example of a moderating response to a negative statement 

Managers Staff 

Lost sleep because of worry 

Yes 38 24 

No 63 76 

= 3.888, d/f = 1, p = 0.0486 (with Yates correction) 

Not at all/same as usual 73 79 

Rather/much more 27 21 

X' = 3.155, d/f = 3, P = 0.3683, 

In this case the response to the first part shows a difference 

between groups which achieves statistical significance at the 0.05 

level, but the response to the second part does not. 

In general the effect of this differential response is to reduce the 

impact of the first part of the question, particularly in responses 

to positive statements, but in two cases the impact was increased: 

both managers and staff emphasised that they had not been losing 

confidence, and that they had felt appreciated at work. 

Focussing on those respondents who gave negative answers to positive 

statements and positive answers to negative statements, the three 

items which stand out are: 

Felt constantly under strain - 46% of the sample overall (57% of 

managers and 44% of staff) agreed with this statement. This result 

needs to be treated with caution, however. It cannot be safely 

regarded as an independent variable in a study of dysfunctional 

stress. 

Lost sleep because of worry - This applied to 26% of the sample 

overall and to 38% of managers. 

Felt unhappy and depressed) - This had been the recent experience of 

35% of the sample overall. 

On those items which might give cause for concern about respondents' 

mental health, responses were as follows: 
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Thinking of oneself as worthless 

- Yes: 12% (managers 15%, staff 12%); 

- Rather more/much more than usual: 12% (managers 15%, staff 12%) 

Been able to face up to problems 

- No: 9% (managers and staff); 

- Less/ much less than usual: 14% (managers 21%, staff 12%). 

Felt capable of making decisions 

- No: 11% (managers 9%, staff 11%); 

- Less/much less than usual: 18% (managers 26%, staff 16%) 

On those items which might particularly reflect the difficulties of 

respondents experiencing a great deal of pressure at work responses 

were as follows: 

Been able to concentrate 

- No: 25% (managers 26%, staff 25%); 

- Less/much less than usual: 31% (managers 30%, staff 31%). 

Played a useful part 

- No: 15% (managers 17%, staff 15%); 

- Less/much less than usual: 20% (managers 22%, staff 20%). 

Been losing confidence 

- Yes: 25% (managers 25%, staff 25%); 

- Rather more/much more than usual: 21% (managers 22%, staff 21%). 

These results suggest that although the second part of the question 

tends to exaggerate the negative response, managers and staff tend 

in the same direction to the same extent on items which reflect the 

difficulties of people under pressure. Managers had lost more sleep 

because of worry, and on capacity to face up to problems and make 

decisions they had fared worse than staff. These results cannot, 

however, be regarded as statistically significant, although the 
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difference between managers and staff on ability to make decisions 

was statistically significant at <0.1. 

It is perhaps also worth noting the difference between groups on one 

final item: 

Feeling powerless to accomplish anything useful 

Yes: 20% (managers 17%, staff 20%); 

Rather more/much more than usual: 18% (managers 24%, staff 16%). 

This was also significant at <0.1, which lent support to the 

emerging view that although these managers regarded themselves as 

coping quite well with their greater degree of stress the quality of 

their performance may have been at risk of being effected. 

Other health items None of the remaining seven questions about 

physical health showed any significant differences in the experience 

of managers and staff. Just over 1/5 had seen their doctor within 

the past month, 21% of managers and 23% of staff. Thirty percent of 

managers had taken some time off work in the past three months, over 

80% of these for under a week, compared with 45% of staff, of whom 

86% had taken under a week. 

Just over 1/4 of each group, had consulted a professional person 

about an emotional difficulty. Approximately 1/5 was currently 

receiving treatment, 14% of each group for physical health, and 8% 

of managers for nerves compared with 3% of staff. 

Neither was there a statistically significant difference between the 

groups on the length of time since they last had a holiday, nor the 

length of time before they expected to take one. 

Marginally more managers (92%) than staff (86%) rated their general 

health as good or very good. 

Summary Although slightly more managers than staff indicated that 

they had lost sleep because of worry, had difficulty facing up to 

problems and making decisions, the difference between groups only 

achieves statistical significance at the 0.05 level in the case of 

losing sleep. More managers had also been powerless to accomplish 
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anything useful rather more or much more than usual. This result 

and the difference between groups on ability to take decisions were 

significant at the 0.1 level which may, with caution, be taken as 

suggesting a trend towards managers experiencing difficulties which 

might detrimentally effect performance. 

Finding It can therefore be said that: 

There is no difference between managers and staff on indicators of 

mental and physical health, although there is some suggestion that 

managers may have been at risk of their performance being affected 

by greater loss of sleep because of worry, difficulty in facing up 

to problems and taking decisions than staff, and that they also more 

inclined to feel powerless to accomplish anything useful. 
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The purpose of this study was to fill a gap in information about the 

incidence of occupational stress amongst social workers in this 

country. It was hoped to provide data which would be of use to 

policy makers and benefit practitioners. 

The study of stress is complex and problematic. In arriving at a 

working definition of stress a difference was recognised between a 

necessary degree of stimulating and challenging stress and the kind 

of stress which is dysfunctional because it creates an excess of 

demand beyond the capacity of the individual to meet without 

deleterious effect (Selye, 1946). It is the latter kind of stress 

which has been under discussion here, with the term stress being 

used in the sense in which it is generally understood in every day 

speech to mean excessive demand. 

Writers on "burnout" appear to have suggested that social work is a 

peculiarly stressful occupation. The research which provided the 

foundation for this view is not entirely satisfactory. Some of the 

seminal studies appear to have been biased towards such a finding, 

being based on research populations with an interest in the 

subject. These studies were also much more concerned with the 

nature of social work than the possible contribution which 

organisational factors might make to the stress experienced by 

practitioners. 

It was clear that any study of dysfunctional stress amongst social 

workers in this country should seek to achieve validity and 

reliability, and be firmly set within the field of occupational 

stress research. The model of Demands, Support, and Constraints 

developed from Payne (1979) provided a well-validated structure. 

This final chapter will review the findings of the study with 

particular reference to those relating to stress experience amongst 

social workers and the differences in experience between social work 

staff and managers. It will evaluate the findings and their likely 
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usefulness in application, and conclude with some observations about 

the need for further research. 

10.1 Review of findings 

905 people were surveyed and 504 replied, a response rate of 56%. 

This may be compared with the rate of return of 63% achieved both by 

Pritchard (1985) and by Gibson, McGrath and Reid (1988). In 

comparing response rates it needs to be remembered that both these 

studies drew their samples exclusively from personnel of social work 

departments. In the present study the lowest response (44%) was 

received from SB staff. It is possible that the questionnaire may 

have produced in some SB staff a response similar to that which 

Pritchard believed affected Home Helps in his sample: "The lowest 

rate of return came from Home Help staff (48%), which may not be 

surprising in view of . . . the inevitable 'professional' focus of 

the questionnaire".(1) 

The size of sample compares well with both these studies: Pritchard 

achieved an effective sample of 514 in Hampshire, Gibson and her 

colleagues, a sample of 176 in their Northern Ireland study. 

The central hypothesis of this study was intended to compare levels 

of stress at work experienced by social workers with those 

experienced by people working in other occupations sharing certain 

of the characteristics of social work. That is to say their work 

involved them in providing direct services for members of the public 

who were in difficulties, or in supervising the work of those who 

were, and it was carried out in the same three geographical areas in 

a northern city, a Midlands city, and a London borough, all of which 

were subject to the kinds of problems typical of inner city areas 

and deprived outer city estates. 

The research instrument, which was adapted from Payne and Pearson's 

Demands, Supports and Constraints Questionnaire (1982), attempted to 

be as relevant as possible to all the occupational groups: social 

workers in Social Services Departments and Family Service Units, 

Health Visitors, and Supplementary Benefits Executive and Clerical 

Officers. Where it was difficult to make questions equally 
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relevant to each of these groups preference was given to achieving 

relevance to the social workers. This, and the observation made, by 

SB staff who tested the instrument at draft stage, that the 

specificity of the questions caused some resistance to completing 

them, may have contributed to the lower response rate from SBs. 

Social Services Departments produced the second lowest level of 

response - 491. A low response from SSD in the London borough 

particularly contributed to this result, but this was also true of 

responses from SB and HV in that Area. It is possible that the 

unwillingness of this SSD to enable direct postal contact between 

the researcher and their staff had some effect here. Nevertheless 

the number of responses from social workers in the statutory 

agencies seemed sufficiently large to yield findings which would be 

worthwhile examining and capable of producing valid findings. 

The central hypothesis: That there is no difference in perceived 

levels of stress between social workers in FSU and three other 

occupations was tested by comparing the experience of 135 social 

workers in FSU (the voluntary organisation), 208 SSD social workers, 

67 HVs, and 84 SBs. 

80% of the total reported that they experienced the same as or less 

stress at work than other people in their agency. 83% of social 

workers indicated that this was true for them. This finding may be 

compared with Pritchard's of 78% Gibson, McGrath and Reid 

assessed satisfaction with social work and the amount of stress 

caused by various aspects of the job rather than attempting a broad 

measure of stress at work, so a direct comparison cannot be made 

with their results in this respect. It is of interest to note, 

however, that 66% of their sample indicated that they found social 

work satisfying or very satisfying. 

Conversely, 19% of the sample as a whole and 18% of social workers 

rated themselves as experiencing more stress than others. This 

finding is the same as Pritchard's. Payne (1979) believed that "the 

actual incidence of people reporting stress in the normal population 

is quite small".**) In his study of 200 men in lower-level 

managerial and professional occupations "only the top 10% of the 

-253-



Chapter Ten: Summary & Discussion 

sample score 4 or more on the GHQ". The different way in which he 

assesses stress should, however, be borne in mind. 

In the present study the difference between occupational groups on 

experience of stress at work was found not be statistically 

significant. The X2 test produced a result the probability of which 

was P = 0.3144, thus proving the null hypothesis of no difference 

between the groups, and confirming the original view that social 

work is much like other occupations in respect of the degree of 

dysfunctional stress experienced by practitioners. Indeed, it will 

be recalled that slightly fewer social workers rated themselves as 

experiencing more stress than SBs or HVs. 

No clear profile of the more stressed respondent appears, but this 

person was somewhat more likely to be male, over 30, and live alone 

or with someone/people who worked in a dissimilar occupation. 

The comparison of social work managers and staff revealed a 

difference between ratings of stress experience which was highly 

significant (0.001). 62% of managers considered that they 

experienced the same or less stress than other people in their 

agency compared with 771 of staff, and 39% of managers considered 

that they experienced more stress, compared with 13% of staff. This 

is one of the most striking findings of the study, especially when 

it is put beside the assessments of ability to cope with stress. 

88% of managers rated themselves as coping well or very well, as 

against 91% of staff. 

This latter finding reflected that for the sample as a whole. The 

great majority (89%) regarded themselves as coping well or very 

well, with 12% of HVs and 6% of SBs, regarding themselves as not 

coping well compared with 10% of social workers. 

The study did not attempt to find or explain causes of stress. The 

central hypothesis was intended to be descriptive, according to the 

classification used by Tripodi (1974). So although no attempt was 

made to find reasons for greater or lesser stress in respondents' 

experience of the potentially demanding aspects of life at work, it 
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did seem important to test the strength of association between 

groups on these variables. 

These tests showed strong correlations between groups on the 

frequency with which potentially demanding items occurred. The 

correlations between all the groups exceeded the 0.01 level of 

statistical significance on Spearman's Rho. The variation between 

groups on their satisfaction and dissatisfaction with the frequency 

with which these items occurred also showed a strong or very strong 

correlation between all the groups except SB. 

The closest association on both frequency and satisfaction/ 

dissatisfaction was, not surprisingly, between the two groups of 

social work staff from the statutory and voluntary agencies. On the 

strength of these findings it was decided that the remainder of the 

analysis should concentrate on the comparative experience of social 

workers by the level of stress they experienced at work and by 

grade, comparing managers and staff. 

Two series of subsidiary hypotheses were then tested in order to 

examine experience of potentially demanding features of work, the 

factors found to be most helpful and most hindering at work, 

interaction between work and home life as far as this related to 

work, and indicators of mental and physical health. 

The work variables were classified according to the groups of 

factors which writers and researchers have identified as liable to 

cause stress at work - those needs which must be met or stressors 

which must be prevented or modified if individuals are not to suffer 

dysfunctional stress. 

These respondents seem generally to have experienced their 

organisations as meeting their needs for scope for achievement and 

self-actualisation well, whether they rated themselves as 

experiencing more, less or the same level of stress as others with 

whom they worked. There was, however, a statistically significant 

difference between stress levels on how often they worked with 

highly supportive colleagues. The less stressed were more than 50% 
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more likely to work with supportive colleagues, always or most of 

the time, than the more stressed. 

The other factors which set the more, the same, and the less 

stressed apart from each other were mostly concerned with time 

pressure - having more work to do than time in which to do it well, 

having to undertake a wide variety of activities simultaneously, and 

having to work to tight deadlines - or having to handle extremely 

worrying situations. 

Time pressure as a demanding feature of work life In particular, 

comparison of the experience of managers and staff revealed a 

distinction between the grades over time pressure. Having to 

undertake a wide variety of activities simultaneously was the factor 

which occurred usually or always most frequently, for over 80% of 

managers and nearly 60% of staff (0.01). Having more work to do than 

time to do it well occurred more often for significantly more 

managers (59%) than staff (35%) (0.01) but both groups were equally 

dissatisfied with the frequency with which this occurred for them. 

This was also the experience of the Northern Ireland sample, 68% of 

whom indicated that they experienced moderate or high levels of 

stress from this source. 

Meeting deadlines imposed by others was the third most stress 

provoking factor for the Northern Ireland sample, following having 

to ration scarce services or resources, a factor not examined in the 

present study. 55% of the N. Ireland sample found meeting dead-

lines to be a source of stress. In the present study, managers and 

staff were separated by different experience of working to tight 

deadlines, it affected lower proportions: managers 41%, staff 21%. 

Having more work than time was clearly experienced as a demand 

according to the model of Demand, Support and Constraint used. In 

analysing the practical significance of findings, a factor which was 

considered to be undesireable was regarded as highly demanding when 

it occurred frequently and gave rise to satisfaction for a low 

proportion and dissatisfaction for a high proportion of the sample. 

Desirable factors were regarded as highly demanding when they gave 
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rise to dissatisfaction in a large number and satisfaction in a low 

number even though they occurred frequently for a small proportion 

of the sample. 

Saving more work to do than time in which to do it W6ll occurred 

frequently for quite a large proportion of managers (591), and this 

frequency gave rise to dissatisfaction for quite a large number 

(51%) and satisfaction for quite a small number (28%). This 

variable showed a different profile for staff: It occurred 

frequently for quite a low proportion (35%), the frequency caused 

dissatisfaction for quite a high proportion (45%) and satisfaction 

for quite a small proportion (36%). If it is classified as an 

undesireable feature of work, application of the model to these 

findings suggests that it was experienced as a demand by both grades 

even though it occurred frequently for fewer staff than managers. 

Help/support and hindrance/constraint at work Of the 38 factors 

which might have helped or hindered people in their work most found 

the great majority much more helpful than hindering, at whatever 

level of stress they rated themselves. 

The most helpful factors were concerned with self-actualisation -

the degree to which work is stimulating (0 .05) , amount of variety in 

the job (0.01), and opportunity to use valued skills (0.01). These 

were also factors which distinguished the stress levels from each 

other. They were more helpful to more of the less stressed and the 

similarly stressed than to the more stressed, to an extent which 

would not have been expected. On the other hand a large proportion 

of the social work sample, without regard to stress level, felt 

helped, or supported, by knowledge of their supervisor's confidence 

in their ability. There was no distinction between manager's and 

staff's experience of these factors, both found them helpful. 

The hindering factors affected much smaller proportions of 

respondents. The most hindering factors were (lack of) time to keep 

up to date in the field and the rate of organisational and 

administrative change. Although there was not a statistically 

significant difference between stress levels on these items the 
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results show that they were hindering to more of the more stressed 

than the less stressed. 

Only two factors set the stress levels apart to an extent which 

achieved statistical significance at the 0.01 level - the mount of 

variety in the job, which was experienced as helpful by 

approximately 3/4 of each group, and morale in the agency which 

hindered many more of the more stressed. 

Although the results show a tendency for managers to feel more 

helped and less hindered than staff only one factor really set them 

apart: working conditions were experienced as helpful by twice as 

many managers (69%) as staff (32%). Conversely staff (31%) and 

managers (16%) were hindering by the same ratio. This result was 

statistically significant at the O.OOl level. These social 

workers' experience of this factor would seem to have been much 

worse than that of the Northern Ireland sample (14%). 

Home Life Despite the assumption which is often made, respondents 

experience of home life as it affected work was also very much more 

helpful than hindering. Respondent's circumstances were of course 

varied, 2/3 of the social work sample women, 2/3 of them were over 

30, 1/3 had children, 1/4 lived by themselves. Of those who lived 

with someone else 1/3 of these people were in the same or a related 

occupation. There was few indications of differences between those 

who experienced more, less or the same level of stress at work: 

slightly more of the more stressed lived by themselves, more of the 

less stressed lived with people in occupations unlike their own. 

Although this important aspect of life did not receive very detailed 

attention in this study, the findings seem to be guite uneguivocal. 

None of the variables for potential demand, help/support or 

hindrance/constraint at home showed a statistically significant 

difference according to respondents' level of stress at work. This 

was true whether or not people had small children or elderly or 

disabled relatives to look after. 

