The Use of Authority

BERNICE ORCIIARD

m Supervision .

Authority iy viewed ay an importani component in public welfare
programs in this paper., The goal of supervision is to help the
worker learnn and uve the methods whiclt will most cffectively meet
the clieni's needs, Supervision involves the use of autherity in ihe
relationship between the supervisor and the worker, and should
be accepred as an enabling pracesy to benefit the client, the worker
and the agency. Miss Orchard poinis out wayys in which the super-
visory relationship can help the worker grow and develop to his
maximian polential. She presented the paper at the Association's
1964 Southeast Regional Conference in Atlunta, Georgia lust Au-
gust, Miss Orchard is Professor, Schoal of Social Work, U:uver.suy
of Tennessee, Na.shwlle, Tennessee,

Thc use of autharity iy frightening to many
social workers, yet whether we like it or not, au-
thority s an important component in public wel-
fare programs as well as in other social work
programs. In public assistuncé clients must meet
dw:bmty nqulrumms, nust follow agency poli-
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and others. Public welfare caseworkers must de-
termine that eligibility requirements have been
met, must follow agency policics concerning
eligibility and budgeting. Supervisors, among
other duties, must sce that the caseworkers under
their supervision follow agency policies and do
not make costly mistakes in determining eligibility
and budgeting.

All of this involves the extensive use of author-
ity. It is important that this authority be uvsed
constructively, which is not possible when one is
afraid of it or.conversely enjoys excessively the
feeling of power that it brings. '

Caseworkers tend 1o deny that authority s a
component in casework practice. They stress the
concepts of individualization and sclf-determina-

tion, both of which are very important concepls,

but « client or a caseworkér or a supervisor can
be seli-determining only within certain bound-
arics: first, the boundary of community law and
order: sccond, the boundary of agency policies
and, in a public agency, the laws under which
the agency opceraies,
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Two kinds of authority are generally recog-
nized: the authority of compeience and consti-
tuted authority.! The authority of competence
comes from onc’s knowledge, experience and skill.
A social worker who is assigned to supervise
othcr social workcr‘s prcsumably has been given

““““““ Zreaier Kiowiedye,
experience and skxll in socias Work than he per-
sons supervised. This greater knowledge. expe-
rience and skill is in social work, not in all areas.
The supervisec may be a much beiter gardener
than the supervisor or a much more skill{ul 1ennis
player.

Constituled authority is the authority which is
inherent in the position, The pusition of super-
visor gives the supervisor certain authority over
his supcrvrsccs. the authority to determine
whether work is satashcloniy completed, the au-
thority to evaluate the work of lh\, Supi..t\'ﬁt_c
for salary raises und promiotions. The position of
supervisor carries agenty authority whether one
has the authority of competence or not but cer-
tainly the supcrvisor can carry his role more
adequatcly when he also has the authority of
competence. The supcrvisor needs to be able 10
accept his authority with awareness of his atti-
tudes toward it and &hcxr effect on his use of it

‘Smdt. Litiott, “An Culine for the Stndy of Social Authonty Factors
in Casework,” Socll Casewnrk, §FFamil Servive Asswiaiaon of ml:rrira,
44 linst 23rd Surect, New York. New York, Jung 1934, pp. 231-20
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ATTIHUDES Towarp Avrporeey

How do ong's atiitudes towird authority de-
velop? Initially they stem lrom the parent-chiicd
relationship but modifications usually occur as
one is influcneed by persons in authority outside
(he home as one grows up. The baby or small
child has 0 be dependent because he cannot
tecl his own needs. 1is dependence brings about
suhmission to his parents who seem to him to be
all-powerful. The small child also has a desite for
independence, a desire to act out natural impulses
which parents are trying to teach him to control,
which brings about resentment of the authority of
the parcnts. This is often referred to as the de-
pendency-authority conlflict ?

