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Introduction

Safety culture reflects the shared beliefs, norms, and practices that shape how teams anticipate and respond to
risk, communicate concerns, learn from mistakes, and support one another in carrying out complex and high-
stakes work (Vogus, Sutcliffe, & Weick, 2010). In helping professions, where uncertainty is inherent and
consequences are profound, safety culture is a critical driver for the workforce and the population they serve.

A growing body of research demonstrates that strong safety culture is associated with better decision-making,
improved child safety outcomes, and a healthier, more resilient workforce (Singer & Vogus, 2013; Vogus &
Sutcliffe, 2011). Our team has administered the TASC to over 20 child welfare agencies with over 50,000
responses to date. Studies across helping professions have shown that when staff experience psychological
safety, shared accountability, and supportive supervision, agencies are better able to identify emerging risks,
adapt to changing conditions, and prevent harm. Conversely, fear-based environments—where errors are hidden,
voices are silenced, or blame outweighs learning—undermine both child safety and staff well-being (Cull &
Epstein 2016; Lindsey 2018).

The Team First Assessment of Safety Culture (TASC) was largely adapted from previously validated scales in the
literature. Used by the National Partnership for Child Safety in collaboration with state and local child welfare
agencies, the TASC provides a structured, team-based way to understand how safety culture shows up in daily
practice. Rather than focusing solely on individual attitudes or compliance, the TASC examines how work is
actually done within and across teams—how people communicate, manage pressure, respond to uncertainty, and
learn together.

The TASC is grounded in principles from safety science, which emphasize that harm is rarely the result of a single
bad decision or individual failure. Instead, safety emerges—or breaks down—based on how systems are designed,
how teams interact, and how organizations respond to risk and failure (Vogus et al., 2010). Research applying
safety science to child protection has shown that focusing on system functioning, teamwork, and adaptability
offers more promise for preventing severe harm than relying on retrospective blame or rigid rule enforcement
alone (Cull, Epstein, et al., 2013).

Ultimately, strengthening safety culture is not a one-time initiative, it is an ongoing practice. By using the TASC
and this toolkit as part of a broader learning system, helping professions can build environments where staff are
supported to speak up, adapt wisely, and stay focused on what matters most: the safety, well-being, and dignity
of children and families.
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WHAT IS THE TASC?

The TeamFirst Assessment of Safety Culture (TASC) is an organizational
assessment that assesses various aspects of safety culture in a child welfare
jurisdiction.

The TASC serves as an opportunity for employees to give feedback on agency
culture and agency-specific practices, and data from the survey can prompt
additional conversations about safety culture both agency-wide and at the
team level.

THE SURVEY

Includes:
e A set of workforce and demographic questions.
e Standard Safety Culture Scales relevant to child welfare workforce and other
helping professions.
e Agency-specific questions to measure leadership priorities.
e Completed in under 15 minutes.

CONFIDENTIALITY

The TASC is administered via REDCap, a HIPAA compliant web application for
building and managing surveys.

The Center does not release individual responses back to the agency. We as the
third party hold the individual data responses. When we report out the results of
this survey, the data are aggregated into groups. Group results will not be
shared unless the sample size is 10 or more.

www.centerforthehelpingprofessions.org CHP 4
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SUMMARY

The TASC consists of 3 general sections:
1.A set of workforce and demographic questions
2.Scales measuring aspects of safety culture most relevant to a child welfare workforce
3.Additional questions designed to measure agency-specific practices

1. Demographics. The set workforce-related questions (e.g., average weekly work hours, agency tenure, district office) and
demographic questions which can be highly customized to fit the needs of your agency and what you're hoping to learn from
the administration of the survey.

2. Safety Culture Scales. Mindful Organizing, Psychological Safety, Workplace Connectedness, Stress recognition and
Emotional Exhaustion serve as the core group of scales, and the others are optional to include if you feel they would be
beneficial. Most scales included in this survey have been validated in prior research studies. Below are definitions of the
constructs measured in the organizational assessment:

¢ Psychological Safety: measures whether or not team members feel accepted, respected, part of a team and free to
speak up and take interpersonal risks

¢ Mindful Organizing: measures how teams monitor, plan, innovate, learn, and support each other

e Workplace Connectedness: measures how connected employees feel to coworkers within their teams

¢ Emotional Exhaustion: a measure of individuals’ emotional reserves; a component of burnout

¢ Stress Recognition: measures how well individuals identify stress and its impact on decision-making

¢ Workplace Safety: measures how physically safe team members feel in the office/work setting.