As might be expected managers were slightly older than staff and 

more of them had children, including more young children. Women 
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were reasonably well represented in the management group (48% of 

women: 52% of men) which may have contributed to statistically 

significant difference (0.01) between grades on satisfaction with 

the freguency of having to look after children alone and also of 

having to undertake responsiblities concerned with home during 

working hours. The proportions of the sample to whom this applied 

were too small for these results to taken as anything more than an 

indication that more research on the relationship between home and 

work responsibilities would be useful from the point of view of 

developing policy on support for working parents. 

The Northern Ireland study also considered stressors in respondents' 

personal lives, and their findings suggested "that social workers 

perceive working life as the source of substantially more stress 

than personal or domestic life". 

Health indicators Comparison of social workers according to level 

of stress at work showed significant differences on indicators of 

mental health and well-being but not on indicators of physical 

health. The great majority rated their general health as good. 

Approximately 1/4 of the sample tended towards negative experience 

of the positive factors contained in the short version of the GHQ 

used to assess mental health and well-being, and vice versa. This 

effect was much more pronounced for the more stressed however, in 

particular they were less able to concentrate - 55% of the more 

stressed compared with 93% of the less stressed (0.001), and felt 

less appreciated at work - 57% of the more stressed compared with 

89% of the less stressed (0.01). 

Other highly significant differences between stress levels included 

feeling unhappy or depressed (0.001) - 64% of the more stressed as 

against 33% of the less stressed, and losing sleep because of worry 

(0.01), losing confidence (0.05), feeling unable to overcome 

difficulties rather/much more than usual (0.001), feeling powerless 

to accomplish anything useful rather/much more than usual (0.001), 

and thinking of yourself as worthless (0.001). The last five items 

applied to approximately 1/3 of the more stressed group. In 
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addition 80% of the more stressed felt constantly under strain 

compared with 15% of the less stressed (0.001), although it is 

questionable whether this can be regarded as an independent variable 

in a study primarily concerned with experience of stress. 

Although these results would appear to be very disturbing it is 

important to remember the size of the sub-samples. The more 

stressed group, which made up 18% of the sample consisted of 60 

people, and the less stressed group included 29 people, 9% of the 

sample. Because of this the minimum requirement for statistical 

significance on the tests was raised from the 0.05 level to 0.01. 

Although the results for these items are unquestionably significant, 

the small size of the less stressed group does mean that the 

findings should be treated with caution. Further research with 

larger samples is to be recommended. 

The division of the sample into two sub-groups of staff and managers 

assisted the validity of the results somewhat. The managers, who 

represented 18% of the sample, numbered 62 people. 

It will be remembered that the picture here was one of very similar 

experience with the managers tending to have slightly lower scores 

on positive factors and slightly higher ones on negative factors. 

The points of particular interest were loss of sleep because of 

worry, ability to concentrate, loss of confidence, being able to 

enjoy normal activities, and feeling appreciated at work, all of 

which affected at least 1/4 of managers negatively. In addition 57% 

of managers felt constantly under strain (compared with 44% of 

staff), 24% felt they were not copir^ well with stress at work 

(compared with 20% of staff), and 26% were not feeling reasonably 

happy (compared with 25% of staff). These last three cannot, 

however, be safely regarded as independent variables. 

The importance of these findings seems to be not so much the 

difference between managers and staff, which did not in any instance 

achieve statistical significance at the required level, but their 

greater strength compared with the findings which resulted from 

comparing different levels of stress experience. If more than 1/4 
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of managers or staff had trouble concentrating or suffered loss of 

confidence, the quality of their performance may have been affected. 

The usefulness of the research depends partly on the validity of the 

results. Comparison with two recent British studies, Pritchard 

(1985) and Gibson, McGrath and Reid (1988), has already been made 

with reference to the response rate achieved and the size of sample 

acquired. Comparison has also been made with Pritchard on stress 

experience and Gibson et al on some of the factors most highly 

associated with stress. Both appear to support the accuracy of the 

findings in this study. 

Some internal validation can also be attempted by referring to the 

principle components produced in the course of the preliminary 

analysis. The seven items included communication, home 

responsibilities, work pressure, organisational support, home 

support, job security, and professional stimulation. 

In the second phase of analysis the areas which emerged as most 

significant certainly appear on this list, especially work pressure 

for the degree of demand associated with it, and professional 

stimulation and organisational support because of their significance 

for help/ support and hindrance/constraint. Communication, home 

responsibilities, home support, and job security now appear to be 

important for their relative lack of significance. Communication 

does not seem to have been an issue for these respondents, home 

support was generally good, and home responsibilities were 

manageable, although those associated with time pressure were the 

most hindering. Job security was important to people and experienced 

as more helpful than hindering. 

By design this study did not focus particular attention on features 

of social work which might be regarded as peculiar to the job. 

Unlike Gibson et al it did not enquire about experience of the 

"emotional demands of clients" or "imposing controls which curtail 

or restrict the personal autonomy of clients"*?) but rather 

concerned itself with the organisational aspects of social work. 
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The main findings of the study are: 

* 18% of social work staff and managers rated themselves as 

experiencing more stress at work than their colleagues; 

* this compares with 21% for both SBs and HVs, thus proving the 

null hypothesis of no difference between the selected occupations; 

* managers rate themselves as experiencing more stress than social 

work staff but 90% of both consider that they cope well; 

* work is the primary source of stress, there is no evidence 

arising from the limited examination possible that social workers 

bring stress to work from home; 

* the features of work life most clearly associated with experience 

of stress are concerned with pressure of time and having to handle 

too many activities simultaneously including extremely worrying 

situations; 

* having more work to do than time in which to do it well is one of 

the most demanding features of work; 

* social work agencies met the needs of their staff for self-

actualisation more effectively than they met their needs for social 

support; 

* the great majority were satisfied by the support they received 

from their supervisors; 

* opportunities to do stimulating work and use knowledge, skills and 

experience were the most helpful/supportive factors, but less so for 

the more stressed; 

* staff were more hindered by the physical conditions of their work 

than managers; 

* general health was good with no distinction between those who 

experienced more, the same, or less stress at work; 

* managers showed more symptoms of lack of psychological well-being; 
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* social work staff and managers are motivated by opportunities for 

self-actualisation, they generally appear to expect and accept the 

demands of the work which arise from clients. 

On the basis of these results social work agencies would be advised 

to undertake with their managers and staff regular reviews of levels 

of stress. Research is needed to identify more clearly the kind and 

amount of support which would help individuals in managing 

effectively the demands of home and work life. Greater awareness of 

the interaction between work and home might enable more women to 

take on managerial roles. Research on a larger scale which shed 

light on the reasons why some social workers experience less stress 

than others would also provide policy makers with valuable 

information. 

Summary Findings 

Central hypothesis: There is no difference between perceived 

levels of stress experienced by staff of FSU and three other 

agencies. 

Finding Proven 

Subsidiary hypotheses: 

1. There is no difference between perceived levels of stress 

experienced by social workers as evidenced 

a. By perceptions of Demand at work -

Finding Proven except in relation to pressure of time. 

b. By perceptions of Support and Constraint at work -

Finding Proven 

c. By perceptions of interaction between demands at work and at 

home, and helping and hindering features of home life -

Finding Proven 

d. By indicators of health. 

Finding Not proven by evidence of indicators of mental health, but 

proven by indicators of general health. 
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2. There is no difference between perceived levels of stress 

experienced by managers and front line social work staff as 

evidenced 

a. By perceptions of Demands at work -

Finding Proven. 

b. By perceptions of Support and Constraint at work -

Finding Proven except in relation to physical conditions at work, 

c. By perceptions of interaction between demands at work and at 

home, and helping and hindering features of home life -

Finding Proven 

d. By indicators of health -

Finding Proven. 
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APPENDIX I 

THE QUESTIONNAIRE 



CflNiriPrNlTIAL 
UNIVERSITY OF SOUTHAMPTON 

A STUDY OF FACTORS WHICH HELP AND HINDER PEOPLE AT WORK 

Code No. 

This questionnaire is about people's experience of work and about the factors in work 
and home life which cause them to experience a sense of stress. Different people do of 
course have different reactions to similar situations and what is stressful for some is not 

what you experience as helpful and' hindering you in doing your job. 

As you go through the questionnaire you will find that on most pages you can total the 
score of your own responses. The final page is intended for you to tear off if you wish to 

COKPLi.TED QUESTIONNAIRES WILL ^ TREATED IN THE STRICTEST CONFIDENCE 

1. 

Please begin ^ answering the £ questions below -

Compared with other people in your agency would 
you say tne level of stress you currently 
experience ct work is 

much the.same cs other people 

more than other people 

Ipso than other people 

Tick here as 

appropriate 
Leave this 

column blank 

2. How long havt; yen been feeling like this? 

six months or less 

between six months and a year 

for more than a year 

3. If you have been feeling like this for six months or 
less how would you describe the level of stress you 
experienced befori;? 

more than you experience new 

less than you experience now 

not applicable 

4. How would you describe the way you usuallv cope with 
stress at work? 

very well 

well 

not very well 

Or would yfiu snv you do not experience stress at work? 

Turn over 



1. How old are you? 

PART 1 

21 - 30 
31 - 40 

Tick here as 
approoriate 

Leave t^^)^ 

column blank 1. How old are you? 

41 - 50 
51 — AO 

2. Which sex are you? 

over 60 

Male 

3. With whom do you currently live? With your family 
of origin 

3. With whom do you currently live? 

By yourself 

3. With whom do you currently live? 

With a friend or 
friends 

3. With whom do you currently live? 

With your husband 
/wife/partner 

3. With whom do you currently live? 

With your husband 
/wife/partner i 
children 

3. With whom do you currently live? 

With your child(ren) 
only 

4. If you live with your husband/wife/ 
friend, is his or her occupation 

Is he or she 

the same as yours? 

4. If you live with your husband/wife/ 
friend, is his or her occupation 

Is he or she 

in a related field? 

4. If you live with your husband/wife/ 
friend, is his or her occupation 

Is he or she 

quite unlike yours? 

4. If you live with your husband/wife/ 
friend, is his or her occupation 

Is he or she in employment? 

not in employment? 

5. If you have any children living at 
home 

How many do you have? 1 
2 
3 
4 

5 or more 

V'hat are their ages? under 5 
(put one tick for 6 - in 
each child) 1 1 - 1 5 

16 - 20 
over 20 

Turn over 



(>• ( iliK.jitiijii: Do ydij hiive uny of these 
eDucaticjriijJ quijl i ficutions? 

7. Quaiifications: Do you have a 
qtJoiifiCHtion relevant to your 
current post? 

If yes, when was it 
awarded? 

8. Wl,.it is the title of your current 
post? 

9. Mow long have you been in your 
current post? 

10. Ideally, how long would you wish 
to stay in your prh-sent post? 

CSEs 

CCE 0 Levels 

GCE A Levels 

School Certificate 

Higher Leaving 
Certificate 

Degrees 

Diplomas 

Yes 

No 

within last 2 yrs 

2 - 5 yrs ago 

6 - 1 0 yrs ago 

more than 10 yrs ago 

Executive Officer 

Clerical Officer 

over 15 years 
10 and up to 15 yrs 
5 and up to 10 yrs J and up to 10 yrs 
3 and up to 5 yrs 
2 and up to 3 yrs 
1 and up to 2 yrs 
up to 1 year 

Tick herr ut 

appronrliĵ î  
Leavethii} 

CO 1 unin b I ank 

up to a year 
up to 2 years 
up to 5 years 
indefinitely 
don't know 

Turn over 



part II; Statements about your Current Work 

This part of the questionnaire contains statements about your current 

work. Please consider carefully the statements set out on the next 2 pages 

and then say 

u) to what extent you agree with each statement and 

b) how satisfied you are with the situation you have just described in a) 

The scales below-apply to all the statements on the next 2 pages. Please 

express your views on each statement by circling the appropriate number. 

How often 

5 always applies 
A usually applies 
3 applies about half the time 
2 occasionally applies 
1 very rarely applies 
0 not relevant or not applicable 

Satisfaction with the situation 
as you have described it 

5 very satisfied 
4 quite satisfied 
3 neither satisfied nor dissatisfied 
2 rather dissatisfied 
1 very dissatisfied 

— — statement not relevant applicable to your job please circle 

The number which indicates how often a situation applies in your case 

will not necessarily be the same as the number you choose to indicate your 

satisfaction with that situation, for example; 

My job is such that I am required to -

undertake more administrative work than I would like. 

If this usually applies in your case circle 4 under How Often. 

And if you are very satisfied with this situation circle 5 under 

Satisfaction. 

If, however, you are rather dissatisfied with this situation circle 2. 

Tilt: SCALES SET OUT ABOVE ARE REPEATED OPPOSITE EACH LIST OF STATEMENTS 

IN CASE YOU NEED'TO REFER TO THEM 

Turn over 



Circle the number to the right of each statement on the opposite page which 

best indicates your situation under the two headings: • .V 

How often 

5 Always applies 

4 Usually applies, but not always 

3 Applies about half the time 

2 Occasionally applies 

1 Very rarely applies 

Satisfaction with the situation 
as you have just described it 

5 Very satisfied 

4 Quite satisfied 

3 Neither satisfied nor dissatisfied 

2 Rather dissatisfied 

1 Very dissatisfied 
-t' 
I. 

If the statement is not relevant or not applicable to your job circle 0 in the 

last column. 



J J' Statements about your Current Work 

Mx job is such that I_ ̂  required to -

1. undertake more work than I have the 
' time to do well 

Circle the appropriate number 

2. undertake work which is outside my 
area of knowledge or expertise 

3. hand)'! n wide variety of activities 
F.imul tan'i.jDsly 

How often 

4. undertake more administrative work 
than I would like 

5. •••̂ rk with people in other occupations/ 
aciplines with whom I find it 

^ difficult to collaborate 

6. work with people with whom I find it 
difficult to communicate 

7.- undertake stimulating work 

8. work witii pefjplh: who are highly 
'' supportive 

9. undertake work the goals of which are 
not sufficiently clearly defined 

10. undijvt.jke work which is given low 
priority (i> other people 

11. undfirtfike work wlirare I do not have the 
"oc'i.i.sory .'luth'jrity to muke decisions 

12.^write re[>ofts for other agencies 

13. work with people who do not find it 
" easy to opc-rule together as a team 

14. undertake work in which I am not 
interested 

15; work to tight deadlines 

16. cope wj t.h extremely worrying 
^nituationu 

17. undortiikt; sjuch long term pieces of 
/ work 1 feel I'll never see the end 

of them 

18.,,-drop my longer term work to cope with 
short term crises 

Total up scores circled in each column 
Combined Total for this page 

Satisfaction 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

Leave 
this 
column 
blank 

Turn over 



Circle the number to the right of each statement on the opposite page which 

best indicates your situation under the two headings: c 

How often 

5 Aiwqys applies 

A Usually iipplies, but not always 

3 Applies about half the time 

2 nccasionolly applies 

1 Very rarely applies 

Satisfaction with the situation 
as you have just described it 

5 Very satisfied 

4 Quite satisfied 

3 Neither satisfied nor dissatisfied 

2 Rather dissatisfied 

1 Very dissatisfied 

If the statement is not relevant or not opplicable to your job circle 0 in the 

last column. 



Circle the appropriate number 

My Joh ia such that I am required to -
How often Satisfaction 

blank 

19. twke up work pussed on from other 

people without adequate explanation 1 2 3 4 5 1 2 3 4 5 0 

20. work with people who threaten me • 
with physical abuse 1 2 3 4 5 1 2 3 4 5 0 

21. spend more time than I would choose on 
/ work commitments outside normal 

working hours 
1 2 3 4 5 1 2 3 4 5 0 

22. put up with verbal abuse 1 2 3 4 5 I 2 3 4 5 0 

23. he subject to professional assessment 1 2 3 4 5 1 2 3 4 5 0 

24. work with people in whose recruitment 
I huve hied no say 1 2 3 4 5 I 2 3 4 5 0 

25. spend a good deal of time in 
• supervising other people 1 2 3 4 5 1 2 3 4 5 0 

26. spend more time than I would wish on 

the personal affairs of colleagues 1 2 3 4 5 1 2 3 4 5 0 

Total up scores circled in each column 

Leave 

Comhinud total Tor this paue 

Turn over 



xJ 

.5 

Circle the number to the right of each statement on the opposite page which 

best indicates your situation under the two headings; 

How often 

5 Always applies 

4 Usually applies, but not always 

3 Applies about half the time 

2 Occasionally applies 

1 Very rarely applies 

Satisfaction with the situation 
as you have just described it 

5 Very satisfied 

4 Quite satisfied 

3 Neither satisfied nor dissatisfied 

2 Rather dissatisfied 

1 Very dissatisfied 

If the statement is not relevant or not applicable to your job circle 0 in the 

last column. 

.i 

. .f 

.11 

.SI 

a 

".'li 

;aj 

••i. 



n i l Hulpfu.l and Hindering Aspects of Your Work 

In t is section you are asked to consider statements about aspects of 

your woik which you may experience as helpful or hindering. 

Triii LCb I below will apply to all the statements on the next 2 pages. 

Ple=.se exprf-3 your views on each statement by circling the number that best 

] iidicatr-is yuur nituation. 

For exiKiiple: 

fhe knowj edge end experience of my supervisor is such that -

5 il: nlways helps me to do my job well 

"i most of the time it helps me to do my job well 

i s'<metiniei: it helps, sometimes it hinders me in my job 

^ niD'-.t of the timc! it hinders me in doing my job well 

1 it. Hlwny.s lijnders me in doing my job well 

is nnt re levant or not applicable to your work please 

.1 *'i'' i-u-st column. 