How or whether the child resolves the depend-
ency-authority conflict depends to a considerable
oxtent on the kind of authority to which he is
subjected.  In “ideal” situations in  “normal”
middic cluss American families, the child arad-
ually tukes over voluntarily the standards of
Joving parcnts and learns to control his own be-
havior in accordance with their expectations and
1o accept conslituted authority without much con-
flict. 1f parents havé been very strict and severe
he may accept their controls through fear but
also fecl anger and resentment followed by guilt,
which may interfere with his own acceptance and
use of authority as an aduit. The child who has
had too little control from parents or inconsistent
control will have trouble lcarning to control his
own behavior and as an adult may resent and
rebel against authority and have difficulty exer-
cising it constructively when it is part of his
responsibility. X

1
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Ust AuTiioriTYy CONSTRUCTIVELY

Wwhat should be the supervisor's attitude toward
authority so that he can usc it constructively? He

- needs to accept the fact that the supervisory role

includes authority. He needs to have the ability
to be firm whea necessary, to have patience, to
have @ sincére desire for supervisees to succeed
and progress. He should have no need to deprive,
hurt or retaliate, no nced for power over others.
In carrying out his administrative authority the
supervisor is carrying out the policies and regula-
tions of the agency, not exercising personal au-

Towle, Chutlutts, The Learner dn Education jar the Professions, The
Univensity of Chicago Peess, $750 Ellis Avcoue, Chicago, 1ilinoisy 1954,
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thority. 1is authority of competence is used for
the benefit of ‘the clicat, the supervisce and the
agency.

THE SUPERVISOI'S RESUONSIBILITIES

Customarily the process of supervision is di-
vided into two componcats: educuation snd ad-
ministration. Charlotie Towle adds a third which
she calls “helping,™ or perhaps cnabling is a
more descriptive word. Tt means cnubling the
supervisce to do his work 1o the very best of s
ability thus increasing his own satisfuction from
his work as well as benefiting the clieat and tne
agency. The cnabling component permeates the
supervisory process through the supervisor-super-
visce relationship. The supervisor's atlitude to-
ward and use of authority is an important factor
in the supcrvisor-supervisee relutionship.

Administration has becn defined by Berko-
vitzt as an enabling and directing process. Ina
social agency this means creating fuvorabic con-
ditions for carrying out the agency program of
service to clicnts. The supervisor has an impar-
1ant role in agency administration. He must: 1)
see that the agency policies and procedures ure
carricd out by his supervisees; 2) sce that work
is done in accordunce with agency stundurds and
the gaency time schedule; 3) recognize the super
visees® patiicuiur shills and Use tieii for the benc
fit of the program, if possib'c; 4) contron the work
pressures on the supcrvisecs so that they do not
become 100 great a strain (in view of the size of

“cascloads in many pubiic-welfare agencics this is

often an impossible tusk); 53 see that conference,
dictation and other schedules arce maintained so
that the work of others is not impeded; 6) help

. workers understand the reasons for policics and

procedures; 7) terve as o channel of communi-
cation between the caseworker and the dircetor
and board, cspecially a’ channcl through which
the caseworker can make suggestions about pol-
icy: how current policies affect clichts, desirable
new policies, policies that should be changed of
discarded: 8) evaluate the SUPCIViSOr's work in
accordance with agency standards.

Within the educational component of super-

*Towle, Charlotte, “The Rale of Hu Lervision in the Uniun of Cause
and Fundtion in Social Work,” Social Service Kevicw, The University
of Chicapn Press, 5750 Eliis Aveaue, Chicago, 1Hingis Pecemper 1962,
pE, 396407, i T . L

ileckavitr, Sidacy, The Adminisirative Process in Supgrvisiuni,
Saclal Casewnrk, Family Service Association of America, 44 East 23td
Street, New York, New York, Dccomber 1952, pin 419413,




vision the supervisor’s espuisibilities e o ine
part knowledze to the sepervisee so that he will
1) undenstaid the purposes and goals ol the
agency program; 2) develop understanding  of
the psychological, social, culwral and cconomic
faciors which alfect clicnis” behavior, and apply
his knowledge in his work with clienis; 3) under-
stand and apply casework concepts; 4) carry over
Jearning from one cise situation Lo another, see-
ing similarities and differences; 5) understand
how his own feclings and prejudices may inter-
fere with his work at times.