¢ Intent to Remain Employed in Child Welfare: measures some of the personal and professional factors that contribute
to employees’ intention to stay with child welfare work

3. Agency Specific Practices. We are excited to partner with you on including or creating additional questions and scales that
explore specific aspects of your agency practice. In the past, jurisdictions have included questions about huddles, impact of
remote work, supervisor/supervision experiences, and retention efforts.

Team Scales Individual Scales
¢ Psychological Safety ¢ Emotional Exhaustion
 Mindful Organizing ¢ Stress Recognition
e Workplace Connectedness e Workplace Safety

\ j &Intent to Remain Employed in Child Welfay
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Tea Sossment of Safety Culture  B@sic Implementation Timeline

(typically 6-8 weeks for first implementation)

1.Introductory meetings and level-set: what are you hoping to learn about your agency/employees from the
organizational assessment and how will that be useful?
a.Used to explore the assessment’s purpose and get everyone on the same page
b.ldentify a “point person” who will be responsible to answer questions from the CHP team
c.Consider inviting your Strategic Consultant from Casey to participate in these meeting.
2.Finalize survey document: what will be included in the survey?
a.What components of the standard survey would you like to include? Is there anything not included in
the survey that you'd like to ask? We are happy to brainstorm with you!
b.Who needs to approve the final survey before it goes out to staff?
3.Finalize distribution list and “go live” date: who is the survey going to?
a.ls this going to everyone in the agency, or just some employees?
b.Gather list of employee IDs and email addresses, though the survey can be administered anonymously
4. Advertising and messaging from agency: helps to communicate agency’s goal in doing the survey, as part
of alarger goal of continuing to develop a culture of safety
a.We recommend messaging to come from multiple sources (commissioner, managers, team leaders).
Sample scripts are included at the end of this document.
b. Typically, messaging occurs over a 2-3 week timeframe prior to the launch of the survey

NIERCINIEIENDNY (typically 4-6 weeks, depending on size)

1.Emails to employees: The survey is hosted on REDCap, a secure survey platform. if the CHP teamis
administering the survey, we will send out an initial email invitation and weekly reminders to employees
who have not yet completed the survey.

2.Participation update: We will send along weekly participation updates, detailing participation rates for the
agency, and any subsets(e.qg., region or district office)

DEICEOil (4+ weeks, depending on what you'd like to learn)

1.Initial Report: A few weeks after the survey closes, we prepare an executive report of your agency-level
data. This will include descriptive data of demographic information, as well as a broad look into the safety
culture scales agency wide and compared across some groups of employees (e.g., by division). We will
then schedule a meeting to review the data and discuss next steps.

2. Dashboard Preparation: If you are interested, CHP will prepare an interactive data dashboard of the data
collected in your survey, where you can filter by demographic and agency factors, compare change over
time, and explore resources to help communicate and action your data.

3.Communication and Dissemination Plan: We view data analysis and data reporting as highly collaborative
- this part depends on the learnings in which you're most interested. How will you take the data moving
forward?

www.centerforthehelpingprofessions.org CHP 6



TeamFirst PREPARATION CHECKLIST

Assessment of Safety Culture

PREPARATION CHECKLIST

Determine if your jurisdiction would like to administer the TASC.

Invite your Casey Strategic Consultant to the survey conversations.
Set a go live date and decide how long the survey will be open.
Consider who you will administer the TASC to. Entire agency or subset?

Determine if emails will come from CHP or your own jurisdiction email.

D Meet with IT regarding survey emails.
C] Obtain up to date staffing sheet and email addresses.

D Develop your agency survey

() Will all standard safety culture scales be utilized?
D What agency specific questions will you add?
(] Vet final survey draft with executives etc.

Develop a results dissemination plan.

Message the survey at least 2-3 weeks prior to go live date.

Continue to encourage participation through the time the survey is open. Work with specific offices/program
\—_J areas with low engagement.

Provide results to executive leadership.