THf; SCALE 13 REPEATED OPPOSITE EACH LIST OF STATEMENTS 

IN CASE YOU NEED TO REFER TO IT 

Turn over 



Circle the number to the right of each statement on the opposite page 

which best indicates your situation: 

5 it always helps me to do my job well 

4 most of the time it helps me to do my job well 

3 sometimes it helps, sometimes it hinders me in my work 

2 most of the time it hinders me in doing my job well 

1 it always hinders me in doing my job well 

n it isn't relevant or applicable to my situation 



i!Ml iiil and Hindering Aspects of Your Work 

lu,%rvi:u^^:'s:::%A:r! «"̂ "«biiity of my 

'' higher 

Is^uch'that'"/'"®®'"-"® thel my superiors put on me 

6. Relationships with the union are such that . 

Ilthli^t^SL'gftM^k I: such^t^ar?"!"' assess 
I..e 3 1 7 6 o f the o r g a n i s a t i o n is s u c h that 

9. My contact with higher management is such that 

to bake 

IuchlhL't\"^ '_'CJminiotr..t ior^;;!!,"^ — 

13. The ratt 
ln:ng:':c:ursi:\:^rtA:rr'r?/°"9anisatio;j' 
The oxter 
my object 14. The I Feel y coJieagueo share 

Ir- .sMch^LLT/? 

17. 
teL"i^%luch^.hlr'!'^ ^^PGlition within my 

the appropriate number 

5 4 3 2 J 0 

0 

Leave 
TFTj 
column 
Olank 

5 

5 

19. The degree tn wfiicf 
irajrests me is such thHt'? ' stimulates and 

-.—L .̂.5:!'J'- i " ^uch th.jt 

23. My prospec^f_or_promotion are such that . 

24. My Job security is such that . . 

Combined total for this page 

Turn over 



P̂ 'y j[j;eceive for my job is such that . . . 

2 ^ The inufbl.; of people in my agency is such that . 

is%uch'^that^ reputation of Health Visiting 

L'ch'^that®^^®^ associated with my . work are 

me^slSch th^t°?^'°^ ^ over who works with 

te'rmrS^°sbi 1 i ty°Lj^cxperience''ir "̂7 

^^ll^'s'!s"Lch'?hat'?'[ in̂ 'y team 

thnt"?"̂ "̂*̂  ^ spend in meetings is such 

lH'̂ sucR''that'''̂ ?̂̂ .'"̂  agency gives to new ideas 

HeJ.Vi.s su"h^that up to date in my 

Iljch"thut"'̂ '̂  support facilities is 

is%u^h^that ^''/^'"aoement to union membership 

"• t» .cMe.. .h. 

Circle the appropriate number 

5 

Total tin scores circled in eanhrni. 

Total for this page 

Leave 
tMs. 
calumn 
blank 

01 
leet 

Turn over 



£ M 1 lyi Interaction of Work and Home Life 

So far you have been asked to respond to statements about your work. Now you are 

ankeri tr, think shout how your work and home life interact with each other. 

very carefully the statements on the next page and then, as in 

I'-'ll-t I J, ;;ny 

a) to what extent you agree with them and 

b) how satisfied you arc with the situation you have just described. 

The oceles below will apply to all the statements on the next psge. Please express 

your views on fiych statement by circling the appropriate number. 

How Often 

5 always applies 
4 usual 1y applies 

3 applies about half the time 
2 occasionally applies 
1 very rarely applies 
0 not relevant 

Satisfaction with the situation 
as you have just described it 

5 very satisfied 
A quite satisfied 

3 neither satisfied nor dissatisfied 
2 rather dissatisfied 
J very dissatisfied 

il ii z x ; not relevant or applicable to ĵ ôu please circle 0. 

As an Part 11, ,j-,e number which indicates how often a situation applies in your case 

will r,ni lii.f.. t.sa. j . y bn the same as the number you wish to choose to indicate your 

srjlial dcLicir. w^Mi Lh d. situation, ftir example; 

My home situation is such that I need to -

undertake some home resposibi1ities during normal working hours 

Jf this occ^o_n_aJJj, applies in your case circle 2 under How Often. 

And if you are ^ s a t i s f i e d with this situation circle 5 under Satisfaction. 

JF, however, you are v.ery dissatisfied with this situation circle 1. 

FhE SCALES ABOVE ARE REPEAfED OPPOSITE THE LIST OF STATEMENTS 

IN CASE YOU NEED TO REFER TO THEM 

10 
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Circle the number to the right of each statement on the opposite page which 
irulicfttes your situation under the two headings; 

How uft.en Satisfaction with the situation 
OS you have just described it 

5 Always applies 5 Very satisfied 

A llr.ijtjJJy HppJics, hut not always 4 Quite satisfied 

3 Appli ,.3 ali.iut hoir the time 3 Neither satisfied nor dissatisfied 

2 OcnnsionnJ Jy nriplie-s 2 Rather dissatisfied 

1 Very rnrely applies 1 Very dissatisfied 

— — statement J_s not relevant or not applicable to your job circle 0 _in the 

last column. 



IV: •' nri.n-nctiuri of Wnrk and Home Life 

Hi situ.-iLioi, i s ••iijcl, that J_ need to 

{ti'tjv iiUj IhR rrifiiri sfnirce (if iocunifc; t or 
niy 

[Leave 
this 
column 

Circh^ the anr)roDri»tp number 

2. tnk(: reMponriihiH ty for tin i.-ldorjy or 
cliSHhled reJativL-

How often 

7- jirovide jricomp which --il.thouyh not the 
ma.iri source of iofome ir> nevertheless 
esseritijii for my houf.ehrilr) 

look fjfter my child(rcn) without the 
r;'"'()orr. nf riinitlier adult 

^ ' tji 1 (ikt; uo'lir hiiiiK; rr;Gpon.n ihi 1 i t iOK 
<)ui'Uif| iriy nuriMHl wnrkinrj iioiirs 

6. undertake more household tasks then I 
hhVK the time to do w^il 

u[) 3C01-RS in each column 

Satisfaction 

blank 

rjnmhiri.id lotHl for this page 

Turn over 

II 



p/un_ ̂  helpfui t»iid Hlnoei irm Aspect a of Hume L i fe 

ir. M.:S .;,.-non >ou are askeo lu uLmsiUMr stutumefits about uspccl:. oC I i rV i.w.r.e 

:„U) .experience «s helpfui ot rutM^riny ir, doing your work. 

n.^ t.ejow will a p p l y to ail the statement.': on the next pHye. I 'lease rxprcjs 

..our view, or, each statement by circling the numuer that best indicates yoor situation. 

Iji£ fxhiiiult;: 

The ujaptuhiiit^ of people at home to the demands of my job is such that -

it a l w a y s helps (lie to an my job w e l l 

4 must of the time it helps me to do my job w e l l 

3 sometimes it helps, sometimes it hinders me in my job 

2 most of the time it hinders me in doing my job w e l l 

1 it always hinders me in doing my jui. wc 1 1 

— - ^ ^ r e l e ^ or n ^ appiicahle ^o ^ plea.e circle U jn 1 _ ^ 

column. 

THE SCALE 15 REPEATED IWOslTE THE llST OF STATEMENTS 

IN CASE Yllil NCCIJ TO REfEU TO II 

Turn over 
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Circle the number to the right of each statement on the opposite page 

which best indicates your situation: 

5 it always helps me to do my job well 

4 most of the time it helps me to do my job well 

3 sometimes it helps, sometimes it hinders me in my work 

2 most of the time it hinders me in doing my job well 

1 it always hinders me in doing my job well 

0 it isn't relevant or applicable to my situation 



^ .'.liliidilL "'I'l llinderinn Asuects of Hume Life 

(Remember: these statements are about factors 
which myy (iffeet how you do your job). 

Circle the eporooriate number 

Leave 

this 

column 

blank 

1. The time availfible for my own interests/hobbies 
is such thiit . . . 

5 4 3 2 1 0 

2. The extent to which my husband/wife/friend 
upproves of my job is such that . . . 

5 4 3 2 1 0 

3. The demands that the job of my wife/husband/friend 
make on me are such that . . . 

5 4 3 2 1 0 

4. The extent of the support my husbond/wife/friend 
gives me in coping with the demands of my job 
is such that . . . 

5 4 3 2 1 0 

5. The uJJncfjticjn of responsibility for the child(ren) 
is such th.-jt . . . 

5 4 3 2 1 0 

6. The timn available to me for complete relaxation 
i:i ;jiirli thi.lt . . . 

5 4 3 2 1 0 

7. Tht! adaptability of people <it home to the demands 
of my job IS 5u(-h that . . . 

5 4 3 2 1 0 

8. The ailonr.cion of household duties is such that . . . 
5 4 3 2 1 n 

Total un scores circled in eanh_rn 1 umn 

Combined Total for this page 

T r T 'r:i!,'U''i/'you w i T . " ' ^ t r t h % m ' b e l L [ ^ ' 2 l m y % o n t L ! on' thl ^ack 

Turn over 

1) 



PART VI: Recent Health 

Ific |)»irt of the quusLioiinwiru iiutve:. uwuy from your rxpcriuiirr ul" work otitJ hniiu: 

I It I-'. ]( IS cuncHrned with how your hetilth hus been over thu phst rt-.v w.-./ki;. Please 

ansv.er ALL tt,n questions by circling the answer which you think most nearly applies to you. 

IIAVC YUlJ urCfNTLY: 

fih j u tf) concfjntratc 
or» whulevcr yriu nre doing? 

Circle the most onnronriete onswt r 

IS THIS: 

iLea^ 

2 - loJit. rnij'jh :i I i:rj|i hccuune of 
worry? 

3 - feJt you are playing a useful 
part in things? 

Yes/No 

Yes/No 

Yes/No 

fi.-lt cfjpiihlo nf tiuikinrj 

nhout thinys? 

- f̂'lt coii.̂tJiiitly under strniri? 

6 -f I I. yfjij <.o»j 1 fJ tifjJ. nviircomc 
y*,ur flirri,.ullj,;u7 

7 - hecu wklu to enjoy your normal 
dwy-tu-Oay nativities? 

H - havu you been able to Face up 
to your pruhjnms? 

in 

It pOW(.T I,to JlCOfKnp J i sh 
tjnytlijriij uHufuJ? 

- b'ion feeli tmj urihnppy and 
dupressed? 

II - been lusiny confidence in 
yourself? 

Yus/Nu 

Yea/No 

Yt:%/Nu 

Yes/No 

Yes/No 

Y(Tr;/No 

Yoo/No 

Yes/Nu 

12 - been thinking of yourself 
us n worthless person? 

1-5 - felt .'ipprrjci nted nt work? 

IA - fell thht you urc coping 
w^ii with Hi work? 

13 - been feeling reasonably 

happy all things considered? 

Yes/No 

Yes/Nu 

Ycu/No 

Yes/No 

Better than Same as Less than 
usual usual usual 

Not at all Same as 
usual 

Rather mure 
than usual 

More so 
than u;:uiil 

Same as 
usual 

Lens uncful 
than uiUiHl 

More no 
thun usuiil 

Same as 
usual 

Less 
tliaii ui.uhI 

Not nt all No more WmthcT moru 
than usuhI than usu.il 

Much less 
thHn usual 

C O 1 t j t m 

Much less 
thHn usual 

h 1 o n k 

Much more 
thon usual 

Much ley% 
useful 

Much IcAR 

capable 

Not lit all No mure Hi-Lin'r mure 
than usual than u;.un 1 

tlwn uuuu l| 
Much niori J 
than usual! 

More so 
than usual 

Same as 
usual 

Less sn 
than usual 

Much less 
than usual 

More so 
than usual 

Same as 
usual 

Less able 
than usual 

Much less 
than usual 

Not at all 

Not at all 

No more Rhthor more 
than usual than usuul 

No more Rather mure 
than usual thun utual 

Much more 
than uiiual 

Much more 
than usual 

Not at ail No more Rather mure 

than usual than usual 
Much more 
than usuul 

Not at all No more Rather more 
than usual than usual 

Much more 
than usual 

More so 
t h u n u s u a l 

Same as 
usual 

Less so 
than urual 

Much less 
appreciated 

Wetter thun Swmo as 
usual usual 

Worse than 
usual 

Much worse 
than usual 

More so 
than "usual 

Same as 
usual 

Less so 
than usual 

Much less 
usual 

Turn over 
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i 6. W Tien old you last see you doc to r 
IOi yUur health? "ithin the oast «e.;k 

nithin the Ifist morith 

within the last 3 months 

17. Have you hod to take any time off 

sick within the last 3 months? 

If yes, how long? 

don't remember 

Yes 

No 

Under a week 

Up to two weeks 

More than two weeks 

18. Huve you ever consulted a professional 

- T s o n over an emotional difficulty? 

jy. Arc you currently undergoing any form 
of treatment? 

20. When did you return from your last 
hnJiUyy? 

Yus 

No 

Yes - for physical health 
Yes - for nerves 

khr- Mu ^ibn to take your next 
' J I • ill y ! 

22. Wouiu yuu 56/ Lhnt youT yeneral 
hejiltn is 

within the Iwst ? w&eks 

within the ]Hr,t month 

between nnr month ,,nrf 
months aoo 

within a monrn 

within 2 nionthv. 

in over 2 months time 

Tick as 

appropriate 
Leave 

this 

column 

blank 

Very good 

Good 

Fair 

Poor 

U .re uny other points you would like to make about your state of health over 

bicK °r pie-- -rit, u,*, 

THANK YOU FOR COMPLETING THIS OUfSTIDNNAJRL 

Woulo ) L j c Willirty tu take port in | 
fa rcfi I f i 11 i a I ii'iterview as part of a I 
yiiitol 1 f oilow up w Ludy? 

—I" 

Yes 

No 

PLEASE RETURN THE FORM IN THE ENVELOPE PROVIDED 

to 58b Camden Square, London NWl lYP, by 6 June if possible 

required. You may keep the Personal Score Record if you wish. 
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THE UNIVERSITY OF SOUTHAMPTON 

STUDY OF FACTORS WHICH HELP AND HINDER PEOPLE ^ WORK 

Personal Score Record 

If you would like to compare your score for Parts 11 to V with the 
!;ummf,ry of general results for your occupation please record them below and 
iLluin Lhiin sheut. 

Wh.T, the survey is complete I shall be sending a copy of the summary 
rcMjIt:; t„ everyone- who hos returned a completed questionnaire. It will not 
' t'"%s]hle to identify individual responses from the summary. 

PART II 

Total score for page 5 . . . 

Total score for page 6 . . . 

PART III 

Total score for page 8 . . . 

Total score for page 9 . . . 

PART IV 

Total score for page 11 . . . 

PART V 

Total score for page 13 . . . 

Thank you again for completing this questionnaire 

PLEASE RETURN THE REST OF THE FORM IN THE ENVELOPE PROVIDED 

Janet Williams 
FllEEI'OST (No Stamp Required) 
58b Camden Square 
London NWl lYi'. 

16 
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APPENDIX II 

LETTERS TO AGENCIES & POTENTIAL RESPONDENTS 



Appendix II i a 

THE UNIVERSITY OF SOUTHAMPTON 

D E P A R T M E N T OF S O C I A L WORK STUDIES 

Professor Colin Pritchard. M A , A A P.S W 
Head of Doparuncni 

buulh.iiupitin 509 5NH 

I-'l iO/03l l.b9122. 

r.'ii'* 17Gt) 1 

Director of Social Services/ 
Divisional Nursing Officer 

Dear 

I should be most grateful for your help in undertaking a piece of research 
which I hope may be of benefit to social workers/the Health Visiting service 
in your district. I am planning a postal survey as part of a study of staff 
in social welfare agencies in several parts of the country, and I hope to 
include social workers/health visitors and nursing officers in the 
area. I should be very grateful for your assistance in approaching them. 

I am a senior member of staff of a national voluntary organisation and I am 
undertaking this study as part of the Personal Research Programme at 
Southampton University. As a manager with social work training I am aware of 
the strains that work in the social welfare field can impose on staff at all 
levels. This study aims to show what are the factors in work and home life 
which people experience as most helpful and hindering to them in coping with 
the demands of their work. 

As you will see from the attached statement I intend to approach individual 
members of staff personally and to conduct the survey by postal questionnaire, 
completed questionnaires being returned to me direct. Individual responses 
will be treated as absolutely confidential. A summary of the results will be 
sent to each person who participates, and I should, of course, be glad to send 
you a copy which I hope you will find useful. 

In order to contact each Social Worker and Team Leader/Health Visitor and 
Nursing Officer direct I will need a list of names and work addresses. I 
would undertake to regard this as strictly confidential and to destroy it as 
soon as the completed questionnaires have been returned. 

I appreciate that you may need to consider my request and that you may have 
some questions about the study which I would be happy to answer. I would need 
the list of names and work addresses by 30 April. Meanwhile it would be very 
helpful if you could let me know if you would, in principle, be agreeable to 
my including your staff in this study. I enclose a stamped, addressed 
envelope and look forward to your reply. 

Tours sincerely 

Janet Williams . 
M Phil Personal Research Programme 



Appendix II i b 

THE UNIVERSITY OF SOUTHAMPTON 

DEPARTMENT OF SOCIAL WORK STUDIES 

Professor Colin Pritchard. M . A . . A A P.S W 
Head of D u p a m n o n i 

Souih.iin()iati S09 5NH 

Tel i0/03) i)b9l22. E«l 

fi.'lir*. *1 7GG 1 

A Study of Factors Associated with Occupational Stress in Social Welfare Staff 

During the last few years attention has increasingly focussed on the 
phenomenon described as staff burnout or occupational stress. 