In some agencies or at some times the adminis-
trative component of supervision may nced to be
emphasized more than the educautionat component
while in others the educational component may

be emphasized more than the administrative com- -

ponent but both are important. In public welfare
traditionally the administrative aspects have been
emphasized but the present concern about rehabil-
jtative casework services should increase the im-
portance -of the cducational functions of super-
vision.
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il IMEPICATIENS O DINARL IS

TAs stated abave, the caabiling coeponeit ol
supervision comes about mainly, ihough not ca-
tirely, through the supervisor-supervisee relation-
ship. The relationship is o conliguration made up

of miny faclors; some contributed by the super-

visor, some by the supervisee. U s not static but
is constantly chunging, again depending on many
vartiables. Each needs to aceept his own rofe and
that of the other. The supervisor needs 1o aceem
his role #s teacher, cnabler, checker and 1o uc-
cept the authority inherent in it. The supervisce
needs 10 accept his role as 4 person ot yct conm-
petent to practice independently, as a learner and
a subordinate but hopefully a learning, growing
person who is continually atlaining greater com-
petence and ability to function with increasing
independence. He neceds to accept the authority
of the supervisor without great dependence and
loss of initiative.

" In addition to authority, the supervisor-super-
visce relationship has cquully importunt ingre-
dicents. As in al] relationships acceptance is « basic
factor. Acceptance should be mutual. The super-
visor accepts the supervisce as a capuble but not
perfect person who will make some mistakes and
have some prejudices but who is sincerely in-
terested in providing good services to his clients.
Occasionaliy the supervisce 1y Wi oul not 1o
be this kind of person but, in ~iew of the careful
selection process used By most agencics in the
employment of staff, the supervisor is justified in
this initial ecxpectation. The supervisee accepts
the supervisor as a competent person who has the
ability and interest in helping-him iearn and who
has the authority to expect acceptable work, 10
make suggestions and corrections. The supervisee
should feel the security of acceptance which will
not be withdrawn because of occasional errors of
judgnmient in evalualing situations. :

Trost is another mulual ingredient of the su-
pervisor-supervisee relutionship. The supervisor
trusts the worker to grow und develop, (o be re-
sponsible about carrying out assigned work, 10
follow agency policies and procedures but he doges
not expect him to be perfect. The supervisee
trusts the supervisor to give him information as
needed, and 1o be interested in helping him grow
and develop on thc job but not necessarily 10
know or give hini all the answers.

s
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LINDERS TANDING LLARNING PATVERNS

The supervisor needs 1o understand the work-
er's loarning paterns, prejudices and reactians (o
new situations beciuse tese allect his work. Some
persons react @ authority figures with subservi-
ance and dependence, some with resistanec, Some
porsons in i New situation scem to lcarn very
uickly but do not retain the new learning; some
stait slowly and hesitantly but when they have
the security of adequate knowledge move ahead
pupidly and confidently. Others appear 10 resist
new learning when they are testing it out before
incorporating it. These arc but a few of the pat-
terns which supervisors should recognize and
understand so that they can differentiate between
learning patterns and learning problems, between
conllicts and prejudices which a supervisce can
modily when he becomes aware of them and per-
sonality problems which may prevent success as
a social worker.

Some dependence is inhereat in the role of the
supervisce just as some authority is inherent in
the role of the supervisor, Partly this-comes from
the lack of knowledge, experience and skill of the
SUpCrvisce. As his knowledge, experience and
skill increase the dependence should diminish.
Wheiher this happens depends to some extent
i the supervisor's Atitude toward authority and
dependency. He siiould be able to accept the
normal dependence of a new worker and give
frecly the information and knowledge which the
new worker needs but he should not need to keep
him dependent because the dependéncy itself is
aratifying to the supervisor. As the supervisee
gains in competence the supervisor should en-