() Rollout results to rest of the agency.

D Develop PDSA or action plans to enhance engagement and culture.

Data

Preparation Finalization Communication Data Reporting Dissemination

www.centerforthehelpingprofessions.org CHP 7




TeamFirst CONFIDENTIALITY

Assessment of Safety Culture

CONFIDENTIALITY

Confidentiality. When providing technical support for the organizational assessment, we take the
confidentiality of individual participants’ responses to this survey extremely seriously. The survey is designed
to be anonymized to the agency, though members of the CHP team are able to see individual responses so that
we can track who has participated and who still needs to receive survey reminders by email.

We will never release individual participant responses back to the agency.* When we report
out on the results of this survey, the data are aggregated into groups of cases. Following
CDC and AHRQ data reporting guidelines, each aggregated group of data responses is
comprised of at least 10 members, though we typically advise that these groups be much
larger. If there is a group of survey participants smaller than 10 people, we are unable to
report on that group. For example, if there are only a few people in a district who identify as
Black and male, we would not report the data for Black male employees in that district to
protect against those individuals being able to be identified.

In addition, there are some statistical analyses that cannot be done if group sizes are too
small or too unequal. For example, if there are 20 male identified employees in a district
and 200 female identified employees in the same district, we may not be able to do some
analyses comparing men and women. We are always happy to discuss this in greater detail
as questions arise.

*Certain exceptions apply (mandated reporting, suicidal or homicidal statements etc.)

[1] https://wonder.cdc.gov/ and https://www.ahrq.gov/sites/default/files/wysiwyg/sops/surveys/hospital/hospitalsurvey2-users-guide.pdf

www.centerforthehelpingprofessions.org CHP 8
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TeamFirst
Assessment of Safety Culture SCALES AND QUESTIONS

DEMOGRAPHIC VARIABLES

The TeamFirst Assessment of Safety Culture (TASC) collects two types of demographic information to support
comprehensive data analysis and interpretation:

Professional Demographics (workforce variables) capture information about work roles, tenure, and organizational
structure. These variables enable analysts to compare safety culture perceptions across different job types, experience
levels, departments, and divisions. This helps organizations identify where culture is strongest and where targeted
interventions may be needed.

Personal Demographics collect identity-related information such as race, ethnicity, age, and gender. These variables
allow organizations to examine whether all staff members experience safety culture equitably and to identify potential
disparities that require attention to ensure an inclusive workplace environment.

The following items are sample demographic variables commonly used in assessments with partner jurisdictions. Any item
can be removed or changed to reflect the language best for your agency. In addition to these questions, we typically
include a robust section of workforce-related questions, like which program area/department/division in which people
work in order to support detailed data breakdowns.

Professional Demographics (workforce variables) Personal Demographics
¢ |nthe past year, have you completed a home visit? e Race
e Job type e Ethnicity
e Management position e Agerange
e Length of employmentin e (Gender
© agency e Education
o position * Ability status

o department
e Hours worked
e Department
Work Location

www.centerforthehelpingprofessions.org




TeamFirst
Assessment of Safety Culture SCALES AND QUESTIONS

CORE ASSESSMENT

The following scales are included in each survey as the standard group of scales we employ. Emotional
Exhaustion, Stress Recognition, Psychological Safety, Mindful Organizing, and Workplace Connectedness serve
as the core group of scales from which we generate the most meaningful discussion and language among
organizational stakeholders. Most of the safety culture scales included in this survey have been previously
validated in other research studies. For this reason, we typically advise that the safety culture scales remain
intact, though some text can be adjusted to fit the language used in your agency. Unless otherwise indicated,
the response option for all statements is a 7-point Likert scale from strongly disagree to strongly agree. Items
with an asterisk (*) are reverse coded.

PSYCHOLOGICAL SAFETY

1. If you make a mistake in our team, it is often held against you.*

2. The people on my team value each other’s unique skills and talents.

3. Members of my team are able to bring up problems and tough issues.
4.1t is safe to take an interpersonal risk in our team.