Studies of a variety of occupations in the United States - teaching, social 
work, air traffic control, dentistry and many others - show that each has its 
own satisfactions and difficulties which affect its employees, in addition to 
the frustrations which may arise from working in any organisation, especially 
a large one. The occupational stresses peculiar to the social welfare field 
arise particularly from staff involvement with people in distress. 

Little research has yet been done on the phenomenon in this country nor has 
the relationship between stressful experience at home and ability to handle 
stressful demands at work been studied. Employers and employees alike have 
tended to treat the two main aspects of an individual's life as much more 
separate than everyday experience tells us is possible. 

The purpose of the present study is to analyse factors associated with 
occupational stress in staff of four social welfare agencies, and to assess 
the effect of factors at home and at work on capacity to cope with stress at 
work. It is proposed to take samples of staff working in agencies in the same 
geographical area and to proceed as follows: 

1 All staff at the levels which have the most direct contact with the 
public will be sent a personal letter early in May at their office 
address inviting them to participate in the study. 

2 Two weeks later they will be sent a questionnaire which will take 
approximately 40 minutes to complete. A stamped, addressed envelope 
will be provided to return the questionnaire direct to me. Replies 
will be treated in the strictest confidence. 

3 In due course a summary of the findings for each agency will be sent 
to the agency and to each member of staff who took part in the 
survey. 

Janet Williams 
M Phil Personal Research Programme 



Appendix II ii 

THE UNIVERSITY OF SOUTHAMPTON 

DEPARTMENT OF SOCIAL WORK STUDIES 

Professor Cotin Prilchard. M . A . . A A P S W 
Hc.KI OI DcpnrtitACMt 

Suuth.im()i(Mi S 0 9 5NH 

r-.'t lO/OJi '.)b9l22. 

fohr* '1 7G61 

Dear Colleague 

STUDY OF FACTORS WHICH HELP AND HINDER PEOPLE AT WORK 

I am undertaking a study of people in the social welfare field and yours 
IS one of the offices/departments in various parts of the country chosen 
at^ random to be included. With the agreement of your Director I am 
writing to you and each of your colleagues to invite you to participate in 
the study by filling in a questionnaire which will be posted to you 
shortly. 

The study is concerned with people's experience of work and of the factors 
which they find helpful or hindering in coping with the demands of their 
]ob. The actual questionnaire will reach you in about 2 weeks time but 
there are a few things I thought you might like to know about the study in 
advance: 

1 . Your completed questionnaire will be treated in the strictest 
confidence. You will be able to send the form directly back to me in the 
reply paid envelope provided. It will only be identified by a code 
number. At the moment I have a list of the names, work addresses and code 
numbers but as soon as the survey is complete this will be destroyed. 

2 It is my hope that the results of this study will be useful to you 
and your agency in the further development of policies which are 
supportive of staff. 

3 Although the questionnaire is being sent to your work address you 
may find it easier to fill it in outside working hours. It should take 
about 40 minutes to complete. 

4 As you fill in the form you will find that you can score yourself as 
you complete each page. The final page is designed for you to tear off so 
that you can keep a record of your scores if you wish. When the survey is 
complete I shall be sending a summary of the results to everyone who has 
taken part so that you can compare your own score with the general picture 
for people in your occupation. It will not be possible to identify anv 
individual responses from the summary. 

5 I shall also be sending a copy of the summary, but not of individual 
responses. to your agency. 

I do hope that when you receive your questionnaire you will be able to 
find the time to fill it in and post it back to me. 

Thank you for reading this letter. 

Yours sincerely 
Janet Williams 
Personal Research Programme 



Appendix 11 iii 

THE UNIVERSITY OF SOUTHAMPTON 

D E P A R T M E N T OF SOCIAL WORK STUDIES 

Professor Colin Prilchard. M A . A A P.S.W 
Head of DopArtincm 

SouiM.nnpiun SO9 5NH 

I.-'t i 0 / 0 3 ) ' .>b9l22. Exi 

r.rli'x A 7661 

Dear Colleague 

STUDY OF FACTORS WHICH HELP AND HINDER PEOPLE AT WORK 

I hope you recently received from me a questionnaire and an invitation to 
participate in this study. 

The results of the study will make an important contribution to knowledge 
about people's experience of work in welfare agencies in Britain. They 
could have an impact on the future development of policies supportive of 
staff and thereby, indirectly, on the service they provide to 
clients/claimants. 

The initial response to the survey has been extremely encouraging. The 
more substantial the response however the more significant the results 
will be. I would, therefore, very much welcome your participation in the 
study. Please could you let me have your completed questionnaire by 4th 
July. 

I should reiterate that COMPLETED QUESTIONNAIRES WILL BE TREATED IN THE 
STRICTEST CONFIDENCE. 

If you are willing to be interviewed please keep a note of your code 
number. 

Please send your completed form to the/following address: 

Janet Williams 
FREEPOST (no stamp required) 
58B Camden Square 
London NWl IIP 

Thank you for taking part in the study. 

Yours sincerely 

Janet Williams 
Personal Research Programme 



APPENDIX III 

FREQUENCY TABLES : THE FOUR OCCUPATIONS COMPARED 
on experience of work and home life and health 

These and the following tables exclude non-respondents and respondents who 
indicated that an item was not applicable. 



Appendices 

FREQUENCY TABLES : FOUR OCCUPATIONS COMPARED 

on experience of work and home life and health 

APPENDIX m i ; FEATURES OF LIFE AT WORK 

Occupations SB HV SSD FSU All Stat 

N = (84) (67) (208) (135) (484) 

More work than time 

Frequency 

V rarely/occasionally 41 33 28 41 34 

half the time 24 9 24 30 23 

usually/always 32 58 47 27 41 XXX 

Satisfaction 

v/rather dissatisfied 30 43 54 30 42 

neither 32 28 16 25 23 

quite/v satisfied 35 27 28 42 33 XXX 

Work outside area of knowledge 

Frequency 

V rarely/occasionally 83 91 87 82 85 

half the time 7 - 5 13 7 

usually/always 4 6 7 5 6 

Satisfaction 

v/rather dissatisfied 18 16 19 10 16 

neither 32 27 20 16 22 

quite/v satisfied 44 52 57 73 59 XXX 

Wide variety of activities simultaneously 

Frequency 

V r a r e l y / o c c a s i o n a l l y 33 45 17 21 25 

half the time 17 22 18 18 18 

usually/always 46 33 63 62 56 X X X 

Satisfaction 

v/rather dissatisfied 13 6 18 8 13 

neither 27 27 27 19 25 

quite/v satisfied 55 

1 

64 52 72 59 XXX 



Appendices 

m i : Features of Life at Work 

Occupations SB HV SSD FSU All Stat 

N = (84) (67) (208) (135) (494) 

Too much admin work 

Frequency 

V rarely/occasionally 62 46 38 64 50 

half the time 10 16 22 17 18 

usually/always 13 31 38 18 2 7 X X X X 

Satisfaction 

v/rather dissatisfied 17 28 43 24 32 

neither 30 31 30 27 29 

quite/v satisfied 38 33 23 46 3 3 X X X X 

Difficult collaboration with other occupations/disciplines 

Frequency 

V rarely/occasionally 75 82 80 78 79 

half the time 4 5 12 15 10 

usually/always 2 12 4 4 5 X X X X 

Satisfaction 

v/rather dissatisfied 12 30 20 19 20 

neither 24 27 32 26 28 

quite/v satisfied 45 40 43 52 4 6 X X X X 

Working with people with whom it is difficult to communicate 

Frequency 

V rarely/occasionally 82 84 83 73 80 

half the time 7 9 9 19 11 

usually/always 2 8 4 7 5 X X X X 

Satisfaction 

V/rather dissatisfied 11 24 22 28 22 

neither 18 30 26 25 25 

quite/v satisfied 60 45 46 43 47 XXXX 



Appendices 

III i : Features of Life at Work 

Occupations SB HV SSD FSU All Stat 

N = (84) (67) (208) (135) (494) 

Undertaking stimulating work 

Frequency 

V rarely/occasionally 44 27 19 10 22 

half the time 29 30 39 36 35 

usually/always 25 39 42 54 42 xxxx 

Satisfaction 

v/rather dissatisfied 36 21 22 19 23 

neither 21 15 14 11 15 

quite/v satisfied 39 60 63 70 61 xxxx 

Work with highly supportive people 

Frequency 

V rarely/occasionally 18 21 23 18 20 

half the time 17 13 26 24 22 

usually/always 58 66 51 57 56 xxxx 

Satisfaction 

v/rather dissatisfied 8 25 26 28 24 

neither 21 12 14 9 14 

quite/v satisfied 62 61 58 61 60 xxxx 

Undertaking work with unclear goals 

Frequency 

v rarely/occasionally 67 67 56 57 60 

half the time 12 19 26 25 23 

usually/always 6 9 15 16 13 xxxx 

Satisfaction 

v/rather dissatisfied 24 31 45 42 39 

neither 21 30 23 19 23 

quite/v satisfied 39 31 28 37 33 xxxx 



Appendices 

III i : Features of Life at Work 

Occupations SB HV SSD FSU All Stat 

N = (84) (67) (208) (135) (494) 

Undertake low priority work 

Frequency 

V rarely/occasionally 62 51 61 73 65 

half the time 16 27 20 14 18 

usually/always 11 15 15 8 12 XXX 

Satisfaction 

v/rather dissatisfied 30 37 32 30 32 

neither 27 28 25 21 25 

quite/v satisfied 30 27 38 45 37 XX 

Having insufficient authority to make decisions 

Frequency 

V rarely/occasionally 47 72 66 80 67 

half the time 23 12 18 9 15 

usually/always 21 9 12 5 11 x x x x 

Satisfaction 

v/rather dissatisfied 32 39 37 14 30 

neither 19 22 25 24 24 

quite/v satisfied 39 33 34 55 40 x x x x 

Writing reports for other agencies 

Frequency 

V rarely/occasionally 60 60 61 66 62 

half the time 2 19 16 12 13 

usually/always 1 14 18 16 14 x x x x 

Satisfaction 

v/rather dissatisfied 7 9 7 6 7 

neither 24 37 36 34 33 

quite/v satisfied 29 46 52 53 47 x x x x 



Appendices 

III i : Features of Life at Work 

Occupations SB HV BSD FSU All Stat 

N = (84) (67) (208) (135) (494) 

13 Difficult team work 

Frequency 

V rarely/occasionally 76 87 58 46 62 
half the time 5 6 15 22 14 
usually/always 5 5 23 27 19 xxxx 

Satisfaction 

v/rather dissatisfied 16 28 38 47 35 
neither 16 24 19 14 18 

quite/v satisfied 55 43 39 33 41 xxxx 

14 Doing uninteresting work 

Frequency 

V rarely/occasionally 69 90 89 91 86 
half the time 16 6 6 4 7 
usually/always 7 - 3 2 3 xxxx 

Satisfaction 

v/rather dissatisfied 30 9 24 26 23 
neither 26 28 24 22 24 

quite/v satisfied 35 52 48 49 46 XXX 

15 Working to tight deadlines 

Frequency 

V rarely/occasionally 29 75 38 55 46 
half the time 19 8 30 27 24 

usually/always 47 11 30 15 26 xxxx 
Satisfaction 

v/rather dissatisfied 14 8 14 7 12 
neither 32 31 33 36 33 

quite/v satisfied 48 48 50 51 50 XXX 



Appendices 

III i ; Features of Life at Work 

Occupations SB HV SSD Fsn All Stat sig 

N = (84) (67) (208) (135) (494) 

16 Coping with extremely worrying situations 

Frequency 

V rarely/occasionally 62 60 36 43 45 

half the time 13 28 30 30 27 

usually/always 14 11 33 25 25 XXXX 

Satisfaction 

v/rather dissatisfied 17 19 19 13 17 

neither 27 40 31 33 32 

quite/v satisfied 44 36 48 50 46 XXX 

17 Doing long term work which seems endless 

Frequency 

V rarely/occasionally 73 70 62 62 65 

half the time 7 6 18 22 15 

usually/always 5 11 15 7 10 XXX 

Satisfaction 

v/rather dissatisfied 25 13 27 30 26 

neither 24 27 28 22 26 

quite/v satisfied 33 43 39 36 38 X 

18 Dropping longer term work to cope with crises 

Frequency 

V rarely/occasionally 49 46 51 66 54 

half the time 20 28 27 13 22 

usually/always 20 19 15 12 16 XXX 

Satisfaction 

v/rather dissatisfied 25 27 29 22 26 

neither 21 33 31 26 28 

quite/v satisfied 40 34 32 40 36 



Appendices 

m i ; Features of Life at Work 

Occupations SB HV SSD FSU All 

N = (84) (67) (208) (135) (494 

Taking up work passed on without adequate explanation 

Frequency 

V rarely/occasionally 65 85 77 81 77 

half the time 23 8 12 9 12 

usually/always 8 2 8 3 6 

Satisfaction 

v/rather dissatisfied 44 30 39 28 36 

neither 30 21 20 19 22 

quite/v satisfied 20 42 37 45 37 

XXX 

XXX 

20 Working with people who threaten physical abuse 

Frequency 

V rarely/occasionally 70 81 88 85 83 

half the time 11 - 4 1 4 

usually/always 7 - 1 3 2 xxxx 

Satisfaction 

v/rather dissatisfied 38 19 23 11 22 

neither 36 21 28 26 28 

quite/v satisfied 13 40 41 51 39 xxxx 

Working unsocial hours 

Frequency 

V rarely/occasionally 54 79 61 64 63 

half the time — 3 12 21 11 

usually/always 1 3 24 15 15 xxxx 

Satisfaction 

v/rather dissatisfied 7 6 34 24 23 

neither 6 19 28 30 23 

quite/v satisfied 40 58 34 45 42 xxxx 



Appendices 

III i : Features of Life at Work 

Occupations SB HV SSD FSU All Stat 

N = (84) (67) (208) (135) (494) 

22 Putting up with verbal abuse 

Frequency 

V rarely/occasionally 49 85 80 80 75 
half the time 24 2 12 9 12 
usually/always 23 3 6 7 9 xxxx 

Satisfaction 

v/rather dissatisfied 48 16 22 9 22 

neither 30 28 36 44 36 

quite/v satisfied 18 43 39 42 37 xxxx 

23 Being subject to appraisal 

Frequency 

V rarely/occasionally 23 64 45 46 44 

half the time 10 5 8 9 8 

usually/always 43 21 39 39 37 xxxx 
Satisfaction 

v/rather dissatisfied 12 6 23 11 15 

neither 30 24 20 23 23 

quite/v satisfied 32 58 48 59 50 xxxx 

24 Having no say in recruitment of colleagues 

Frequency 

V rarely/occasionally 6 21 20 67 30 

half the time 1 3 5 8 5 

usually/always 74 67 68 10 53 xxxx 
Satisfaction 

v/rather dissatisfied 13 27 43 14 28 

neither 38 30 30 14 27 

quite/v satisfied 26 34 19 55 32 xxxx 



Appendices 

m i : Features of Life at Work 

Occupations SB HV SSD FSU All Stat 

N = (84) (67) (208) (135) (494) 

Spending a good deal of time supervising others 

Frequency 

V rarely/occasionally 46 67 63 44 56 

half the time 10 18 7 20 13 

usually/always 14 9 15 30 18 xxxx 

Satisfaction 

v/rather dissatisfied 12 5 8 10 9 

neither 24 31 28 13 24 

quite/v satisfied 33 58 49 70 53 xxxx 

Spending too much time on colleagues personal affairs 

Frequency 

V rarely/occasionally 63 73 84 83 79 

half the time 2 6 4 7 5 

usually/always — 6 2 2 2 

Satisfaction 

v/rather dissatisfied 4 8 8 10 8 

neither 21 25 30 24 26 

quite/v satisfied 39 52 53 56 42 xxxx 



Appendices 

APPENDIX III ii ; HELPING AND HINDERING FACTORS AT WORK 

Occupations SB HV BSD FSU All Stat sig 

N = (84) (67) (208) (135) (494) 

1 Frequency with which supervisor involves respondent 

in setting goals for work 

always/mostly hinders 4 - 6 8 5 

some help/some hindrance 25 18 28 22 25 

mostly/always helps 32 18 43 48 39 xxxx 

2 Supervisor's knowledge, experience & ability 

always/mostly hinders 2 5 9 10 8 

some help/some hindrance 20 36 26 24 26 

mostly/always helps 64 54 53 50 55 n sig 

3 Extent of supervisor's confidence in respondent's ability 

always/mostly hinders 2 3 5 2 3 

ice 16 18 19 25 20 

X 

some help/some hindrance 16 18 19 25 20 

mostly/always helps 74 76 67 57 67 

Supervisor's interpersonal skills 

always/mostly hinders 12 10 10 10 10 
some help/some hindrance 27 30 37 25 31 

mostly/always helps 51 57 44 50 49 

Amount of pressure from superiors 

always/mostly hinders 7 3 13 4 8 

some help/some hindrance 43 39 49 30 41 

mostly/always helps 21 30 28 38 30 

Relationship with the union 

always/mostly hinders 4 - 6 4 4 

some help/some hindrance 35 8 39 23 29 

mostly/always helps 16 34 23 29 25 

10 

X 

xxxx 

xxxx 



Appendices 

III ii ; Helping and Hindering Factors at Work 

Occupations SB HV SSD FSU All Stat 

N = (84) (67) (208) (135) (494) 

