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 Summary of measures included in the COHA survey 

 

Measure (Subscales) Authors Scale Type 
Number 
of Items 

General Description and Sample Items 

Demographics  Multiple 
choice and 
open-ended 
items 

22 Questions ask about gender, race/ethnicity, educational degree, 
marital status, and job characteristics (position, department/unit, 
work history, salary, etc.) 

Open-Ended 
(when not doing 
interviews) 

 Open-ended 1 Please share any other thoughts or information that would be 
helpful for us to know about the health and functioning of your 
organization. 

Community Resources Butler Institute for Families 
(2009). Community Resources. 
Unpublished measure, 
University of Denver, Denver, 
CO. 

5-point 
agreement 
scale and 
“N/A” option 

8 Child welfare staff satisfaction with resources available to families 
in their community. 

 There are strong, positive relationships between my agency and 
community resource providers. 

 In my community, families have access to evidence-informed 
substance abuse intervention. 

Copenhagen Burnout 
Inventory 
(Personal, Work-
related, Client-
related) 

Kristensen, T. S., Borritz, M., 
Villadsen, E., & Christensen, K. 
B. (2005). The Copenhagen 
Burnout Inventory: A new tool 
for the assessment of 
burnout. Work & Stress, 19(3), 
192-207.  

5-point 
frequency 
scale and 
“N/A” option 

19 Measures individuals’ state of prolonged physical and 
psychological exhaustion across personal, work-related, and client-
related subscales. 

 How often do you think: “I can’t take it anymore”? 

 Do you feel that every working hour is tiring for you? 

 Does it drain your energy to work with clients? 

Coping Strategies Butler Institute for Families 
(2009). Coping Strategies. 
Unpublished measure, 
University of Denver, Denver, 
CO. 

5-point 
frequency 
scale and 
“N/A” option 

15 Child welfare workers’ use of coping strategies to prevent burnout 
or secondary trauma. 

 I have a work-to-home transition plan that I participate in as 
part of my self-care. 

 I have a clear self-care plan. 
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Measure (Subscales) Authors Scale Type 
Number 
of Items 

General Description and Sample Items 

Historical Trauma  
(Tribal Sites Only) 

Butler Institute for Families 
(2009). Historical Trauma. 
Unpublished measure, 
University of Denver, Denver, 
CO. 

5-point 
agreement 
scale 

12 Child welfare staff (at tribal organizations) perceptions of how 
historical trauma affects clients and the workplace. 

 Historical trauma impacts my work.   

 My colleagues and I have shared stories of traumatic historical 
events while at work. 

Inclusivity Butler Institute for Families 
(2009). Inclusivity. 
Unpublished measure, 
University of Denver, Denver, 
CO. 

5-point 
agreement 
scale and 
“N/A” option 

4 The extent to which agencies engage in inclusive practices. 

 We continually explore ways to increase the effectiveness of 
services for people of different backgrounds and beliefs. 

 We use procedures that enhance inclusivity in decision-making. 

Intent to Stay 
(Commitment and 
Constraint toward 
current job and child 
welfare) 

Butler Institute for Families 
(2014). Intent to Stay. 
Unpublished measure, 
University of Denver, Denver, 
CO. 

5-point 
agreement 
scale and 
“N/A” option, 
multiple 
choice, open-
ended items 

13 (scale) 
+  

9 (follow-
up) = 22 

total 

Child welfare staff’s intention to remain in their current job as well 
as the field of child welfare.  

 I am committed to staying at this agency.  

 I plan to leave child welfare as soon as possible. 

Job Satisfaction 
 

4 items from: 
New York Social Work 
Education Consortium (2001). 
Workforce retention survey 
instrument. Albany, NY: 
Author. 
2 items from Job Satisfaction 
Survey: 
Spector, P.E. (1985). 
Measurement of human 
service staff satisfaction: 
Development of the Job 

5-point 
agreement 
scale and 
“N/A” option 

6 Child welfare staff’s overall job satisfaction in terms of personal 
and relational fulfillment. 

 My work has the right level of challenge. 

 I feel appreciated for the work that I do. 
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Measure (Subscales) Authors Scale Type 
Number 
of Items 

General Description and Sample Items 

Satisfaction Survey, American 
Journal of Community 
Psychology, 13(6), 693-713. 

Job Stress TCU Institute of Behavioral 
Research, Fort Worth 

5-point 
agreement 
scale and 
“N/A” option 

5 Staff’s report of stress and job pressure 

 I have too many pressures to do my job effectively. 

 The workers in my agency often show signs of stress and strain. 

Leadership 
 

Butler Institute for Families 
(2014). Leadership. 
Unpublished measure, 
University of Denver, Denver, 
CO. 

5-point 
agreement 
scale and 
“N/A” option 

18 Child welfare staff’s perceptions of agency leadership practices. 
Agency Leaders: 

 Build consensus with staff around proposed system or practice 
changes. 