5. 0n this team, people are sometimes rejected for having different ideas. *
6. It is difficult to ask other members of this team for help. *

WINDIVINCICETN\NIVAIN[CHI scale ratings are a frequency of engagement (i.e., how often the team does the activity)

1. When giving a report to another employee, we usually discuss what to look out for.

2. My team spends time identifying activities we do not want to go wrong.

3. My team discusses alternatives to improve how we go about our normal work activities.

4. My team has a good understanding of each other’s skills and talents.

5. We discuss our unique skills with each other so we know who has relevant specialized skills and knowledge.
6. My team talks about mistakes and ways to learn from them.

7. When errors happen, my team discusses how we could have prevented them.

8. When we attempt to solve a problem in my team, we take advantage of the unique skills of our colleagues.
9. When a problem occurs in my team, we all get together to figure out the solution.

WORKPLACE CONNECEDNESS

1. 1am able to work with my co-workers without sacrificing my principles.

2. | use “we/us” rather than “they/them” when | talk about my co-workers to others.
3. When | face challenges my co-workers provide the help and support | need.

4.1 have things in common with my co-workers.

TEAM SCALES

www.centerforthehelpingprofessions.org CHP 10



TeamFirst SCALES AND QUESTIONS

Assessment of Safety Culture

CORE ASSESSMENT

INDIVIDUAL SCALES

STRESS RECOGNITION

1. Fatigue impairs my performance during emergency situations.

2.1 am less effective at work when | am fatigued.

3.1am more likely to make mistakes in tense or hostile situations.

4. When my workload becomes excessive my performance is impaired.

EMOTIONAL EXHAUSTION

1. | feel burned out from my work.

2.1 dread getting up in the morning and having to face another day on the job.
3. 1feel emotionally drained from my work.

4. | feel used up at the end of the work day.

WORKPLACE (PHYSICAL) SAFETY

1. | feel safe going to and from my workplace on a daily basis.
2. | feel safe in my office environment.

3. Office safety is important in my organization.

4. |feel that | am protected in my work setting.

INTENT TO REMAIN EMPLOYED IN CHILD WELFARE

1. lintend to remain in child welfare as my long-term professional career.

2. I will remain in child welfare even though | might be offered a position outside of child welfare with a higher salary.

3. 1would leave child welfare work tomorrow if | was offered a job for the same salary but with less stress. *

4. The personal and professional benefits outweigh the difficulties and frustrations of working in child welfare.

5.1 am actively seeking other employment. *

6. | feel the personal and professional gratification of working in child welfare to be greater than those in other professions.
7. | frequently think about quitting my job. *

8.1 am committed to working in child welfare even though it can be quite stressful at times.

9. My intention to remain employed in child welfare is stronger than that of most of my colleagues.

[tems with an asterisk (*) are reverse coded.

www.centerforthehelpingprofessions.org CHP .



TeamFirst SCALES AND QUESTIONS

Assessment of Safety Culture

SUPPLEMENTAL SCALES

Many jurisdictions add additional scales and/or question sets to their survey, in addition to the standard safety culture
scales (i.e., psychological safety, mindful organizing, workplace connectedness, emotional exhaustion). Below are the
general content areas that jurisdictions have included, and some sample questions from that content area. We're happy to
provide more detail and full question sets for any of the below areas.

As always, we're excited to partner with you on tailoring the survey to fit the needs of your agency, including finding new
scales, creating new sections, or modifying the below questions to support your culture change work. Unless otherwise
noted, these questions are generally answered on an agreement Likert scale.

Huddles

Huddles are a teaming practice (a brief (e.g., no longer than 15 minutes), action-oriented meeting that helps a team plan
ahead) that are implemented in many partnership jurisdictions to support teaming and organizing. Although huddles are the
most common teaming practice studied using these questions, some agencies have used similar questions to explore the
use of planning meetings, debriefs, etc.

1.How often does your team use huddles in your work? (frequency rating)

2.The information covered in huddles is relevant.

3.Huddles improve communication within my team

4.1 have the opportunity to ask questions during huddles.

Safety Consult/Critical Incident Response Teams

These questions ask staff about their experiences with agency supports following a critical incident or other high-stress
experience. This kind of question set is often highly modified to fit the language and practices of the agency.

1.Are you aware that the safety consult/critical incident response team is a resource?

2.How often have you activated this resource/under what situations have you activated this resource?

3.1 felt supported during the consult/debriefing/response.

4.The response team was well equipped to help me in (or after) this situation.