7 Extent to which outcome of work can be assessed 

always/mostly hinders 2 3 8 13 8 

some help/some hindrance 24 34 37 39 35 

mostly/always helps 54 34 46 41 45 xxxx 

8 Size of the organisation 

always/mostly hinders 12 16 36 7 21 

some help/some hindrance 44 46 43 36 42 

moslty/always helps 20 21 12 53 26 xxxx 

9 Contact with higher management 

always/mostly hinders 4 6 29 3 15 

some help/some hindrance 36 30 42 24 34 

mostly/always helps 30 31 13 45 26 xxxx 

10 Amount of pressure from people for whose work respondent 

is responsible 

always/mostly hinders 8 3 7 4 6 

some help/some hindrance 35 37 30 39 34 

mostly/always helps 20 12 16 30 20 XXX 

11 Degree of authority for taking decisions 

always/mostly hinders 14 8 14 2 10 

some help/some hindrance 21 24 32 27 28 

mostly/always helps 43 54 51 67 54 xxxx 

12 Amount of administration 

always/mostly hinders 14 22 32 11 11 

some help/some hindrance 32 34 51 50 50 

mostly/always helps 21 15 11 33 33 xxxx 

11 



Appendices 

III ii ; Helping and Hindering Factors at Work 

Occupations SB HV SSD FSU All Stat sig 

N = (84) (67) (208) (135) (494) 

13 Rate at which admin/organisational change occurs 

always/mostly hinders 30 31 45 10 31 

some help/some hindrance 41 40 34 41 38 

mostly/always helps 13 13 10 30 16 XXXX 

Extent to which colleagues share objectives 

always/mostly hinders 5 5 8 13 8 

some help/some hindrance 39 9 29 30 28 

mostly/always helps 37 78 55 54 55 XXXX 

Working conditions 

always/mostly hinders 18 11 33 19 24 

some help/some hindrance 36 37 26 43 34 
mostly/always helps 39 48 39 36 40 XXX 

Amount of travelling 

always/mostly hinders 5 12 13 7 10 

some help/some hindrance 24 36 42 31 35 

mostly/always helps 24 33 31 43 33 XXXX 

Degree of rivalry & competition in respondent' 's team 

always/mostly hinders 4 3 4 19 8 

some help/some hindrance 26 15 17 29 22 

mostly/always helps 24 12 28 23 24 XXXX 

18 Frequency with which other agencies are involved in 

respondent's decisions/actions 

always/mostly hinders 11 8 4 5 6 

some help/some hindrance 32 49 54 50 49 

mostly/always helps 22 25 29 29 27 xxxx 

12 



Appendices 

III ii : Helping and Hindering Factors at Work 

Occupations SB HV SSD FSU All Stat sig 

N = (84) (67) (208) (135) (494) 

19 Degree to which work stimulates/interests 

always/mostly hinders 11 9 7 4 7 

some help/some hindrance 31 19 17 23 21 

mostly/always helps 49 72 74 72 69 xxxx 

20 Amount of variety in job 

always/mostly hinders 4 9 4 6 5 

some help/some hindrance 32 18 21 23 23 

mostly/always helps 56 67 73 71 69 X X X 

21 Opportunity to use valued knowledge, skills & abilities 

always/mostly hinders 5 6 7 5 7 

some help/some hindrance 23 15 20 19 20 

mostly/always helps 54 76 69 74 69 xxxx 

22 Clients/claimants clarity about own goals 

always/mostly hinders 31 16 19 22 21 

some help/some hindrance 45 51 51 39 47 

mostly/always helps 12 21 11 30 17 xxxx 

23 Prospects for promotion 

always/mostly hinders 12 6 11 6 9 

some help/some hindrance 24 10 23 19 20 

mostly/always helps 35 16 26 16 24 xxxx 

24 Job security 

always/mostly hinders 2 2 6 9 5 

some help/some hindrance 16 a 15 24 16 

mostly/always helps 66 72 58 73 59 X X X 

13 
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III ii : Helping and Hindering Factors at Work 

Occupations SB HV SSD FSU All Stat 

N = (84) (67) (208) (135) (494) 

25 Pay 

always/mostly hinders 29 8 8 6 11 

some help/some hindrance 31 24 25 19 24 
mostly/always helps 20 52 51 56 48 xxxx 

26 Morale in the agency 

always/mostly hinders 20 12 31 17 23 

some help/some hindrance 38 25 35 42 36 

mostly/always helps 20 60 30 39 36 xxxx 

27 Image & reputation of occupation 

always/mostly hinders 54 15 33 21 31 

some help/some hindrance 30 57 49 60 50 

mostly/always helps 7 24 12 7 11 xxxx 

28 Ethical issues 

always/mostly hinder 15 — 12 2 8 

some help/some hindrance 45 60 54 53 53 
mostly/always helps 10 30 23 34 2 5 XXXX 

29 Degree of control respondent has over whom s/he works with 

always/mostly hinders 10 9 18 7 12 
some help/some hindrance 29 45 39 24 34 

mostly/always helps 10 9 18 62 28 xxxx 

30 Ability & experience amongst colleagues 

always/mostly hinders 4 3 11 12 9 

some help/some hindrance 26 15 27 27 26 

mostly/always helps 58 75 56 59 60 XX 

14 
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III ii : Helping and Hindering Factors at Work 

Occupations SB HV SSD FSU All Stat 

N = (84) (67) (208) (135) (494) 

31 Rate of staff turnover 

always/mostly hinders 17 9 14 13 13 

some help/some hindrance 33 19 32 27 29 

mostly/always helps 24 42 36 47 38 XX 

32 Amount of time spent in meetings 

always/mostly hinders 4 11 26 21 19 

some help/some hindrance 23 54 51 51 46 

mostly/always helps 19 25 21 22 21 xxxx 

33 Degree of choice of work 

always/mostly hinders 15 8 15 6 12 

some help/some hindrance 17 31 29 19 25 

mostly/always helps 18 28 76 72 46 xxxx 

34 Support agency gives to new ideas 

always/mostly hinders 13 21 33 14 23 

some help/some hindrance 43 34 37 19 33 

mostly/always helps 17 34 26 64 36 xxxx 

35 Time for keeping up-to-date in respondent's field 

always/mostly hinders 39 37 48 32 45 

some help/some hindrance 31 36 21 33 28 

mostly/always helps 19 21 16 34 21 xxxx 

36 Availibility of support facilities 

always/mostly hinders 21 31 40 16 29 

some help/some hindrance 31 34 31 24 30 

mostly/always helps 26 28 25 57 34 xxxx 

15 
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III ii : Helping and Hindering Factors at Work 

Occupations SB HV SSD FSU All Stat 

N = (84) (67) (208) (135) (494) 

37 Attitude of management to union membership 

always/mostly hinders 1 3 26 7 14 

some help/some hindrance 38 22 32 18 28 
mostly/always helps 29 27 15 46 27 xxxx 

38 Degree of encouragement to achieve high standards 

always/mostly hinders 11 5 18 8 12 
some help/some hindrance 25 27 29 20 26 
mostly/always helps 55 57 45 67 55 X X X 

16 



Appendices 

APPENDIX III iii ; INTERACTION OF WORK AND HOME LIFE 

Occupations SB HV SSD FSU All Stat sig 

N = (84) (67) (208) (135) (494) 

Providing the main source of income 

Frequency 

V rarely/occasionally 26 30 20 20 22 

half the time 11 8 8 13 10 

usually/always 39 34 53 56 49 n sig 

Satisfaction 

v/rather dissatisfied 8 8 9 11 9 

neither IB 5 15 20 16 

quite/v satisfied 50 60 53 56 55 X 

Taking responsibility for an elderly/disabled relative 

Frequency 

V rarely/occasionally 29 28 32 30 31 

half the time — 5 1 1 1 

usually/always 2 19 7 5 7 xxxx 

Satisfaction 

v/rather dissatisfied 2 6 3 5 4 

neither 5 15 10 8 9 

quite/v satisfied 25 30 26 21 25 X X 

Providing essential subsidiary income 

Frequency 

V rarely/occasionally 21 12 17 13 16 

half the time 4 9 6 4 5 

usually/always 36 42 27 25 30 X X 

Satisfaction 

v/rather dissatisfied 7 5 4 4 5 

neither 17 8 11 6 10 

quite/v satisfied 35 48 33 29 34 X 

17 
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III iii : Interaction of Work and Home Life 

Occupations SB HV BSD FSU All Stat sig 

(84) (67) (208) (135) (494) N = 

Looking after children alone 

Frequency 

V rarely/occasionally 10 13 14 22 15 
half the time 1 6 2 2 3 
usually/always 2 9 3 4 4 

Satisfaction 

v/rather dissatisfied 1 6 2 2 3 
neither 1 6 3 3 3 
quite/v satisfied 10 16 14 22 15 

Undertaking home responsibilities during normal 

working hours 

Frequency 

V rarely/occasionally 44 60 54 65 56 
half the time 10 5 3 2 4 
usually/always 1 5 2 3 3 

Satisfaction 

v/rather dissatisfied 6 12 9 9 14 
neither 16 15 13 9 13 
quite/v satisfied 32 39 38 50 40 

Having more household tasks than time to do them well 
Frequency 

V rarely/occasionally 56 34 43 41 43 
half the time 5 13 10 12 10 
usually/always 14 36 24 26 24 

Satisfaction 

v/rather dissatisfied 18 33 23 27 25 
neither 17 24 21 17 20 
quite/v satisfied 39 22 30 32 56 

n sig 

xxxx 

n sig 

n sig 

n sig 
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APPENDIX III iv ; HELPFUL AND HINDERING ASPECTS OF HOME LIFE 

Occupations SB HV SSD FSU All Stat 

N = (84) (67) (208) (135) (494) 

1 Time available for own interests 

always/mostly hinders 7 10 16 18 14 

some help/some hindrance 21 16 28 34 27 

mostly/always helps 45 51 43 39 43 XXX 

2 Extent to which partner/friend approves of respondent's job 

always/mostly hinders 2 2 3 18 2 

some help/some hindrance 19 10 13 16 14 

mostly/always helps 45 55 60 61 57 n sig 

3 Demands partner's/friend's job make on respondent 

always/mostly hinders 4 6 5 3 4 

some help/some hindrance 21 15 24 29 24 

mostly/always helps 24 31 30 33 30 n sig 

4 Extent of partner's/friend's support to respondent 

in coping with her/his job 

always/mostly hinders 2 — 2 4 2 

some help/some hindrance 16 16 10 19 14 

mostly/always helps 49 51 61 56 56 n sig 

5 Allocation of responsibility for children 

always/mostly hinders — 6 2 2 2 

some help/some hindrance 6 10 9 13 10 

mostly/always helps 13 18 17 27 19 X 

6 Time available for relaxation 

always/mostly hinders 12 21 27 33 25 

some help/some hindrance 30 33 29 32 31 

mostly/always helps 43 37 38 30 36 n sig 

19 
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III iv ; Helpful and Hindering Aspects of Home Life 

Occupations SB HV BSD FSU All 

N = (84) (67) (208) (135) (494) 

7 Adaptability of people at home to demands 

of respondent's job 

always/mostly hinders 2 9 4 3 4 

some help/some hindrance 19 18 13 22 17 

mostly/always helps 51 52 55 53 54 } 

8 Allocation of household duties 

always/mostly hinders 2 11 8 5 7 

some help/some hindrance 30 24 23 26 25 

mostly/always helps 39 45 47 44 45 n n sig 

20 



Appendices 

APPENDIX III V : RECENT HEALTH 

Occupations SB HV SSD FSU All Stat sig 

N = (84) (67) (208) (135) (494) 

1 Been able to concentrate? 

Yes 86 78 70 62 

No 7 

72 

15 16 31 19 xxxx 

Better than/same as usual 89 72 72 62 72 

Less/much less 11 27 26 36 26 xxx 

2 Lost sleep because of worry? 

Yes 16 21 24 23 22 

No 77 72 64 72 69 n sig 

Not at all/same as usual 88 84 73 78 78 

Rather/much more li 14 22 20 18 n sig 

3 Respondent felt s/he played a useful part 

Yes 73 78 76 76 75 

No 19 13 12 16 14 n sig 

More so/same as usual 

Less/much less 

93 

6 

87 

11 

80 

17 

75 

25 

82 

16 

4 Felt capable of making decisions? 

Yes 81 85 77 84 81 

No 10 6 9 10 9 n sig 

More so/same as usual 88 85 84 77 83 

Less so/much less 8 12 14 22 15 n sig 

21 
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III V : Recent Health 

Occupations SB HV SSD FSU All Stat sig 

N = (84) (67) (208) (135) (494) 

5 Felt constantly under strain? 

Yes 27 42 40 

No 64 51 46 

42 39 

51 51 X 

Not at all/no more than 

usual 

Rather/much more 

81 59 59 64 64 

19 39 39 36 35 

6 Felt unable to overcome difficulties? 

Yes 

No 

20 

73 

16 

76 

19 

67 

21 

71 

19 

70 n sig 

Not at all/no more than 

usual 89 79 82 72 80 

Rather/much more ii 18 15 24 17 XX 

7 Able to enjoy normal activities? 

Yes 80 72 69 74 73 

No 10 19 18 19 17 n sig 

More so/same as usual 83 64 71 65 71 

Less/much less 16 34 27 33 28 n sig 

8 Able to face up to problems? 

Yes 88 82 79 84 82 

No 5 9 8 8 8 n sig 

More so/same as usual 

Less/much less able 

91 

10 

79 

19 

84 85 

14 13 

85 

13 n sig 
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III V : Recent Health 

Occupations SB HV SSD FSU All Stat sig 

N = (84) (67) (208) (135) (494) 

9 Felt powerless to accomplish anything useful? 

Yes 16 15 18 18 17 

No 76 76 68 77 73 n sig 

Not at all/no more than 

usual 92 82 81 79 82 

Rather/much more 8 12 15 20 15 xxx 

10 Felt unhappy & depressed? 

Yes 24 39 26 38 30 

No 68 54 59 56 59 XXX 

Not at all/no more than 

usual 74 69 73 67 71 

Rather/much more 24 28 25 31 27 x 

11 Been losing confidence? 

Yes 18 27 16 30 22 

No 74 63 69 63 67 XXX 

Not at all/no more than 

usual 83 81 79 70 78 

Rather/much more 17 18 16 27 19 xxxx 

23 
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III V : Recent Health 

Occupations SB HV SSD FSU All Stat sig 

N = (84) (67) (208) (135) (494) 

12 Been thinking of self as worthless? 

Yes a 8 10 13 10 

No 83 82 76 80 79 

Not at all/no more than 

usual 94 88 87 83 87 

Rather/much more 6 8 8 12 9 

n sig 

13 Felt appreciated at work? 

Yes 

No 

57 75 62 71 65 

31 10 22 22 22 XXX 

More so/same as usual 92 94 86 79 86 

Less/much less 8 5 13 21 13 x 

14 Coping well with stress at work? 

Yes 81 75 65 75 72 

No 10 13 18 19 16 X 

Better than/same as usual 93 87 75 73 79 

Worse/much worse 7 11 24 26 20 XXX 

15 Feeling reasonably happy? 

Yes 79 70 65 69 

No 13 16 20 24 

More so/same as usual 87 75 71 67 

Less so/much less 13 24 27 33 

69 

20 n sig 

73 
26 X 

24 
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III V : Recent Health 

Occupations SB HV SSD FSU All Stat 

N = (84) (67) (208) (135) (494) 

16 Last saw doctor 

within past week 6 15 3 5 6 

within last month 20 8 15 21 16 

within last 3 months 24 34 20 18 22 

don't remember 50 39 56 49 51 xxxx 

17 Taken time off sick within last three months? 

Yes 49 40 39 43 42 

No 49 58 59 55 56 n sig 

Yes: under a week 37 37 33 40 36 

under 2 weeks 11 5 5 4 6 

more than 2 weeks 4 2 2 - 2 n sig 

Not applicable 49 57 58 56 56 

18 Ever consulted a professional person over an 

emotional difficulty? 