 Encourage new ideas and innovations 

Learning Culture Butler Institute for Families 
(2014). Learning Culture. 
Unpublished measure, 
University of Denver, Denver, 
CO. 

5-point 
frequency 
scale and 
“N/A” option 

11 Child welfare staff’s perception of how the organization and their 
colleagues promote and engage in professional learning activities.  

 Staff take the time to reflect about the work. 

 Staff strategize ways to improve practice. 

Peer Support 
(Reciprocal support, 
Perceived support) 

Mixed sources: Butler 
Institute for Families (2014) 
and Widerszal-Bazyl, M., & 
Cieślak, R. (2000). Monitoring 
psychosocial stress at work: 
Development of the 
Psychosocial Working 
Conditions Questionnaire. 
International Journal of 
Occupational Safety and 

5-point 
frequency and 
agreement 
scales and 
“N/A” option 

1 
(gateway) 

+ 22 
(scales) = 
23 total 

Support by co-workers, the extent to which social support is 
reciprocal, and reasons why staff may not seek peer support 
(three subscales). 

 We talk about the stress we feel related to this job. 

 I can count on my co-workers to help me resolve a difficult 
problem. 

 I hesitate to seek support from my work peers because I am 
concerned about my personal privacy. 
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Measure (Subscales) Authors Scale Type 
Number 
of Items 

General Description and Sample Items 

Ergonomics: JOSE, Spec No, 
59–70. 

Physical Environment New York Social Work 
Education Consortium (2001). 
Workforce retention survey 
instrument. Albany, NY: 
Author 

5-point 
satisfaction 
scale and 
“N/A” option 

15 Child welfare staff’s perception of various aspects of their physical 
work environment. 
Please indicate how satisfied you are with the physical 
environment in which you work: 

 My physical safety in the field 

 Client privacy while in office 

Professional 
Development and 
Preparation for Work  

Butler Institute for Families 
(2009). Professional 
Development and Preparation 
for Work. Unpublished 
measure, University of 
Denver, Denver, CO. 

5-point 
agreement 
scale and 
“N/A” option 

14 Child welfare staff’s perception of training and development 
opportunities at work.  

 Available training opportunities are highly relevant to my job.  

 Training is highly valued by my agency. 

Professional Sharing 
and Support 

Ellett, A. J., Ellett, C. D., & 
Rugutt, J. K. (2003). A study of 
personal and organizational 
factors contributing to 
employee retention and 
turnover in child welfare in 
Georgia. Unpublished 
manuscript. 

5-point 
agreement 
scale and 
“N/A” option 

4 Child welfare staff’s perception of the sharing of information and 
support among colleagues in their unit.  

 Co-workers in my unit share work experiences with each other 
to improve the effectiveness of client services. 

 Co-workers in my unit are willing to provide support and assist 
each other when problems arise. 

Parker Psychological 
Climate  
(Clarity, Conflict, 
Importance, 
Autonomy, Challenge, 

Baltes, B. B., Zhdanova, L. S., 
& Parker, C. P. (2009). 
Psychological climate: A 
comparison of organizational 
and individual level referents. 
Human Relations, 62(5), 669-

5-point 
agreement 
scale and 
“N/A” option 

32 Child welfare staff’s perceptions about their work and 
organizational environment. 

 My job responsibilities are clearly defined. 

 I am held responsible for things over which I have no control. 

 I am able to make full use of my knowledge and skills in my job. 

 Decisions about my job are made in a fair manner. 
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Measure (Subscales) Authors Scale Type 
Number 
of Items 

General Description and Sample Items 

Innovation, Justice, 
and Support) 

700. doi: 
10.1177/0018726709103454 

 

Public  Perception of 
Child Welfare  

Auerbach, C., Zeitlin, W., 
Augsberger, A., McGowan, B. 
G., Claiborne, N., & Lawrence, 
C. K. (2014). Societal factors 
impacting child welfare: 
Validating the Perceptions of 
Child Welfare Scale. Research 
on Social Work Practice. doi: 
10.1177/1049731514530001 

5-point 
agreement 
scale and 
“N/A” option 

14 Staff’s perception of how their work is regarded by the public.  

 People feel that child welfare work is important. 

 The work I do is valued by others. 

 Most people blame the child welfare worker when something 
goes wrong with a case. 

 Most people wonder how I can do this kind of work. 

Readiness for Change 
 

Butler Institute for Families 
(2014). Readiness for Change. 
Unpublished measure, 
University of Denver, Denver, 
CO. 

5-point 
frequency 
scale and 
“N/A” option 

10 Child welfare staff’s perception about practices in their 
organization that promote an environment suitable for change. 

 Management clearly communicates how changes will affect our 
practice. 

 Changes are clearly linked to client outcomes. 