Meaning Making and Coping

1.The work | do has purpose and meaning.

2.1 have successful strategies to re-energize when | am on leave/not at work.

3.1 feel connected to the mission of my organization.

4.The people | work with are a positive part of my job.

5.1 am aware of resources at [agency] available to assist with burnout or fatigue at work.

www.centerforthehelpingprofessions.org
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SCALES AND QUESTIONS

SUPPLEMENTAL SCALES

Supervisor Experiences

1.As a supervisor, | have the resources | need to
supervise employees effectively.

2.1 currently have too many people under my
supervision.

3.1'would like to spend more time on supervision
(supervising my staff).

Secondary Traumatic Stress

Often asked only to individuals who work with children and
families. We typically encourage jurisdictions to use one of
the existing scales that have been validated in other
studies (e.g., PROQOL, Vicarious Experiences Scale)
1.1find myself thinking about distressing material at
home.
2.Sometimes | feel overwhelmed by the workload
involved in my job.
3.1t is hard to stay positive and optimistic given some of
the things | encounter in my work.
4.1find it difficult to separate my personal life from my
life as a helper.
5.l feel as though | am experiencing the trauma of
someone | have helped.
6.1 have thoughts that | am a "success" as a helper.

Safety Climate

Supervisee Experiences

1.My supervisor is well equipped to help me with my
work-related activities (projects, casework practice,
daily tasks).

2.My supervisor provides emotional support when I've
had a tough time at work.

3.My supervisor cares about me as a person, not just
about me as an employee.

4.My supervisor is well equipped to help me with issues
related to professional development (promotion,
continued learning, etc.).

Media Coverage

Meant to assess the impact of media coverage on case
practice and experiences in the work.

1. Media coverage of child welfare is helpful in promoting
positive change in the system.

2.1 have seen an increase in my workload (e.g., more court
appearances, more cases on caseload) after media
coverage.

3.1 have felt fearful or anxious | would make a mistake and
be in the media.

4.My managers are supportive of staff when they can tell
we are affected by a negative news story.

1.Compared to other supervisors in my work setting, my supervisor pays greater attention to my safety.

2.My supervisor gives positive feedback and/or recognition whenever a job is done with attention to safety practices.
3.My supervisor seriously considers staff feedback for improving safety.

4.My supervisor approaches employees during work to discuss safety issues.

5.Even if there is no harm to children and families, my supervisor still cares how the work is done.

6.Even if pressure builds up, my supervisor still wants us to work by the rules, not faster.

7.My supervisor keeps track of major safety issues and does not overlook routine problems.

www.centerforthehelpingprofessions.org




TeamFirst
Assessment of Safety Culture SAMPLE COMMUNICATION SCRIPTS

COMMUNICATION: Initial Scripts

Announcement from Senior Executive (e.g., Commissioner, Secretary, Director) to staff:

On[date], we will start a safety culture survey with our non-profit partner, the Center for the Helping Professions. The
purpose of this survey is to gain a better understanding of our agency’s safety culture - specifically the values, attitudes
and behaviors that support our safety and well-being as well as the safety and well-being of those we serve. The survey will
help us understand how our processes support or could better support resilience. It will also serve as an important source
of information to guide our efforts to improve safety and the quality of services for children and families. It is vitally
important that everyone completes the survey.

The survey should only require 15 minutes or less to complete. Individual survey submissions are held confidentially by the
Center for the Helping Professions, with only aggregated results from the survey shared with the department. No data will
be shared on employee groups smaller than 10 people in order to protect confidentiality of responses.

Results from the survey tool will be used in the following ways:
e To assess safety culture experiences and perceptions
* Toraise awareness and shared language on important concepts like psychological safety and mindful organizing
¢ To evaluate the impact of safety-related initiatives

To track changes in safety culture over time

As a starting point for local and agency-wide exploration of how we - together - can improve our safety culture

You will receive a link to the web-based survey on Monday, and the survey will remain open for four weeks. We. Again, your
individual survey responses will be kept completely confidential. [name] will be the point person for the survey within
[agency]. If you have questions about the survey, contact [name] at [email] or (555) 111-0000. Thank you.