Yes 7 21 26 26 22 

No 93 79 73 73 77 X X X 

19 Currently receiving treatment? 

No 89 75 81 81 81 

Yes: for physical health 10 22 14 13 14 

Yes: for nerves 1 3 4 4 3 n sig 

20 Returned from last holiday? 

within last 2 weeks 16 2 11 15 11 

within last month 12 6 11 7 9 

1 - 3 months ago 48 73 59 66 61 X X X 

25 
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III V : Recent Health 

Occupations SB HV SSD FSU All Stat sig 

N = (84) (67) (208) (135) (494) 

21 Plan to take next holiday 

within a month 30 28 23 26 26 
within 2 months 26 31 37 33 33 

in over 2 months 38 39 36 38 37 n 

22 General health 

very good 48 34 41 44 42 

good 41 49 45 41 44 
fair 10 15 11 15 12 
poor 2 2 1 - 1 n 

n sig 

n sig 

26 
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APPENDIX IV SOCIAL WORKERS' EXPERIENCE OF STRESS AT WORK 

i : FEATURES OF LIFE AT WORK 

Level of Stress same more less all 

as than than 

others others others 

N = (251) (60) (29) (340) 

More work than time 

Frequency 

V rarely/occasionally 36 14 61 34 

half the time 25 29 36 27 

usually/always 39 58 4 39 

Satisfaction 

v/rather dissatisfied 43 68 22 46 

neither 20 15 29 20 

quite/v satisfied 37 17 50 34 

Work outside area of knowledge 

Frequency 

V rarely/occasionally 84 90 90 86 

half the time 10 7 - 8 

usually/always 6 3 10 6 

Satisfaction 

v/rather dissatisfied 16 19 7 16 

neither 17 22 24 19 

quite/v satisfied 66 59 69 65 

S t a t s i g 

x x x x 

x x x x 

n sig 

n sig 



Appendices 

IV i ; Features of Life at Work 

Level of Stress same more less all stat 

N = (251) (GO) (29) (340) 

Wide variety of activities simultaneously 

Frequency 

V rarely/occasionally 20 7 31 19 

half the time 19 13 24 19 

usually/always 61 80 45 63 XX 

Satisfaction 

v/rather dissatisfied 13 22 11 14 

neither 26 27 7 25 

quite/v satisfied 61 52 82 61 XXX 

Too much admin work 

Frequency 

V rarely/occasionally 47 56 59 49 

half the time 22 15 21 21 

usually/always 31 29 20 30 n siq 

Satisfaction 

v/rather dissatisfied 40 27 27 37 

neither 30 29 31 30 

quite/v satisfied 30 44 42 33 n sig 

Difficult collaboration with other 

occupations/disciplines 

Frequency 

V rarely/occasionally 84 72 86 82 

half the time 13 16 14 13 

usually/always 3 12 — 5 n sig 

Satisfaction 

v/rather dissatisfied 21 21 19 21 

neither 32 28 22 31 

quite/v satisfied 47 

2 

51 59 49 n sig 



Appendices 

IV i : Features of Life at Work 

Level of Stress same more less all stat 

N = (251) (60) (29) (340) 

Working with people with whom it is 

difficult to communicate 

Frequency 

V rarely/occasionally 83 74 89 82 

half the time 14 12 7 13 

usually/always 4 14 4 5 XXX 

Satisfaction 

v/rather dissatisfied 26 35 4 26 

neither 27 28 29 27 

quite/v satisfied 47 38 68 47 n sig 

Undertaking stimulating work 

Frequency 

V rarely/occasionally 16 15 14 15 

half the time 40 30 31 37 

usually/always 47 55 55 47 n sig 

Satisfaction 

v/rather dissatisfied 21 22 14 21 

neither 12 17 10 13 

quite/v satisfied 68 62 76 67 n sig 

Work with highly supportive people 

Frequency 

V rarely/occasionally 19 32 10 21 

half the time 26 27 24 26 

usually/always 55 41 66 53 n sig 

Satisfaction 

v/rather dissatisfied 25 48 11 28 

neither 11 14 21 13 

quite/v satisfied 64 39 68 60 xxxx 



Appendices 

ly i ; Features of Life at Work 

Level of Stress same more less all stat sig 

N = (251) (60) (29) (340) 

Undertake work with unclear goals 

Frequency 

10 

11 

V rarely/occasionally 61 44 64 58 

half the time 24 37 32 27 

usually/always 16 19 4 15 n sig 

Satisfaction 

v/rather dissatisfied 41 64 39 45 

neither 24 9 36 22 

quite/v satisfied 35 27 25 32 XXX 

Undertake low priority work 

Frequency 

V rarely/occasionally 69 64 82 69 

half the time 19 19 14 18 

usually/always 13 17 4 13 n sig 

Satisfaction 

v/rather dissatisfied 32 38 25 33 

neither 25 21 32 25 

quite/v satisfied 43 41 43 43 X 

Have insufficient authority to make decisions 

Frequency 

V rarely/occasionally 75 77 78 75 

half the time 15 14 15 15 

usually/always 10 9 7 10 n sig 

Satisfaction 

v/rather dissatisfied 31 29 15 29 

neither 26 25 30 26 

quite/v satisfied 43 

4 

47 56 44 n sig 



Appendices 

IV i : Features of Life at Work 

Level of Stress same more less all stat sig 

N = (251) (60) (29) (340) 

12 Write reports for other agencies 

Frequency 

13 

14 

V rarely/occasionally 66 64 82 67 

half the time 16 13 7 15 

usually/always 18 23 11 18 n sig 

Satisfaction 

v/rather dissatisfied 7 7 4 7 

neither 38 39 33 38 

quite/v satisfied 56 54 63 56 n sig 

Difficult team work 

Frequency 

V rarely/occasionally 56 47 71 56 

half the time 18 24 11 19 

usually/always 26 29 18 26 n sig 

Satisfaction 

v/rather dissatisfied 40 59 37 43 

neither 18 16 22 18 

quite/v satisfied 42 26 41 39 n sig 

Do uninteresting work 

Frequency 

V rarely/occasionally 94 86 90 92 

half the time 5 9 3 5 

usually/always 1 5 7 2 n sig 

Satisfaction 

V/rather dissatisfied 25 28 23 25 

neither 22 31 27 24 

quite/v satisfied 53 

5 

41 50 51 n sig 
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IV i : Features of Life at Work 

15 

16 

17 

Level of Stress same more less all Stat 

N = (251) (60) (29) (340) 

Work to tight dealines 

Frequency 

V rarely/occasionally 48 30 59 46 

half the time 31 29 24 30 

usually/always 21 41 17 24 X 

Satisfaction 

v/rather dissatisfied 10 18 14 12 
neither 37 30 31 36 
quite/v satisfied 53 52 55 53 n sig 

Cope with extremely worrying situations 

Frequency 

V rarely/occasionally 41 26 46 39 

half the time 32 21 39 31 

usually/always 27 54 14 30 xxxx 

Satisfaction 

v/rather dissatisfied 15 29 18 18 
neither 34 26 36 33 

quite/v satisfied 51 45 47 50 n sig 

Do long term work which seems endless 

Frequency 

V rarely/occasionally 69 63 59 67 

half the time 19 23 33 21 

usually/always 12 14 7 12 n sig 

Satisfaction 

v/rather dissatisfied 29 38 28 31 

neither 27 23 40 28 
quite/v satisfied 43 

6 

39 32 42 n sig 



Appendices 

18 

19 

20 

IV i : Features of Life at Work 

same more less all stat sig 

(251) (60) (29) (340) 

Level of Stress 

N = 

Drop longer term work to cope with crises 

Frequency 

V rarely/occasionally 64 51 58 62 

half the time 23 21 31 23 

usually/always 13 28 12 15 n sig 

Satisfaction 

v/rather dissatisfied 29 30 32 30 

neither 30 38 32 31 

quite/v satisfied 41 32 36 39 n sig 

Take up work passed on without adequate explanation 

Frequency 

V rarely/occasionally 86 71 80 83 

half the time 9 14 20 11 

usually/always 5 14 - 6 XXX 

Satisfaction 

v/rather dissatisfied 43 43 28 37 
neither 18 30 28 21 
quite/v satisfied 46 29 44 43 n sig 

Work with people who threaten physical violence 

Frequency 

V rarely/occasionally 96 92 100 96 
half the time 4 2 - 3 

usually/always — 6 - 2 n sig 

Satisfaction 

v/rather dissatisfied 17 34 19 20 

neither 33 21 19 30 

quite/v satisfied 50 45 63 50 n sig (<0.1) 
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IV i ; Features of Life at Work 

21 

22 

23 

Level of Stress same more less all Stat 

N = (251) (60) (29) (340) 

Work unsocial hours 

Frequency 

V rarely/occasionally 65 51 82 64 
half the time 16 19 4 15 

usually/always 19 31 14 21 n sig 
Satisfaction 

v/rather dissatisfied 29 48 11 31 
neither 31 24 25 29 
quite/v satisfied 40 28 64 40 XXX 

Put up with verbal abuse 

Frequency 

V rarely/occasionally 84 72 89 82 
half the time 10 19 7 11 

usually/always 6 9 4 6 n sig 

Satisfaction 

v/rather dissatisfied 17 21 7 17 
neither 44 34 25 41 

quite/v satisfied 38 45 68 42 X 

Be subject to appraisal 

Frequency 

V rarely/occasionally 49 44 55 49 
half the time 10 13 - 9 

usually/always 41 44 45 42 n sig 
Satisfaction 

v/rather dissatisfied 19 30 10 20 
neither 25 24 10 23 
quite/v satisfied 57 46 79 57 XXX 

8 
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IV i : Features of Life at Work 

24 

25 

Level of Stress same more less all stat 

N = (251) (60) (29) (340) 

Have no say in recruitment of colleagues 

Frequency 

V rarely/occasionally 41 50 50 43 

half the time 7 7 8 7 

usually/always 53 43 43 50 n sig 

Satisfaction 

v/rather dissatisfied 37 36 23 36 

neither 24 30 39 27 

quite/v satisfied 38 34 39 38 n sig 

Spend a good deal of time supervising others 

Frequency 

V rarely/occasionally 67 39 71 62 

half the time 12 21 13 14 

usually/always 21 40 17 24 XXX 

Satisfaction 

v/rather dissatisfied 9 12 13 10 

neither 25 23 38 25 

quite/v satisfied 66 65 50 65 n sig 

96 

4 

26 Spend too much time on colleagues' personal affairs 

Frequency 

V rarely/occasionally 

half the time 

usually/always 

Satisfaction 

v/rather dissatisfied 

neither 

quite/v satisfied 

93 

6 

2 

86 

9 

5 

92 

6 

2 n sig 

10 11 8 10 

30 32 31 31 

60 58 69 60 n sig 
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APPENDIX IV ii : HELPING & HINDERING FACTORS AT WORK 

Level of Stress same more less all 

as than than 

others others others 

N = (251) (60) (29) (340) 

1 Frequency with which supervisor involves 

respondent in setting goals for work 

always/mostly hinders 9 9 4 9 
some help/hindrance 33 41 20 34 
mostly/always helps 57 50 76 58 

2 Supervisor's knowledge, experience and ability 

always/mostly hinders 10 13 11 11 
some help/hindrance 30 29 22 29 
mostly/always helps 60 58 67 60 

3 Extent of supervisor's confidence in 

respondent's abilities 

always/mostly hinders 3 12 — 4 
some help/hindrance 24 20 39 24 
mostly/always helps 73 69 62 71 

4 Supervisor's interpersonal skills 
always/mostly hinders 10 17 11 11 
some help/hindrance 38 35 22 36 
mostly/always helps 52 48 67 53 

5 Supervisor's interpersonal skills 

always/mostly hinders 11 19 5 12 
some help/hindrance 45 64 57 49 
mostly/always helps 44 17 38 39 

n sig 

n sig 

XX 

XX 

10 
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IV ii : Helpino & Hinderina Factors at Work 

Level of Stress same more less all Stat sig 

N = (251) (60) (29) (340) 

6 Relationship with the union 

always/mostly hinders 7 13 7 8 
some help/hindrance 53 53 40 52 
mostly/always helps 40 35 53 40 n sig 

7 Extent to which outcome of work can be assessed 

always/mostly hinders 11 13 7 11 
some help/hindrance 40 46 33 41 
mostly/always helps 49 42 59 48 n sig 

8 Size of the organisation 

always/mostly hinders 26 33 11 26 
some help/hindrance 42 46 48 43 
mostly/always helps 32 21 41 30 n sig 

9 Contact with higher management 

always/mostly hinders 23 32 17 24 
some help/hindrance 43 43 52 44 
mostly/always helps 34 26 30 33 n sig 

10 Supervisor's interpersonal skills 

always/mostly hinders 9 15 — 9 
some help/hindrance 57 54 47 55 
mostly/always helps 35 32 53 36 n sig 

11 Degree of authority for taking decisions 

always/mostly hinders 10 12 4 10 
some help/hindrance 31 29 37 31 
mostly/always helps 60 59 59 59 n sig 

11 



Appendices 

IV ii : Helping & Hindering Factors at Work 

Level of Stress same more less all Stat sig 

N = (251) (60) (29) (340) 

12 Amount of administration 

always/mostly hinders 25 29 12 25 

some help/hindrance 53 57 54 54 

mostly/always helps 22 14 35 21 n sig (<0 

13 Rate at which admin/organisational change occurs 

always/mostly hinders 35 52 16 37 

some help/hindrance 43 36 48 42 

mostly/always helps 22 12 36 21 n sig 

14 Extent to which colleagues share objectives 

always/mostly hinders 9 21 4 11 

some help/hindrance 32 32 27 31 

mostly/always helps 60 47 96 58 n sig 

15 Working conditions 

always/mostly hinders 27 41 14 28 

some help/hindrance 36 15 43 33 

mostly/always helps 37 44 43 39 XX 

16 Amount of travelling 

always/mostly hinders 12 20 12 13 

some help/hindrance 44 48 40 44 

mostly/always helps 44 33 48 57 n sig 

17 Degree of rivalry or competition in respondent's team 

always/mostly hinders 17 20 13 17 

some help/hindrance 33 54 38 37 

mostly/always helps 50 26 50 46 n sig 

12 
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18 

IV ii : Helping & Hindering Factors at Work 

Level of Stress same more less all stat sig 

N = (251) (60) (29) (340) 

Frequency with which other agencies are involved in 

respondent's decisions/actions 

always/mostly hinders 7 2 - 5 

some help/hindrance 62 57 61 61 

mostly/always helps 31 42 39 34 n sig 

19 Degree to which work stimulates/interests 

always/mostly hinders 5 8 3 6 

some help/hindrance 19 25 14 20 

mostly/always helps 76 67 83 75 XX 

20 Amount of variety in job 

always/mostly hinders 4 10 3 5 

some help/hindrance 23 20 17 22 

mostly/always helps 73 70 79 73 XXX 

21 Opportunity to use valued knowledge, skills and abilities 

always/mostly hinders 5 12 3 6 

some help/hindrance 23 13 17 21 

mostly/always helps 72 75 79 73 n sig 

22 Clients/claimants clarity about own goals 

always/mostly hinders 25 25 13 24 

some help/hindrance 54 50 71 55 

mostly/always helps 21 25 17 21 X 

23 Prospects for promotion 

always/mostly hinders 20 11 7 17 

some help/hindrance 41 49 13 40 

mostly/always helps 39 41 80 43 X 

13 



Appendices 

IV ii : Helping & Hindering Factors at Work 

same more less all stat sig Level of Stress 

N = (251) (60) (29) (340) 

24 Job security 

always/mostly hinders 7 18 4 9 
some help/hindrance 23 24 22 23 
mostly/always helps 70 59 74 68 n sig 

25 Pay 

always/mostly hinders 7 15 4 8 

some help/hindrance 27 25 36 27 

mostly/always helps 66 61 60 65 n sig 

26 Morale in the agency 

always/mostly hinders 26 31 18 26 
some help/hindrance 38 44 39 39 

mostly/always helps 36 25 43 35 XXX 

27 Image and reputation of the occupation 

always/mostly hinders 30 34 26 31 

some help/hindrance 58 53 67 58 

mostly/always helps 11 13 7 11 n sig 

28 Ethical issues 

always/mostly hinders 8 15 7 9 

some help/hindrance 60 60 57 60 
mostly/always helps 32 25 36 31 X 

29 Degree of control respondent has over whom s/he works with 

always/mostly hinders 16 17 10 16 

some help/hindrance 42 34 43 40 
mostly/always helps 41 49 48 43 n sig 

14 
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IV ii ; Helping S Hindering Factors at Work 

Level of Stress same more less all stat sig 

30 

31 

32 

33 

34 

35 

N = (251) (60) (29) (340) 

Ability and experience amongst colleagues 

always/mostly hinders 12 15 4 12 

some help/hindrance 27 32 29 28 

mostly/always helps 61 53 68 61 n sig 

Rate of staff turnover 

always/mostly hinders 17 18 9 16 

some help/hindrance 35 28 55 35 

mostly/always helps 48 55 36 48 n sig 

Amount of time spent in meetings 

always/mostly hinders 22 40 23 25 
some help/hindrance 56 44 42 53 

mostly/always helps 22 16 35 22 n sig 

Degree of choice of work 

always/mostly hinders 13 14 8 13 

some help/hindrance 25 34 25 26 

mostly/always helps 63 52 67 61 n sig 

Support agency gives to new ideas 

always/mostly hinders 25 36 12 26 

some help/hindrance 32 29 31 31 

mostly/always helps 43 36 58 43 n sig 

Time for keeping up to date in respondent's field 

always/mostly hinders 50 53 29 49 

some help/hindrance 28 22 29 27 

mostly/always helps 22 25 43 24 n sig 

15 



Appendices 

36 

37 

38 

IV ii : Helping & Hindering Factors at Work 

same more less all stat sig Level of Stress 

N = (251) 

Availability of support facilities 

(60) (29) (340) 

always/mostly hinders 30 47 11 31 
some help/hindrance 32 21 30 30 
mostly/always helps 38 33 59 39 

Attitude of management to union membership 

always/mostly hinders 27 26 16 26 
some help/hindrance 38 37 26 37 
mostly/always helps 36 37 58 38 

Degree of encouragement to achieve high standards 

always/mostly hinders 38 26 4 15 
some help/hindrance 26 28 33 27 
mostly/always helps 60 47 63 58 

n sig {<0.1) 

n sig 

n sig 

16 
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APPENDIX IV iii : INTERACTION OF WORK AND HOME LIFE 

Level of Stress same more less all 

as than than 

others others others 

N = (251) (60) (29) (340) 

Providing the main source of income 

Frequency 

V rarely/occasionally 24 14 35 24 

half the time 12 14 8 12 

usually/always 64 71 58 64 

Satisfaction 

v/rather dissatisfied 11 13 15 12 

neither 19 29 19 21 

guite/v satisfied 69 58 65 67 

Taking responsibility for an elderly/disabled relative 

Frequency 

V rarely/occasionally 80 91 89 82 

half the time 2 — 2 

usually/always 18 10 11 16 

Satisfaction 

v/rather dissatisfied 12 10 11 11 

neither 21 33 44 25 

quite/v satisfied 68 57 44 64 

Stat sig 

n sig 

n sig 

n sig 

n sig 

17 
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IV iii : Interaction of Work and Home Life 

Level of Stress same more less all Stat 

N = (251) (60) (29) (340) 