“courage him to function with greater independ-

ence sa that he will continue to grow and develop.

ldentification isa frequent ingredient of the
supervisor-supervisee relationship. The supervisee
wants to be a professional person like the super-
visor, to model his professional performance after
(hat of the supervisor. This makes it imperative
that the supervisor provide a desirable proies-
sional jmuge. Al the same time the supervisor
<hould cncourage the supervisee to develop tech-
niques that arc natural to him because he is a
separate person who should maintain his own
identity as a professional person and not beccome
a carbon copy of the supervisor. An insccure
supervisor may feel that the supervisee's perform-
ance reficcts his skill as a supervisor to such an

!
-i -
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exient that he does pat permit the supervisee free-
dom 1o develop in his own way. The supervisce's
suceess or fuilure is not necessarily the success ar
fuilure of the supervisor,

Ambivalence is bound o be present o some
degrec in the supervisor-supervisce relationship
because it is -present in any relationship which
includes authority and dependence. The super-
visce will resent the supervisor’s authority at times
and the supervisor will be annoyed at the super-
visee at times, Since individuals leurn und work
best in a positive climale it is hoped that positive
feelings will predominate but realistic acceplance
of negalive feelings when they occur should avoid
a detrimental effect on the relationship.

SUrERVISORY MUETHODS

The supervisar uscs his authority of compe-
tence and his constituted authority constantly in
his day-to-day work with supervisees. In much of
the interaction he does not recognize his use of
authority or think of it as such. When he is faced
with dealing with a worker's inadequate perform-
ance he recognizes this as a time to use his au-
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agency with staff of 165 and social serv-
ice emphasis. Opportunity to develop
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Starting salary $7,920
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Mecklenburg County
Department of Public Welfare
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Charlotte, North Carolina




thority but often fecls wncertain and hesitant. He
wishes 10 be fair and (o approach the worker in
a way which will help him to he abic o Improve,
There are principles which he can follow which
pay inerease his owa cecurity that be is handling
the situation fairly and with objectivity.

3. When the caseworker wishius o carry oul
a cusework plin which seerms unwise to the
supervisor he needs 10 consider whuther the
chient will be damaged i the cusewarker Is
permitted to carry out Jis plun. 0 thwe super-

.t

1. The supervisor focuses on the inade-
quate aspects of the supervisee's work but
ot on his total performunce and he is care-
ful not to imply that because the waork is
inadequate in sOME Ares, the supervisee is
an inadequale person.

2. The supervisor does not sive negative
criticism until he can see a repetition of the
same ecror several times or until he observes
a pattern of problems in certain areas. He
wants to be sure that this is not a single in-
cident which will be corrected quickly by
the supervisee. Simple mistikes may be given
back to the supervisce for correction with-
out spoken or implied criticism but-a re-
peated patiern of carcless work will necd to
be discussed with the supervisee.

SMITH COLLEGE
SCHOOL FOR SOCIAL WORK
MASTER OF SOCIAL WORK

Plan A Curriculnm—Three sunner sessions in study
on the Smith compus and twe » inter sessions in ficld
work ju selecied agencies or clivics,
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& Dortor of Socia]l Work Depgree
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Academic Year Opens June 23, 1965«

Stipowds, without ugency waorl: commitments, are cvailable
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visor decides that the cuseworker’s plan will
not harm the clicnt, cven though another
plan might bic more helpful, he may perinit
the worker to go ahead with Jiis plan with

the idea that the cascworker muy fcarn more

quickly from his mistake than from being
urged to follow a different plan which is nat
his own. Awareness of the supervisee’s leari-
ing pattera is important here. Some people
learn more readily from their own mistakes
than any other way whilc others arc devas-
tated by making a mistake. If the cascwork-
er’s plan will, in the SUPCIVisOr's considered
opinion, really be dumaging to the’ clicnt.
he will, of course, need 10 insist gently but
firmly that it not be carricd out.