Announcement: from Senior Executive to supervisors

We sent announcement of our [date] rollout of the safety culture survey under a separate email. | am now asking you, the
leaders in our department, for your support in garnering maximum participation rates. OQur goal is a response rate of 75%
for all [survey participant roles]. Our commitment to you is that we will review the data for opportunities and work with
you to improve our processes.

Please help us promote the survey. This is a wonderful opportunity for us to assess the perceived culture of our
department. Thank you.

www.centerforthehelpingprofessions.org CHP 14




TeamFirst SAMPLE COMMUNICATION SCRIPTS

Assessment of Safety Culture

COMMUNICATION: Reminder Scripts

Announcement: reminder email from Senior Executive to all survey participants

As promised, we have opened the TASC link. We ask that each of you complete this survey within seven days of this email.
You may be assured that your answers are confidential; all data will be collected by a third party at our partner agency, the
Center for the Helping Professions, and all data will be reported only on groups of employees larger than 10 people. If you
have questions about the survey or have not yet received an invitation to take the survey, contact [name] at [email] or (555)
1M-0000. Thank you.

As previously mentioned, the survey is an important opportunity for us to better understand your perception of our safety
culture. Our goal is that a minimum of 75% participation rate. The survey will be closed on [date]. Once consolidated and
reviewed, we will make the data available for review and together explore our opportunities for improvement.

Announcement: reminder email from supervisor to team members

On [date], you will receive a link to the web-based survey. The purpose of this survey is to gain a better understanding of the
department’s practices, as part of our larger agency goal of advancing a culture of safety. Data from this survey will serve as
an important source of information that will guide our efforts to improve safety and the quality of services for children and
families. The survey should only require 15 minutes or less to complete.

Individual survey submissions will be kept completely confidential. The survey was developed in collaboration with a team at
the Center for the Helping Professions. Only aggregated results from the survey will be shared with the department, and all
data will be reported only on groups of employees larger than 10 people.

This is an important opportunity for us to assess our safety culture, and it is vitally important that each of you complete the
survey. Our goal is that a minimum of 75% participation rate. If you have questions about the survey or have not yet received
an invitation to take the survey, contact [name] at [email] or (555) 111-0000. Once consolidated and reviewed, we will make
the data available for review and together explore our opportunities for improvement. Thank you.

NOTE: If you are administering the survey with individualized emails, staff will also receive reminder emails from REDCap
directly into their emails. We create this email messaging with you to ensure communication consistency.

www.centerforthehelpingprofessions.org CHP 15
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Assessment of Safety Culture SAMPLE COMMUNICATION SCRIPTS

COMMUNICATION: Boosting Participation

The Challenge: reaching your survey participation goal requires early, frequent and clear communication about the why
behind the TASC survey, and what will occur post the survey. Staff want to know the information will be utilized.

The Reality: While some agencies offer incentives like jeans coupons, pizza parties, or gift cards, many lack budget for these
rewards. The good news? Research shows that clear communication about purpose and impact is often more powerful than
incentives alone.

Why Participation Matters: Key Messages for Leaders
For Senior Leadership to Communicate:
"Your Voice Shapes Our Future"
e Thisisn'tjust data collection—it's your opportunity to influence policies, practices, and priorities that affect your daily
work.
e We commit to sharing results transparently and taking visible action on what we learn.
Every Response Counts"
e When we hear from 75%+ of staff, we can break down data by teams, regions, and roles to create targeted improvements.
e Low participation means some voices are missing—and we can't fix problems we don't know about.

"This Is Safe and Confidential"
e Atrusted third party (Center for the Helping Professions) handles all responses.
e No datais reported on groups smaller than 10 people. Your honest feedback helps us all.

"We've Listened Before, We'll Listen Again”
e Share 2-3 concrete examples of changes made from previous survey feedback.
e |f thisis your first survey: "This establishes our baseline so we can track progress together."