Providing essential subsidiary income 

Frequency 

V rarely/occasionally 35 25 36 33 

half the time 10 18 - 11 

usually/always 55 57 64 56 n sig 

Satisfaction 

v/rather dissatisfied 9 12 7 9 
neither 15 32 36 20 
quite/v satisfied 76 56 57 71 n sig 

Looking after children alone 

Frequency 

V rarely/occasionally 71 92 71 74 

half the time 10 - 29 10 

usually/always 19 8 - 15 n sig 

Satisfaction 

v/rather dissatisfied 11 15 — 11 
neither 11 23 29 15 

quite/v satisfied 79 62 71 75 n sig 

Undertaking home responsibilities during normal 

working hours 

Frequency 

V rarely/occasionally 91 97 90 92 

half the time 5 — 5 4 

usually/always 4 3 5 4 n sig 

Satisfaction 

v/rather dissatisfied 16 8 11 14 
neither 17 25 11 18 
quite/v satisfied 68 67 79 68 n sig 

18 
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IV iii : Interaction of Work and Home Life 

Level of Stress same more less all stat 

N = (251) (60) (29) (340) 

Having more household tasks than time to do well 
Frequency 

V rarely/occasionally 54 49 67 54 
half the time 13 20 10 14 

usually/always 33 32 24 32 n sig 
Satisfaction 

v/rather dissatisfied 34 35 14 33 
neither 26 20 43 26 
quite/v satisfied 40 45 43 41 n sig 

19 
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APPENDIX IV iv ; HELPFUL AND HINDERING ASPECTS OF HOME LIFE 

Level of Stress same more less all 

as than than 

others others others 

N = (251) (60) (29) (340) 

Time available for own interests 

always/mostly hinders 19 24 7 19 

sometimes hinders/helps 38 26 26 34 

mostly/always helps 43 50 67 47 n sig 

Extent to which partner/friend approves of respondent's job 

always/mostly hinders 3 4 - 3 

sometimes hinders/helps 19 17 14 19 

mostly/always helps 77 79 86 79 n sig 

Demands partner's/friend's job makes on respondent 

always/mostly hinders 7 13 - 7 

sometimes hinders/helps 40 47 50 42 

mostly/always helps 54 40 50 51 n sig 

Extent of partner's/friend's support to respondent 

in coping with demands of her/his job 

always/mostly hinders 4 4 5 4 

sometimes hinders/helps 18 20 18 18 

mostly/always helps 79 76 77 78 

Allocation of responsibility for children 

always/mostly hinders 5 5 — 5 

sometimes hinders/helps 35 29 18 32 

mostly/always helps 60 67 82 68 

n sig 

n sig 

20 
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IV iv : Helpful and Hindering Factors of Home Life 

Level of Stress same more less all Stat sig 

N = (251) (60) (29) (340) 

6 Time available for relaxation 

always/mostly hinders 27 50 24 31 
sometimes hinders/helps 36 21 24 32 
mostly/always helps 37 29 52 37 X 

7 Adaptability of people at home to demands 

of respondent's job 

always/mostly hinders 6 5 — 5 
sometimes hinders/helps 22 25 18 72 
mostly/always helps 72 71 82 73 n sig 

8 Allocation of household duties 

always/mostly hinders lo 4 12 9 
sometimes hinders/helps 32 40 12 31 
mostly/always helps 58 56 77 60 n sig 
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APPENDIX IV V : RECENT HEALTH 

Level of Stress same more less all stat sig 

as than than 

others others others 

N = (251) (60) (29) (340) 

1 Been able to concentrate? 

Yes 77 55 93 75 

No 23 45 7 25 XXXX 

Better than/same as usual 71 50 90 69 

Rather/much more 29 50 10 31 xxx 

2 Lost sleep because of worry? 

Yes 26 38 4 26 

No 74 62 96 74 XXX 

Not at all/same as usual 78 67 83 78 

Rather/much more 22 33 7 22 xxx 

3 Respondent felt she/he played a useful part? 

Yes 86 71 96 85 

No 14 29 4 15 xxx 

Much more/same as usual 80 71 90 80 

Less/much less 20 29 10 20 n sig 

4 Felt capable of making decisions? 

Yes 91 77 96 89 

No 9 22 4 11 XXX 

More so/same as usual 85 65 97 82 

Less so/much less 16 33 3 18 xxxx 

22 
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IV V : Recent Health 

Level of Stress same more less all stat sig 

N = (251) (60) (29) (340) 

Felt constantly under strain? 

Yes 42 80 

No 58 20 

15 46 

85 54 xxxx 

Not at all/no more than usual 64 39 

Rather/much more 36 62 
89 62 

11 39 xxxx 

Felt unable to overcome difficulties? 

Yes 

No 

20 

80 

Not at all/no more than usual 83 

Rather/much more i? 

35 15 22 

65 85 78 n sig (<0.1) 

66 89 81 

35 11 19 xxxx 

Able to enjoy normal activities? 

Yes 80 68 

No 20 32 

100 80 

20 XXX 

More so/same as usual 

Less/much less 
71 58 97 71 

29 42 3 29 XXX 

Able to face up to problems? 

Yes 92 86 

No 8 14 
96 

4 

91 

9 n sig 

More so/same as usual 

Less/much less 
89 

11 

71 

29 

96 

4 

86 

14 XXXX 
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IV V : Recent Hmmlth 

Level of Stress same more less all stat sig 

N = (251) (60) (29) (340) 

9 Felt powerless to accomplish anything useful? 

Yes 19 35 7 20 

81 65 93 80 XXX 

Not at all/no more than usual 85 66 93 82 

Rather/much more 15 34 7 18 xxxx 

10 Felt unhappy & depressed? 

Yes 29 64 33 35 

71 36 66 65 XXXX 

Not at all/no more than usual 75 58 79 72 

Rather/much more 25 42 21 28 xx 

11 Been losing confidence? 

Yes 24 38 12 25 

No 76 62 88 75 X 

Not at all/no more than usual 81 63 93 79 

Rather/much more 19 37 7 2 1 x x 

12 Been thinking of self as worthless? 

Yes 9 29 7 12 

No 91 71 93 88 xxxx 

Not at all/no more than usual 93 73 96 90 

Rather/much more 7 27 4 10 xxxx 

24 
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IV V : Recent Health 

13 

15 

16 

Level of Stress same more less all Stat 

N = (251) (60) (29) (340) 

Felt appreciated at work? 

Yes 77 57 89 75 
No 23 43 11 25 XXX 

More so/same as usual 87 68 93 83 
Less/much less 13 32 7 16 XXX 

Coping well with stress at work? 

Yes 80 65 96 79 
No 20 35 4 21 XXX 

Better than/same as usual 78 53 93 75 

Worse/much worse 22 47 7 25 XXXX 

Feeling reasonably happy? 

Yes 77 60 89 75 
No 23 40 11 25 XXX 

More so/same as usual 74 48 83 70 

Worse/much worse 26 52 17 30 XXXX 

Last saw doctor? 

within past week 5 4 4 4 
within last month 19 17 18 19 
within last 3 months 20 22 21 20 
don't remember 56 57 57 56 n sig 

25 
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IV V : Recent Health 

Level of Stress same more less all stat 

N = (251) (60) (29) (340) 

17 Taken time off sick within last three months? 
Yes 41 42 35 41 
No 58 56 65 53 n sig 

Yes: under a week 37 37 28 36 
under two weeks 5 5 3 5 
more than two weeks 1 2 3 1 

Not applicable 57 56 66 58 n sig 

18 Ever consulted a professional person over 

an emotional difficulty? 

Yes 24 32 35 26 
No 76 68 65 74 n sig 

19 Currently receiving any treatment? 

No 84 73 86 82 
Yes - for physical health 13 20 10 14 

- for nerves 4 7 3 4 n sig 

20 Returned from last holiday? 

within last 2 weeks 14 19 9 15 
within last month 10 12 14 11 
1 - 3 months ago 75 69 71 74 n sig 

21 Plan to take next holiday? 

within a month 23 33 28 25 
within 2 months 36 40 34 36 
in over 2 months 41 28 38 38 n sig 

26 



Appendices 

22 

IV V : Recent Health 

Level of Stress 

N = 

General health 

same more less all stat sig 

(251) (60) (29) (340) 

very good 42 37 62 43 
good 45 46 28 44 
fair 12 15 10 13 
poor 1 - - 1 

27 
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Appendices 

APPENDIX V MANAGERS AND STAFF : COMPARATIVE EXPERIENCE 

i : FEATURES OF LIFE AT WORK 

Grade - Managers staff Both Stat sig 

N = (62) (280) (342) 

1 More work than time 

Frequency 

V rarely/occasionally 18 

half the time 23 

usually/always 59 

Satisfaction 

v/rather dissatisfied 51 

neither 21 

quite/v satisfied 28 

2 Work outside area of knowledge 

Frequency 

V rarely/occasionally 92 

half the time 5 

usually/always 3 

Satisfaction 

v/rather dissatisfied 15 

neither 26 

quite/v satisfied 60 

37 

27 

35 

45 

20 

36 

84 

9 

7 

16 

17 

67 

34 

27 

40 xxxx 

46 

20 

34 n sig 

86 

8 

6 

16 

19 

65 

n sig 

n sig 

3 Wide variety of activities simultaneously 
Frequency 

V rarely/occasionally 2 23 

half the time 16 19 

usually/always 82 59 

Satisfaction 

v/rather dissatisfied 16 14 

neither 26 25 

quite/v satisfied 58 62 

19 

18 

63 

14 

25 

61 

xxxx 

n sig 
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V i : Features of Life at Work 

Grade Managers Staff Both Stat sig 

N ( 6 2 ) ( 2 8 0 ) (342) 

Too much admin work 

Frequency 

V rarely/occasionally 48 

half the time 21 

usually/always 31 

Satisfaction 

v/rather dissatisfied 36 

neither 31 

quite/v satisfied 33 

50 

20 

30 

37 

30 

33 

49 

21 

30 

37 

30 

33 

n sig 

n sig 

5 Difficult collaboration with other occupations/disciplines 

Frequency 

V rarely/occasionally 88 

half the time 9 

usually/always 3 

Satisfaction 

v/rather dissatisfied 12 

neither 34 

quite/v satisfied 54 

81 

14 

5 

22 

30 

47 

82 

13 

6 

21 

31 

49 

n sig 

n sig 

6 Working with people with whom it is difficult to communicate 

Frequency 

V rarely/occasionally 90 

half the time 7 

usually/always 3 

Satisfaction 

V/rather dissatisfied 19 

neither 26 

quite/v satisfied 55 

80 

14 

6 

27 

27 

46 

82 

13 

5 

26 

27 

47 

n sig 

n sig 
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V i : Features of Life at Work 

Grade Managers Staff Both Stat sig 

N = ( 6 2 ) ( 2 8 0 ) (342) 

7 Undertaking stimulating work 

Frequency 

V rarely/occasionally 13 

half the time 29 

usually/always 58 

Satisfaction 

v/rather dissatisfied 6 

neither 21 

quite/v satisfied 73 

16 

39 

45 

24 

11 

65 

16 

37 

47 

21 

13 

67 

n sig 

XXX 

8 Working with highly supportive people 

Frequency 

V rarely/occasionally 18 21 

half the time 23 26 

usually/always 60 52 

Satisfaction 

v/rather dissatisfied 23 28 

neither 18 11 

quite/v satisfied 59 61 

21 

26 

54 

27 

13 

60 

n sig 

n sig 

9 Undertaking work with unclear goals 

Frequency 

V rarely/occasionally 67 

half the time 20 

usually/always 13 

Satisfaction 

v/rather dissatisfied 39 

neither 25 

quite/v satisfied 36 

56 

28 

16 

46 

22 

32 

58 

27 

15 n sig 

45 

22 

33 n sig (<0.1) 
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V i : Features of Life at Work 

Grade Managers Staff Both Stat sig 

N = (62) ( 2 8 0 ) (342) 

10 Undertaking low priority work 

Frequency 

V rarely/occasionally 67 

half the time 26 

usually/always 7 

Satisfaction 

v/rather dissatisfied 35 

neither 31 

quite/v satisfied 34 

69 

16 

14 

32 

23 

45 

69 

18 

13 n sig 

32 

25 

43 n sig 

11 Having insufficient authority to make decisions 

Frequency 

V rarely/occasionally 78 75 

half the time 17 14 

usually/always 5 11 

Satisfaction 

v/rather dissatisfied 22 

neither 32 

quite/v satisfied 47 

12 Writing reports for other agencies 

Frequency 

v rarely/occasionally 74 

half the time 14 

usually/always 12 

Satisfaction 

v/rather dissatisfied 7 

neither 28 

quite/v satisfied 65 

31 

25 

44 

65 

15 

20 

6 

40 

54 

75 

15 

10 n sig 

29 

26 

45 n sig 

67 

15 

18 n sig 

7 

37 

56 n sig 
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V i : Features of Life at Work 

Grade 

N 

13 Difficult team work 

Frequency 

V rarely/occasionally 

half the time 

usually/always 

Satisfaction 

v/rather dissatisfied 

neither 

quite/v satisfied 

14 Doing uninteresting work 

Frequency 

V rarely/occasionally 

half the time 

usually/always 

Satisfaction 

v/rather dissatisfied 

neither 

quite/v satisfied 

15 Working to tight deadlines 

Frequency 

V rarely/occasionally 

half the time 

usually/always 

Satisfaction 

v/rather dissatisfied 

neither 

quite/v satisfied 

Managers 

(62) 

62 

23 

15 

43 

17 

40 

95 

3 

2 

20 

32 

48 

28 

31 

41 

15 

38 

47 

Staff 

( 2 8 0 ) 

54 

18 

28 

43 

19 

38 

92 

6 

3 

27 

22 

51 

50 

29 

21 

11 

35 

54 

Both Stat sig 

(342) 

56 

19 

26 

43 

18 

39 

92 

5 

2 

46 

30 

25 

12 

35 

53 

n sig 

n sig 

n sig 

26 

24 

51 n sig 

XXX 

n sig 
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V i : Features of Life at Work 

Grade Managers Staff Both Stat sig 

N (62) ( 2 8 0 ) (342) 

16 Coping with extremely worrying situations 

Freguency 

V rarely/occasionally 23 43 

half the time 36 29 

usually/always 41 28 

Satisfaction 

v/rather dissatisfied 13 18 

neither 33 32 

guite/v satisfied 54 49 

39 

31 

30 

17 

32 

50 

X 

n sig 

17 Doing long term work which seems endless 

Frequency 

V rarely/occasionally 78 65 

half the time 12 23 

usually/always lo 13 

Satisfaction 

v/rather dissatisfied 19 33 

neither 31 27 

guite/v satisfied 50 40 

67 

21 

12 

31 

28 

41 

n sig 

n sig 

18 Dropping longer term work to cope with crises 

Frequency 

V rarely/occasionally 67 

half the time 16 

usually/always 16 

Satisfaction 

v/rather dissatisfied 20 

neither 39 

quite/v satisfied 41 

61 

24 

15 

31 

30 

39 

62 

23 

15 n sig (CO.l) 

29 

32 

30 n sig 



Appendices 

V i : Features of Life at Work 

Grade Managers Staff Both Stat sig 

N = ( 6 2 ) ( 2 8 0 ) (342) 

19 Taking up work passed on without adequate explanation 

Frequency 

V rarely/occasionally 83 

half the time 7 

usually/always 10 

Satisfaction 

v/rather dissatisfied 43 

neither 22 

quite/v satisfied 35 

83 

12 

5 

35 

21 

45 

83 

11 

76 

37 

21 

43 

n sig 

n sig 

20 Working with people who threaten physical violence 

Frequency 

V rarely/occasionally 97 95 96 

half the time 2 3 3 

usually/always 2 2 2 n sig 

Satisfaction 

v/rather dissatisfied 19 21 20 

neither 31 29 30 

quite/v satisfied 51 50 50 n sig 

21 Working unsocial hours 

Frequency 

V rarely/occasionally 60 

half the time 15 

usually/always 26 

Satisfaction 

v/rather dissatisfied 31 

neither 31 

quite/v satisfied 38 

65 

16 

19 

31 

29 

40 

64 

16 

20 

31 

29 

40 

n sig 

n sig 
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V i ; Features of Life at Work 

Grade Managers Staff Both Stat sig 

N = ( 6 2 ) ( 2 8 0 ) (342) 

22 Putting up with verbal abuse 

Frequency 

V rarely/occasionally 85 

half the time 12 

usually/always 3 

Satisfaction 

v/rather dissatisfied 12 

neither 43 

quite/v satisfied 45 

82 

11 

8 

19 

40 

41 

82 

11 

6 

18 

41 

42 

n sig 

n sig 

23 Being subject to appraisal 

Frequency 

V rarely/occasionally 55 

half the time 9 

usually/always 36 

Satisfaction 

v/rather dissatisfied 28 

neither 13 

quite/v satisfied 59 

48 

9 

43 

18 

25 

57 

49 

9 

42 

20 

23 

57 

n sig 

n sig 

24 Having no say in recruitment of colleagues 

Frequency 

V rarely/occasionally 30 38 

half the time 2 8 

usually/always 33 54 

Satisfaction 

v/rather dissatisfied 32 37 

neither 26 27 

quite/v satisfied 43 36 

43 

7 

50 

36 

27 

37 

xxxx 

n sig 
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V i : Features of Life at Work 

Grade - Managers Staff Both Stat sig 

N (62) ( 2 8 0 ) (342) 