4. The supervisor needs 1o consider before
discussing unsatisfactory work with a super-
visee whether the supervisee has 100 much
to do, becausce his tack of production. care-
less work or frequent errors may come from
too much pressurc. Tt is helpful if the super-

" visor knows how his supervisces react 10

stress. Some persons work best when they
feel pushed while other. beoeoiie anxigus,
disorganized or smniobiiized. Perhaps the

worker needs help in setting priorities or in
organizing his work.

5. The supervisor ought o ask  himself
whether he has frustrated the supervisec by
not giving him enougi help or by keeping
too tight controls when the worker is ready
{0 take more initiative and become mare in-
dependent. FHe may need to find out {rom
the supervisee whether his methods of super-
vision are mecting the supervisee's needs.
‘The problem may be due 10 o lack of under-
standing or communication between them.

6. Does the supervisee have the knowledge
that he needs to do the work that is expected
of him? Because there is so much to be done
public welfare workers often arc pushed inio
carrying a too heavy work load too soon.
Their lack of neccssary knowledge adds 1o
the fecling of pressurc and creates frustra-
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tion which may affeet atittudes toward work
as well as amoint accomplished.

7. The supeivisor will want to find out, if
possible, whether the supervisce is experiene-
ing heavy outside pressures such as family
problems or health problems which muay be
allecting his work. If the outside pressures
are temporary i may be possible 1o case the
job pressures a little until the supervisee cun
atain @ balance again. I the outside pres-
sures are prolonged the supervisor may be
able to suggest resources which will help the
supervisee cope with them.

To sum up, when the supervisor sees a pattern
of poor work in certain arcas or certain reactions
which interfere with a worker’s performance he
looks first {or realistic causative factors and deals
realistically with any-that he finds. Often pointing
out an unproduclive or erroneous pattern to a
worker in a matter-of-fact, non-punitive way
mcans thai the worker is able to correct the pat-
tern himself and without inadequate feelings.

UNDERSTANDING THE CASEWORKER

The supervisor needs to keep in mind that
social work makes heavy demands on its practi-
tionars * They deal with troubled peaple with se-
rious problems and nceds. Many arc people whose
stundards and values are very different from the
social worker's standards and values. Some clients
behuve in ways which social workers have been
brought up 1o abhor. New workers without grad-
uate social work cducation often do not have
knowledge of human behavior, cultural patterns
or cconomic conditions which make jt casy for
them to have understanding and sympathy for
some clicnts. Meeling a constant barrage of prob-
lems and needs is very wearing, especially when
the resources available really do not meet the
needs. Social workers have to find ways of pro-
teeting themselves against these constant assaults
on their feelings. At times work may suffer from
the emotional pressures of the job just as it may
from volume. Supervisors can help supervisces find
healthy ways of dealing with their feelings so that

i

“Habenck, Chathatte G, Yyacial Wark as Work,” Secial Carework, ’

1 ulml}; Survive Assocnation of America, 44 East 23rd Strect, New York,
New York, December 1953, pp. 415422,

| "Suhanr, Esther, “Holping Socisl Workers Handle Work  Siress,”
Saciul Casewurk, Family Service Association of America, 44 Bast 23cd
Street, New Yok, New York, December 1953, pp. 423-428.

they do not bandle theie frostrutions by being

. punitive toward their clicnts. Just recognizing the
frustrations and showing undenstanding of the

feelings may relicve the pressure so that (he
worker can mobilize his cnergy o give service Lo
his clients.

Occasionally a supervisee shows o pattern of
resistance or emotionul blocking which interferes
seriously with his work, The resistance or block-
ing may manifest itself in any of a varicty of ways:

1. The supervisce has an intellectual under-
standing of human behavior and casework
theory which he can discuss knowingly with
the supervisor but is not able to use when
confronted by a client. This is also a stage
of learning—when onc knows much more
than he can apply in practice and so the
supervisor needs to make sure that the pat-
tern persists over a period of time and con-
tinues to interfere with the supervisee's
relationship to clients before identilying it as
emotional blocking. - Perhaps this person
needs professional help, perhaps he could
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function i some wcas of social wark not
requiting intensive treatiment redationships or
perhaps e should not be in social work.