SUPERVISOR TALKING POINTS

e "'ve completed it myself, and | was honest—even about things that are hard to hear. That's what we need from you too."

e "This survey breaks down by our team/region. If our participation is low, we won't get our own data report—meaning our
specific challenges stay invisible to leadership."

e " know you're busy. Let's block 20 minutes in Thursday's team meeting for everyone to complete it together so we can
knock it out and move forward."

e "Some of the questions ask about things | can't fix alone—workload, organizational support, leadership practices. This is
how we get those issues in front of people who CAN make changes.”

e "Your feedback is confidential—I won't see individual responses. But | WILL see our team's results, and I'm committed to
working with you on action plans based on what we learn."

www.centerforthehelpingprofessions.org




TeamFirst SAMPLE COMMUNICATION SCRIPTS

Assessment of Safety Culture

COMMUNICATION: Boosting Participation

FIRST-TIME SURVEY:
"Let’s Build Something Better Together"
Every day, you show up to serve children and families in our community. But who's looking out for you?
This survey is our chance to understand:
¢ What's working well in our safety culture
e Where we're falling short
e How we can better support you in this demanding work
Your honest feedback is the foundation for real change. This isn't a test—there are no wrong answers. We want to know your
actual experience, not what you think we want to hear.
15 minutes of your time = a roadmap for our agency's future.

MID-SURVEY PUSH:
"We're So Close!"
Current Participation: 58%
We've heard from 174 staff members—thank you! But we need 225 voices to reach our 75% goal and ensure every team's
perspective is represented.
That means we need just 51 more responses.
Could one of them be yours?
If you haven't completed the survey yet:
¢ |t takes 10-15 minutes
e Your responses are completely confidential
e Your honest feedback drives real change
Haven't received the link? Contact
Already completed it? Encourage a colleague—every voice counts.

FINAL PUSH:

"Last 48 Hours"

We're at 67% participation—just 24 responses away from our 75% goal!

The survey closesin 48 hourson__________

If you've been meaning to complete it, now is the time. Your team is counting on you.
15 minutes. One survey. Real impact.

www.centerforthehelpingprofessions.org




TeamFirst
Assessment of Safety Culture SAMPLE COMMUNICATION SCRIPTS

COMMUNICATION: Boosting Participation

¢ Dedicate time in a staff meeting for all to complete the survey together

e Promote healthy competition between teams or offices for completion rates

e Share concrete examples of past changes based on feedback (if applicable)

e Ensure leadership visibly completes the survey and talks about it

e Peer testimonials about completion and past initiatives

e Provide multiple reminders through various channels (email, posters, team meetings)
e Make technical support readily available

e Address confidentiality concerns proactively and repeatedly

e Connect survey participation to current pain points and agency priorities

e Frame participation as a professional responsibility, not an option

e Commit publicly to transparency about results and action planning

e Consider how to reach staff who do not have the same access to technology or different schedules
e Have supervisors check in weekly for completion rates

e Connect the survey to current events/initiatives/program goals

 Raffle for prizes for those who complete the survey (Lunch with a leader, etc.)

e Certificates of completion

e (ffer a telework day for survey completion

e (learly communicate when staff will receive the results

Remember: The most powerful incentive is the genuine belief that participation will lead to meaningful change. Back up
your messaging with visible commitment from leadership, transparent communication of results, and concrete action
on findings.

www.centerforthehelpingprofessions.org
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Next Steps

From Participation to Action:

Once the survey closes and you've achieved strong participation, the real work begins. The Center for the Helping
Professions will conduct comprehensive data analysis, examining safety culture trends across your agency and
breaking down results. This analysis typically takes 2-4 weeks.

Following the initial data review with leadership, you'll need a thoughtful data dissemination strategy to share results
transparently with staff at all levels—from executive briefings to team-level debriefs. The accompanying “Talking About
TASC Data: Debriefing & Action Guide" provides detailed strategies, scripts, and facilitation tools for communicating
results effectively and translating findings into meaningful action plans. Remember: high participation creates
momentum, but transparent communication of results and visible commitment to change is what transforms survey
data into lasting culture improvement.