Secondary Traumatic 
Stress Scale 

Bride, B. E., Robinson, M. M., 
Yegidis, B., & Figley, C. R. 
(2004). Development and 
validation of the Secondary 
Traumatic Stress Scale. 
Research on Social Work 
Practice, 14(1), 27-35. doi: 
10.1177/1049731503254106 

5-point 
frequency 
scale and 
“N/A” option, 
multiple 
choice, 
open-ended 
questions 

17 (scale) 
+ 5 

(follow-up 
questions) 
= 22 total 

Degree to which child welfare staff experience symptoms of 
secondary trauma.   

 I wanted to avoid working with some clients. 

 Reminders of my work with clients upset me. 

 I thought about my work with clients when I didn’t intend to. 
 

Self-Efficacy TCU Institute of Behavioral 
Research, Fort Worth 

5-point 
agreement 
scale and 
“N/A” option 

5 Child welfare staff’s perception of their own ability to perform 
their work.  

 I consistently plan ahead and then carry out my plans. 

 I usually accomplish whatever I set my mind to. 



                                          
                                    Comprehensive Organizational Health Assessment  

Measure (Subscales) Authors Scale Type 
Number 
of Items 

General Description and Sample Items 

Shared Vision Ellett, A. J. (2009). Intentions 
to remain employed in child 
welfare: The role of human 
caring, self-efficacy beliefs, 
and professional 
organizational culture. 
Children and Youth Services 
Review, 31(1), 78-88. 

5-point 
agreement 
scale and 
“N/A” option 

4 Child welfare staff’s perception of their unit’s cohesion in terms of 
organizational vision.  

 Co-workers in my unit are committed to continuous 
professional development. 

 Co-workers in my unit clearly understand the agency vision for 
child welfare programs. 

Supervision for Front-
line Staff  
 
(Knowledge, Support, 
and Skill) 

Butler Institute for Families 
(2014). Supervision for Front-
line Staff. Unpublished 
measure, University of 
Denver, Denver, CO. 

5-point 
agreement 
scale and 
“N/A” option 

18 Font-line staff’s perception of supervisor’s knowledge, skills, and 
support 

 My supervisor knows how to assess safety and risk. 

 My supervisor values my opinion in case decision-making. 

 My supervisor is able to gather relevant case information from 
me. 

Supervision for 
Supervisors  
 
(Knowledge, Support, 
and Skill) 

Butler Institute for Families 
(2014). Supervision for 
Supervisors. Unpublished 
measure, University of 
Denver, Denver, CO. 

5-point 
agreement 
scale and 
“N/A” option 

17 Supervisors’ perception of their immediate supervisor’s 
knowledge, skills, and support 

 My supervisor knows child welfare policy and practice. 

 My supervisor values my opinion in decision-making. 

 My supervisor is able to gather relevant case and supervisory 
information from me. 

Supervision for 
Managers  
 
(Autonomy, Support, 
and Skill) 

Butler Institute for Families 
(2014). Supervision for Middle 
Managers. Unpublished 
measure, University of 
Denver, Denver, CO. 

5-point 
agreement 
scale and 
“N/A” option 

22 Middle managers’ perception of their direct supervisor’s support 
and skills 

 Includes me on decisions impacting the organization 

 Listens to me when discussing the needs of my staff 

 Provides regular feedback on my progress in meeting job 
expectations 

Supervision Quality 
and Frequency 

Butler Institute for Families 
(2014). Supervision Quality 

5-point 
agreement 

8 Staff’s perception of the frequency of supervision and their 
satisfaction with quality of supervision. 
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Measure (Subscales) Authors Scale Type 
Number 
of Items 

General Description and Sample Items 

 
(Satisfaction with and 
Frequency of 
Supervision) 

and Frequency. Unpublished 
measure, University of 
Denver, Denver, CO. 

and 
satisfaction 
scales with 
“N/A option; 
6-point 
frequency 
scale 

 My direct supervisor is available by phone, email, or in person 
during regular business hours when I need support in 
completing my job. 

 How satisfied are you with the current quality of individual 
supervision? 

Team Cohesion New York Social Work 
Education Consortium (2001). 
Workforce retention survey 
instrument. Albany, NY: 
Author 

5-point 
agreement 
scale and 
“N/A” option 

9 Child welfare staff’s perception of team work and collaboration 
within their team/unit. 

 It is clear what the team is supposed to accomplish together. 

 Every member of this team understands the team objectives. 

Time Pressure 
 

Butler Institute for Families 
(2011). Time Pressure. 
Unpublished measure, 
University of Denver, Denver, 
CO. 

5-point 
frequency 
scale and 
“N/A” option 

5 Child welfare staff’s perception of the amount of time pressure 
they experience at work.  

 I don't have enough time to do my job effectively. 

 I am too busy at work. 

 
 
 
 
 