2. The supervisce avoids certain pertinent
topies in discussion with clients, changes the
subject as the client is about to bring out
meaninglul  material, asks  inappropriate
questions, is unable 1o work with certain
Kinds of problems or kinds of behavior, This
may be due (o inexperience but il prolonged
usually indicates difliculty in handling fecl-
ings, fear of his own or clicnts’ feelings or
similarity to some difficult situation or re-
lationship in the supervisee's Jife. For in-
stance, a divorced woman may be angry at
men and judges harshly her male clients or
she may have difficulty only with those
whose behavior is similar to that of her
former husband, More often, however, the
cmotion which is aroused is related to some-
thing which occurred much earlier in the
worker's life and has been repressed and
“forgotten.” The repression is threatened
and painful feclings may be stirred up

t
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st which the worber iconsdioady pro.
teets hunsill by not hewing whit the ient
siays or by not Tollowing an obvious Jead
piven by the client,

. The supervisee agrees in conlerence to
carry out certain treatment plans but docsn't
do it, 1t muy be thal he does not understind
the plan well enough 10 exceute it and fur-
ther discussion will clarify it for him. 1T it
happens repeatedly or always in the same
types of situation, the supervisor will con-
clude that the supervisce is blocked by his
own {eclings which may be related to the
clienit or the situation or may be related to
the supervisee's feelings about authority
and/or his relationship to the supervisor,

4. ‘The supervisee retains strong perjudices
after knowledge and experience in sociul
work should have modified them and has
such rigid slandards and valucs that he is
unable to understand clients’ behavior and
to work with those whose behavior violates
his standards. Actually some behavior ex-
hibited by clients threatens his maintenance
of his own standards and values and so he
has to ercet rigid defenses against the feclings
which arc aroused. This kind of person
should not continuc in social work because
it is too hard on him ¢motionally—to say
nothing of the cffect his fack of understand-
ing and punitive attitides may have on
the agency's clients,

The resistance and emotional blocking most
commonly encountered is that which is brought
about by a reactivation of the worker's conflicts
or repressions by particular kinds of behavior or
case situations. :

- After the supervisor clearly identifies the pat-
tern and rules out realistic facrors which might be
affecting the supervisee's performance, he points
out the patlern to the supervisee as he sces it in
specific cases, “In this and this and this case you
stopped the client just as he was about to teil you
something important.” “In A, B and C cases it
scems fo me you were bothered by clients’ ex-
pressions of hostility,” “Have you thought about
how much alike Mrs. X, Mrs. Y and Mrs. Z are
and that you reacted much the same way to
each?” The supervisee's first reaction may be to

(Continued on page 61)
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This i hiandly a good example of group refa-
tions! Although during the six group meetings,
there was occnionally some interaction, some
cagagement with cach other, these AFDC clicnts
probably would have been belter served by case-
work. Before they could effectively use a short-

lerm group expericnee, they needed to experience

through the help of a caring person some trust in
one human being so that they could move out
with trust in a group of people.

- To ACIHEVE A SENSE OF SELT-WORTH

“There are many ways, lay and professional, 10
enhance social functioning. Social group work is
onc of them. Its specific cffectiveness lies in the
psychological make-up of human beings: two
basic needs—the need to beloig and the need (o

have self-respect—are dependent on fulfillment’

of positive group experiences. A third need is lo-
cated in the totality of human society, namely the
need o cooperate with cach other, For the indi-
vidual it means taking responsibility for onc an-
other, and this includes——and requires—group in-
teriction.™ Social casework and social group
work are both needed in the AFDC program if
we are to most efiectively help these clicnts with
their social problems. A child's normal develop-
meat is dependent on the normal development
of his parents. The parcnt needs to have self-
respect and (o have u sense of belonging before
he can create a climaie in the home that is con-
ducive to healthy ‘development of the child. The
sacial group work method ofiers AFDC parents.
through democratic and responsible participation
in a group, an oporlunity to achieve a sense of
scll-worth and belonging.