25 Spending a good deal of time supervising others 

Frequency 

V rarely/occasionally 15 74 62 

half the time 15 14 14 

usually/always 70 13 24 xxxx 

Satisfaction 

v/rather dissatisfied 5 11 10 

neither 12 29 25 

quite/v satisfied 83 60 65 xxx 

26 Spending too much time on colleagues personal affairs 

Frequency 

V rarely/occasionally 88 

half the time 9 

usually/always 3 

Satisfaction 

v/rather dissatisfied 3 

neither 34 

quite/v satisfied 63 

92 

6 

2 

11 

30 

59 

92 

6 

2 

10 

30 

60 

n sig 

n sig 
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V ii : HELPING AND HINDERING FACTORS AT WORK 

Grade Managers Staff Both Stat sig 

N = (62) ( 2 8 0 ) (342) 

1 Frequency with which supervisor involves respondent 

in setting goals for work 

always/mostly hinders 5 9 9 

some help/some hindrance 38 33 33 

mostly/always helps 57 58 58 n sig 

Supervisor's knowledge, experience & ability 

always/mostly hinders 2 12 

some help/some hindrance 33 29 

mostly/always helps 64 59 

11 

29 

60 n sig 

3 Extent of supervisor's confidence in respondent's ability 

always/mostly hinders 5 4 4 

some help/some hindrance 22 25 24 

mostly/always helps 73 71 72 n sig 

Supervisor's interpersonal skills 

always/mostly hinders 5 

some help/some hindrance 33 

mostly/always helps 63 

12 

37 

51 

11 

36 

53 n sig 

5 Amount of pressure from superiors 

always/mostly hinders 16 

some help/some hindrance 57 

mostly/always helps 27 

11 

48 

41 

12 

50 

39 n sig 

Relationship with the union 

always/mostly hinders 18 

some help/some hindrance 58 

mostly/always helps 24 

6 

51 

43 

8 

52 

40 XXX 

10 
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V ii ; Helping and Hindering Factors at Work 

Grade Managers Staff Both Stat sig 

N ( 6 2 ) ( 2 8 0 ) (342) 

7 Extent to which outcome of work can be assessed 

always/mostly hinders 9 

some help/some hindrance 49 

mostly/always helps 42 

11 

39 

50 

11 

41 

48 n sig 

Size of the organisation 

always/mostly hinders 25 

some help/some hindrance 51 

moslty/always helps 24 

26 

42 

32 

26 

44 

30 n sig 

Contact with higher management 

always/mostly hinders 17 

some help/some hindrance 44 

mostly/always helps 39 

26 

44 

31 

24 

44 

32 n sig 

10 Amount of pressure from people for whose work respondent 

is responsible 

always/mostly hinders 13 

some help/some hindrance 52 

mostly/always helps 36 

8 

57 

36 

9 

55 

36 n sig 

11 Degree of authority for taking decisions 

always/mostly hinders 5 11 

some help/some hindrance 21 33 

mostly/always helps 74 56 

10 

31 

60 n sig (<0.1) 

12 Amount of administration 

always/mostly hinders 25 

some help/some hindrance 61 

mostly/always helps 14 

25 

53 

23 

25 

54 

21 n sig 

11 



Appendices 

V ii : Helping and Hindering Factors at Work 

Grade Managers Staff Both Stat sig 

N = (62) ( 2 8 0 ) (342) 

13 Rate at which admin/organisational change occurs 

always/mostly hinders 38 36 36 

some help/some hindrance 48 41 43 

mostly/always helps 14 23 21 XX 

14 Extent to which colleagues share objectives 

always/mostly hinders 7 

some help/some hindrance 34 

mostly/always helps 59 

11 

31 

58 

11 

31 

58 n sig 

15 Working conditions 

always/mostly hinders 16 

some help/some hindrance 15 

mostly/always helps 69 

31 

37 

32 

28 

33 

39 xxxx 

16 Amount of travelling 

always/mostly hinders 11 

some help/some hindrance 39 

mostly/always helps 50 

14 

46 

41 

13 

44 

42 n sig 

17 Degree of rivalry & competition in respondent's team 

always/mostly hinders 13 18 17 

some help/some hindrance 45 36 38 

mostly/always helps 42 46 45 

18 Frequency with which other agencies are involved in 

respondent's decisions/actions 

always/mostly hinders - 7 5 

some help/some hindrance 63 60 61 

mostly/always helps 37 33 34 n sig 

12 



Appendices 

V ii : Helping and Hindering Factors at Work 

Grade Managers Staff Both Stat sig 

N = ( 6 2 ) ( 2 8 0 ) (342) 

19 Degree to which work stimulates/interests 

always/mostly hinders 5 6 

some help/some hindrance 15 20 

mostly/always helps 80 73 

6 

19 

75 n sig 

20 Amount of variety in job 

always/mostly hinders 3 

some help/some hindrance 16 

mostly/always helps 80 

6 

23 

71 

5 

22 

73 n sig 

21 Opportunity to use valued knowledge, skills & abilities 

always/mostly hinders 3 

some help/some hindrance 17 

mostly/always helps 80 

7 

21 

72 

6 

21 

73 n sig 

22 Clients/claimants clarity about own goals 

always/mostly hinders 11 

some help/some hindrance 66 

mostly/always helps 23 

26 

53 

21 

24 

55 

21 n sig 

23 Prospects for promotion 

always/mostly hinders 6 

some help/some hindrance 34 

mostly/always helps 59 

20 

42 

39 

17 

40 

43 n sig (<0.1) 

24 Job security 

always/mostly hinders 6 

some help/some hindrance 22 

mostly/always helps 71 

9 

23 

67 

9 

23 

68 n sig 

13 



Appendices 

V ii : Helping and Hindering Factors at Work 

Grade Managers Staff Both Stat sig 

N = (62) ( 2 8 0 ) (342) 

25 Pay 

always/mostly hinders 9 

some help/some hindrance 23 

mostly/always helps 68 

6 

28 

64 

8 

27 

64 n sig 

26 Morale in the agency 

always/mostly hinders 13 

some help/some hindrance 39 

mostly/always helps 48 

29 

39 

32 

26 

39 

35 X 

27 Image & reputation of occupation 

always/mostly hinders 23 

some help/some hindrance 62 

mostly/always helps 15 

33 

57 

10 

31 

58 

11 n sig 

28 Ethical issues 

always/mostly hinder 11 

some help/some hindrance 63 

mostly/always helps 26 

9 

59 

32 

9 

60 

31 n sig 

29 Degree of control respondent has over whom s/he works with 

always/mostly hinders 9 

some help/some hindrance 32 

mostly/always helps 59 

18 

42 

39 

16 

40 

43 n sig 

30 Ability & experience amongst colleagues 

always/mostly hinders 5 13 

some help/some hindrance 32 27 

mostly/always helps 63 59 

12 

28 

60 n sig 

14 



Appendices 

V ii : Helping and Hindering Factors at Work 

Grade - Managers Staff Both Stat sig 

N = (62) ( 2 8 0 ) (342) 

31 Rate of staff turnover 

always/mostly hinders 8 

some help/some hindrance 30 

mostly/always helps 62 

18 

37 

45 

16 

36 

48 n sig 

32 Amount of time spent in meetings 

always/mostly hinders 28 

some help/some hindrance 57 

mostly/always helps 15 

24 

52 

24 

25 

53 

22 n sig 

33 Degree of choice of work 

always/mostly hinders 12 

some help/some hindrance 39 

mostly/always helps 49 

13 

24 

64 

13 

27 

61 n sig 

34 Support agency gives to new ideas 

always/mostly hinders 19 

some help/some hindrance 40 

mostly/always helps 40 

28 

29 

43 

26 

31 

43 n sig 

35 Time for keeping up-to-date in respondent's field 

always/mostly hinders 51 

some help/some hindrance 21 

mostly/always helps 28 

49 

28 

23 

49 

27 

24 n sig 

36 Availability of support facilities 

always/mostly hinders 27 

some help/some hindrance 32 

mostly/always helps 42 

33 

29 

39 

31 

30 

39 n sig 

15 



Appendices 

V ii : Helping and Hindering Factors at Work 

Grade - Managers Staff Both Stat 1 

N = (62) (280) (342) 

37 Attitude of management to union membership 

always/mostly hinders 24 26 26 

some help/some hindrance 48 35 37 

mostly/always helps 29 66 38 n sig 

38 Degree of encouragement to achieve high standards 

always/mostly hinders 5 17 15 

some help/some hindrance 24 28 27 

mostly/always helps 71 55 58 n sig 

16 



Appendices 

APPENDIX V iii : INTERACTION OF WORK AND HOME LIFE 

Grade Managers Staff Both Stat sig 

N ( 6 2 ) ( 2 8 0 ) (342) 

1 Providing the main source of income 

Frequency 

V rarely/occasionally 13 
half the time 7 

usually/always 83 
Satisfaction 

v/rather dissatisfied 11 

neither 40 
quite/v satisfied 49 

26 

1 4 

60 

12 

16 

7 1 

2 4 

12 

6 4 

12 

21 

6 7 

XXX 

XXX 

2 Taking responsibility for an elderly/disabled relative 

Frequency 

V rarely/occasionally 82 

half the time 

usually/always 18 

Satisfaction 

v/rather dissatisfied 14 

neither 27 

quite/v satisfied 59 

83 

2 

16 

11 

24 

66 

8 3 

2 

16 

11 

24 

65 

n sig 

n sig 

3 Providing essential subsidiary income 

Frequency 

V rarely/occasionally 39 
half the time 13 
usually/always 48 

Satisfaction 

v/rather dissatisfied 5 

neither 27 

quite/v satisfied 68 

3 2 

10 

5 8 

10 

19 

72 

33 

11 

56 

9 

20 

71 

n sig 

n sig 

17 



Appendices 

APPENDIX V iii ; Interaction of Work and Home Life 

Grade Managers Staff Both Stat sig 

N = (62) ( 2 8 0 ) (342) 

Looking after children alone 

Frequency 

V rarely/occasionally 89 

half the time 

usually/always 11 
Satisfaction 

v/rather dissatisfied 11 

neither 33 

quite/v satisfied 67 

73 

12 

16 

10 

12 

78 

74 

10 

15 

11 

15 

75 

n sig 

XXX 

Undertaking home responsibilities during normal 

working hours 

Frequency 

V rarely/occasionally 

half the time 

95 

3 

3 usually/always 

Satisfaction 

v/rather dissatisfied 22 

neither 8 

quite/v satisfied 70 

91 

4 

4 

12 

20 

68 

92 

4 

4 

14 

18 

68 

n sig 

XXX 

Having more household tasks than time to do them well 

Frequency 

V rarely/occasionally 49 56 55 

half the time 14 14 14 

usually/always 37 31 32 n sig 

Satisfaction 

v/rather dissatisfied 41 31 33 

neither 17 28 26 

quite/v satisfied 43 41 41 n sig 

18 



Appendices 

APPENDIX V iv : HELPING AND HINDERING FACTORS OF HOME LIFE 

Grade Managers Staff Both Stat sig 

N (62) ( 2 8 0 ) (342) 

1 Time available for own interests 

always/mostly hinders 21 

some help/some hindrance 38 

mostly/always helps 42 

19 

34 

48 

19 

34 

47 n sig 

Extent to which partner/friend approves of respondent's job 

always/mostly hinders 2 3 3 

some help/some hindrance 16 19 18 

mostly/always helps 82 78 79 n sig 

Demands partner's/friend's job make on respondent 

always/mostly hinders 8 7 7 

some help/some hindrance 44 41 42 

mostly/always helps 44 52 51 n sig 

Extent of partner's/friend's support to respondent 

in coping with her/his job 

always/mostly hinders 5 4 4 

some help/some hindrance 14 19 18 

mostly/always helps 81 78 78 n sig 

5 Allocation of responsibility for children 

always/mostly hinders 

some help/some hindrance 30 

mostly/always helps 70 

6 

33 

61 

5 

32 

63 n sig 

Time available for relaxation 

always/mostly hinders 33 

some help/some hindrance 33 

mostly/always helps 5 

31 

32 

38 

31 

32 

37 n sig 

19 



Appendices 

APPENDIX V iv : Helping and Hindering Factors of Home Life 

Grade - Managers Staff Both Stat sig 

N = (62) ( 2 8 0 ) (342) 

Adaptability of people at home to demands 

of respondent's job 

always/mostly hinders 2 6 

some help/some hindrance 17 23 

mostly/always helps 81 71 

5 

22 

73 n sig 

Allocation of household duties 

always/mostly hinders 8 

some help/some hindrance 41 

mostly/always helps 51 

9 

29 

62 

9 

31 

60 n sig 

20 



Appendices 

APPENDIX V V : RECENT HEALTH 

Grade - Managers Staff 

N = ( 6 2 ) ( 2 8 0 ) 

Both Stat sig 

(342) 

Been able to concentrate? 

Yes 74 

No 26 

Better than/same as usual 71 

Less/much less 30 

75 

25 

69 

31 

75 

25 n sig 

69 
31 n sig 

2 Lost sleep because of worry? 

Yes 38 

No 63 

24 

76 

26 

74 X 

Not at all/same as usual 73 

Rather/much more 27 

79 

21 

78 

22 n sig 

3 Respondent felt s/he played a useful part 

Yes 83 85 

No 17 15 

85 

15 n sig 

More so/same as usual 

Less/much less 

78 

22 

80 

20 

80 

20 n sig 

4 Felt capable of making decisions? 

Yes 89 

No 9 

90 

11 

89 

11 n sig (CO.l) 

More so/same as usual 

Less so/much less 

74 

26 

84 

16 

82 

18 n sig 

21 



Appendices 

APPENDIX V V : Recent Health 

Grade Managers Staff 

N = (62) ( 2 8 0 ) 

Both Stat sig 

(342) 

5 Felt constantly under strain? 

Yes 57 

No 43 

44 

57 

46 

54 n sig (<0.1) 

Not at all/no more than 

usual 59 

Rather/much more 41 

62 

38 

62 

38 n sig 

6 Felt unable to overcome difficulties? 

Yes 20 23 

No 80 77 

22 

78 n sig 

Not at all/no more than 

usual 78 

Rather/much more 22 

81 

19 

81 

18 X 

7 Able to enjoy normal activities? 

Yes 74 

No 26 

81 

19 

80 

20 n sig 

More so/same as usual 

Less/much less 

65 

34 

72 

28 

70 

30 n sig 

8 Able to face up to problems? 

Yes 91 

No 9 

91 

9 

91 

9 n sig 

More so/same as usual 

Less/much less able 

79 

21 

88 

12 

86 

14 n sig 

22 



Appendices 

APPENDIX V V : Recent Health 

Grade - Managers Staff Both Stat sig 

N = (62) (280) (342) 

9 Felt powerless to accomplish anything useful? 

Yes 

No 

17 

83 

21 

79 

20 

80 n sig 

Not at all/no more than 

usual 76 

Rather/much more 24 

84 

16 

83 

18 n sig (<0.1) 

10 Felt unhappy & depressed? 

Yes 35 

No 65 

34 

66 

35 

65 n sig 

Not at all/no more than 

usual 75 

Rather/much more 25 

72 

28 

72 

28 n sig 

11 Been losing confidence? 

Yes 24 

No 76 

25 

75 

25 

75 n sig 

Not at all/no more than 

usual 78 

Rather/much more 22 

79 

21 

79 

21 n sig 

23 



Appendices 

APPENDIX V V ; Recent Health 

Grade - Managers Staff Both Stat sig 

N (62) ( 2 8 0 ) (342) 

12 Been thinking of self as worthless? 

Yes 

No 

15 

86 

12 

88 

12 

88 n sig 

Not at all/no more than 

usual 85 

Rather/much more 15 

88 

12 

88 

12 n sig 

13 Felt appreciated at work? 

Yes 76 

No 24 

75 

25 

75 

25 n sig 

More so/same as usual 

Less/much less 

82 

18 

84 

16 

84 

16 n sig 

14 Coping well with stress at work? 

Yes 76 

No 24 

80 

20 

79 

21 n sig 

Better than/same as usual 69 

Worse/much worse 31 

76 

24 

75 

25 n sig 

15 Feeling reasonably happy? 

Yes 74 

No 26 

75 

25 

75 

25 n sig 

More so/same as usual 

Less so/much less 

61 

39 

72 

28 

70 

30 n sig 

24 



APPENDIX V V : Recent Health 

Appendices 

Grade Managers Staff Both Stat sig 

N = (62) (280) (342) 

16 Last saw doctor 

within past week 

within last month 

within last 3 months 

don't remember 

6 

15 

16 

64 

4 

19 

21 

55 

4 

19 

20 

57 n sig 

17 Taken time off sick within last three months? 

Yes 30 43 

No 70 56 

41 

58 n sig 

Yes: under a week 

under 2 weeks 

more than 2 weeks 

Not applicable 

25 

5 

70 

38 

5 

2 

55 

36 

5 

1 

58 n sig 

18 Ever consulted a professional person over an 

emotional difficulty? 

Yes 

No 

26 

74 

26 

74 

26 

74 n sig 

19 Currently receiving treatment? 

No 79 

Yes: for physical health 13 

Yes: for nerves 8 

83 

14 

3 

82 

14 

4 n sig 

20 Returned from last holiday? 

within last 2 weeks 15 

within last month 19 

1 - 3 months ago 67 

15 

10 

76 

15 

11 

74 n sig 

25 



Appendices 

APPENDIX V V : Recent Health 

Grade - Managers Staff Both Stat 

N = (62) (280) (342) 

Plan to take next holiday 

within a month 20 26 25 

within 2 months 39 36 37 

in over 2 months 41 37 38 n sig 

General health 

very good 46 42 43 

good 46 44 44 

fair 3 14 13 

poor - 1 1 n sig 

26 