For further information on data analysis please reference the TASC Data Analysis guide.

www.centerforthehelpingprofessions.org
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	SUMMARY
	The TASC consists of 3 general sections:
	A set of workforce and demographic questions
	Scales measuring aspects of safety culture most relevant to a child welfare workforce
	Additional questions designed to measure agency-specific practices
	1. Demographics. The set workforce-related questions (e.g., average weekly work hours, agency tenure, district office) and demographic questions which can be highly customized to fit the needs of your agency and what you’re hoping to learn from the administration of the survey.
	2. Safety Culture Scales. Mindful Organizing, Psychological Safety, Workplace Connectedness, Stress recognition and Emotional Exhaustion serve as the core group of scales, and the others are optional to include if you feel they would be beneficial. Most scales included in this survey have been validated in prior research studies. Below are definitions of the constructs measured in the organizational assessment:
	Psychological Safety: measures whether or not team members feel accepted, respected, part of a team and free to speak up and take interpersonal risks
	Mindful Organizing: measures how teams monitor, plan, innovate, learn, and support each other
	Workplace Connectedness: measures how connected employees feel to coworkers within their teams
	Emotional Exhaustion: a measure of individuals’ emotional reserves; a component of burnout
	Stress Recognition: measures how well individuals identify stress and its impact on decision-making
	Workplace Safety: measures how physically safe team members feel in the office/work setting.
	Intent to Remain Employed in Child Welfare: measures some of the personal and professional factors that contribute to employees’ intention to stay with child welfare work
	3. Agency Specific Practices. We are excited to partner with you on including or creating additional questions and scales that explore specific aspects of your agency practice. In the past, jurisdictions have included questions about huddles, impact of remote work, supervisor/supervision experiences, and retention efforts.
	Team Scales
	Individual Scales
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	PREPARATION CHECKLIST

	PREPARATION CHECKLIST
	Determine if your jurisdiction would like to administer the TASC.
	Invite your Casey Strategic Consultant to the survey conversations.
	Set a go live date and decide how long the survey will be open.
	Consider who you will administer the TASC to.  Entire agency or subset?
	Determine if emails will come from CHP or your own jurisdiction email.
	Meet with IT regarding survey emails.
	Obtain up to date staffing sheet and email addresses.
	Develop your agency survey
	Will all standard safety culture scales be utilized?
	What agency specific questions will you add?
	Vet final survey draft with executives etc.
	Develop a results dissemination plan.
	Message the survey at least 2-3 weeks prior to go live date.
	Continue to encourage participation through the time the survey is open.  Work with specific offices/program areas with low engagement.
	Provide results to executive leadership.
	Roll out results to rest of the agency.
	Develop PDSA or action plans to enhance engagement and culture.
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	CONFIDENTIALITY

	CONFIDENTIALITY
	Confidentiality. When providing technical support for the organizational assessment, we take the confidentiality of individual participants’ responses to this survey extremely seriously. The survey is designed to be anonymized to the agency, though members of the CHP team are able to see individual responses so that we can track who has participated and who still needs to receive survey reminders by email.
	We will never release individual participant responses back to the agency.* When we report out on the results of this survey, the data are aggregated into groups of cases. Following CDC and AHRQ data reporting guidelines, each aggregated group of data responses is comprised of at least 10 members, though we typically advise that these groups be much larger. If there is a group of survey participants smaller than 10 people, we are unable to report on that group. For example, if there are only a few people in a district who identify as Black and male, we would not report the data for Black male employees in that district to protect against those individuals being able to be identified.
	In addition, there are some statistical analyses that cannot be done if group sizes are too small or too unequal. For example, if there are 20 male identified employees in a district and 200 female identified employees in the same district, we may not be able to do some analyses comparing men and women. We are always happy to discuss this in greater detail as questions arise.
	*Certain exceptions apply (mandated reporting, suicidal or homicidal statements etc.)
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	DEMOGRAPHIC VARIABLES
	Professional Demographics (workforce variables)
	Personal Demographics
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	CORE ASSESSMENT
	TEAM SCALES
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	SAMPLE COMMUNICATION SCRIPTS

	COMMUNICATION: Initial Scripts
	Announcement from Senior Executive (e.g., Commissioner, Secretary, Director) to staff:
	Announcement: from Senior Executive to supervisors
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	SAMPLE COMMUNICATION SCRIPTS

	COMMUNICATION: Reminder Scripts
	Announcement: reminder email from Senior Executive to all survey participants
	Announcement: reminder email from supervisor to team members
	www.centerforthehelpingprofessions.org
	Why Participation Matters: Key Messages for Leaders
	For Senior Leadership to Communicate:
	MID-SURVEY PUSH:
	"We're So Close!"
	FINAL PUSH:
	"Last 48 Hours"
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