Hnnopka, Giseli, Social Group Woarke-d Helplng Procezs, Preative
1l dac, Englewood Ciills, New Juerscy, 1963, p. 363
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Use of Autliarity

(Contineed [ront page dU)

. i
deny that there is any validity to (e supervise., »
observations, in which case the supervisor does
not insist on his point of view but may supgest
that the supervisee think it aver. The supervisce
frequently returns saying that he has decided the
supervisor was right. In some instances, it may
be necessary for the supervisor 1o point out the
pattern when he sees it again. Often bringing the
pattern 1o the supervisec's attention means tha
he can change it. perhaps not immediately, but
gradually. 1t is not important to the supervisor
why the supervisee is disturbed by the particulur
situation because the supervisor dacs not engage
in a treatment tclationship with the supervisee.
If the pattern persists and continues to interfere
with the supervisee's work the supervisor may
suggest that he seck treatment clsewhere.

CoNCLUSION l
There is a great deal of authérity inherent in
the supervisor's role—both the authority of
i
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conipetence and the constituted authority derived
from the tesponsibilities of the position. It is im-

“tant that supervisors recognize and aceept this

writy so that they can use it construetively.
They need 1o undetstind their own {eclings about
it, their possible reluctance to aceept i, their fear
of it, or their pleasure in the {eeling of power that
it brings, to mention the extreme reactions, Au-
thorily can be a constractive and helpful com-
poncnt of the supervisor-supervisee relationship,
It provides struciure and support, Through his
authority of competence the supervisor cnables
the worker 1o learn the work he is expected to
carry out, ta learn to understand the persons
with whom he is working, to lcarn the mcthods
which are most eflcctive in meeting clients’ needs.
Through his constituted authority he facilitates
the worker's use of agency policy and procedures.
Through the cvaluation process—both day-by-
day and formal periodic cvaluations he enables
the worker to recognize his strengths and weak-
nessés and helps bim grow and develop to his
maximum potential,
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Crisis
{(Continued from pupe 46}

could be done on the kinds of illnesses or disabili-
ties which ihe majority of clients huve had who
rcccive public assistance: the fathers with chronic
back pain, with chronic asthma, with an ampu-
tated lcg, with chronic heart trouble, all unem-
ployabie.

What has the crisis of illness or disability done

1o the family? I would suspect that the family has

alrcady resolved the crisis of the illness by the
time most of them apply for assistance. The ques-
tion bccomes: which direction did the solution
lake—adaptive or maladaptive. What happens
when the wile is asked 1o work, or in some in-
stances it is demanded that she work, if her hus-
band is incapacitated? Another crisis muy be in-
duced by the apency policy, and we must recog-
nize this for what it is. The introduction of role |
change: the wife becomes the worker and the
husband beconies the homemaker. Although in
our society it is acceptable for wives to work, the
change of the husband's role from worker 1o

~ homemaker is a potential crisis situation.

Will you be rcady to help give a family the

. opportunity which is in cach crisis situation? It

has been found that a crisis situation can provide
an opportunity for the social worker o help a
family when earlier atiempts have jeen unsuc-
cessful,

What crisis situations do to children, particu-
latly those in the formative years, must be exam-
ined. Yow are they affccted when the father or the
mother leaves the home to be hospitalized? What
fears and anxicties do the children sufier? How
arc they affected by a long-term hospitalization of
a parent suffering, for example, from tuberculosis
or mental illness? Are you aware of the children’s

reactions to crisis within the families in your case-

load? The affect of erisis on children and their
atlempts to cope with it hus not been covered in
this paper, but it was not 1o avoid the issue.

It is hoped that the introduction to the subject
of crisis will lead you to think abolit it, to read
about it and to cxaminc your cascload in the light
of this theory. Helping onc family in a crisis situ-
ation to function more comfortably socially will
be an exciting experience. Those of you who have
done so, know whercof I speak; those who have
this cxperience alicad have something to look
forward to so that we can work creatively in

behalf of our clients, (







