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Abstract	
Social	 work	 is	 a	 support	 profession	 that	 regards	 the	 category	 of	 persons	 in	
situations	of	social	difficulty,	embodying	preventive	and/or	reparatory	endeavours	
oriented	 towards	 ensuring	 an	 optimum	 level	 of	 psycho‐social	 functioning	 at	
individual,	familial,	group	or	community	levels.		
Every	 time	 there	 is	 a	 discussion	 on	 social	 work,	 the	 beneficiary	 and	 the	 pri‐
mordially	of	his/her	interests	are	placed	in	the	limelight.	This	time,	the	attention	is	
focus	on	the	social	worker.	
The	subject	of	 the	motivations	and	satisfactions	 in	 the	professional	activity	of	 the	
social	workers,	although	crucial	from	the	quality	of	the	social	assistance	act’s	point	
of	view	is	insufficiently	approached.	The	boldness	to	tackle	this	sensitive	subject	is	
grounded	 on	 the	 conviction	 that,	 in	 this	 moment,	 the	 social	 services	 market	 in	
Romania	 offers	 enough	 opportunities	 to	 launch	 entrepreneurial	 activities	 in	 this	
domain,	either	 in	the	form	of	private	practice,	or	through	non‐profit	s,	but	also	as	
social	enterprises.	 In	this	regard,	we	plead	for	empowering	the	social	workers,	so	
that	 they	develop	 the	courage	to	detach	of	 the	 limitative	working	contexts	and	to	
maximally	exploit	 their	professional	potential,	 in	personal	benefit,	 but	 also	 in	 the	
benefit	of	his/her	profession	and	of	the	society.	
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1.	Argument		

Nowadays,	 the	social	vulnerabilities	have	been	restructuring,	 in	 the	
sense	of	diversifying	and	amplifying	as	a	 result	of	 the	economical	and	
political	 turbulences.	As	 a	 consequence,	 the	needs	of	 social	 assistance	
become	more	complex	and	plural,	creating	an	increasingly	pressure	on	
the	 on‐call	 professionals.	 Beyond	 these	 professional	 demands	 addres‐
sed	 to	 the	social	workers,	 increasingly	variant	and	 intense,	 it	 is	 impe‐
rative	to	pay	attention	to	the	environmental	factors	that	generates	sup‐
plementary	pressures	on	 the	professionals.	Thus,	 in	 the	current	socio‐
economical	context,	many	times,	the	social	workers	look	for	themselves	
solutions	to	have	a	decent	life.	Most	of	them	do	no	give	up	easily;	they	
resist	 on	 the	 barricades,	 years	 after	 years,	 stoically	 accumulating	
frustrations,	 complaints	 and	 dissatisfactions,	 till	 a	 critical	 level	 is	
reached	and	then	they	take	a	radical	decision:	most	of	the	time,	either	
changing	 the	 profession	 or	 going	 abroad	 (to	 practice	 the	 same	 pro‐
fession	 or	 to	 work	 in	 a	 different	 domain	 in	 order	 to	 ensure	 optimal	
conditions	to	live).	
Chris	 Jones	(2001,	 in	Collins	2008,	p.	1174)	talks	about	social	work	

as	 a	 “traumatised,	 even	 defeated	 occupation”,	 “the	 manifestations	 of	
stress	and	unhappiness	 is	social	services	departments”	being	“various,	
serious	 and	 pervasive”,	 many	 of	 the	 employees	 stating	 that	 they	 are	
“emotionally	and	physically	exhausted	by	the	demands	of	their	work”.	
Based	on	the	results	of	some	studies	regarding	the	situation	of	social	

workers	 from	 different	 countries,	 there	 were	 identified	 a	 series	 of	
viable	solutions	for	increasing	the	work	satisfaction	of	the	professionals	
from	 this	 field,	 for	a	 long‐term	retention	 in	 their	 specialisation	on	 the	
labour	market.	These	potential	solutions	are	to	be	found	at	the	central,	
as	well	as	local	levels.	
Among	 the	 solutions	 placed	 at	 central	 level,	 we	 can	 include:	 im‐

proving	the	public	policy	(financial	and	legislative	support,	especially	for	
training	 and	 retaining	 the	 social	 workers	 on	 the	 labour	 market);	
creating	a	positive	public	image	of	the	social	workers	(the	public	must	be	
informed	about	the	expertise,	the	difficult	work	and	the	successes	that	
characterise	 the	 social	 work	 activity);	 reclassifying	 and	 renaming	 the	
social	work	positions	(it	is	emphasized	that,	if	a	certain	position	does	not	
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require	delivering	certain	services	that	have	to	be	delivered	by	a	person	
with	 certified	 training	 in	 social	 work,	 then	 that	 position	 should	 be	
named	differently	than	social	worker:	caseworker;	case	manager;	social	
services	provider)	(Pasztor,	Saint‐Germain	and	DeCrescenzo	2002).	
Among	 the	 solutions	 placed	 at	 the	 local	 level,	 there	 can	 be	

mentioned:	 increasing	 the	opportunities	 for	a	 career	 (through	 offering	
internship	 possibilities,	 hiring	 incentives,	 performance	 rewards);	 im‐
proving	 working	 conditions	 (decreasing	 the	 caseload;	 flexible	 work	
schedules;	supervision	delivered	by	specialised	personnel;	involvement	
in	 decision	 taking	 at	 the	 management	 level,	 which	 confer	 a	 sense	 of	
pride	and	also	empowerment	and	self‐advocacy;	support	personnel	for	
taking	 over	 certain	 tasks	 as	 paperwork	 and	 administration);	 compen‐
sation	 and	 benefits	 commensurate	 with	 the	 work;	 providing	 different	
opportunities	to	train	the	social	workers	(through	stimulating	the	poten‐
tial	 students	 to	 sign	 up	 to	 social	work	 classes	 or	 the	 social	work	 gra‐
duates	 to	 continue	 their	 studies,	 simultaneously	with	 a	working	 posi‐
tion;	 through	 creating	part‐time	 training	programs,	 as	well	 as	 flexible	
learning	programs)	(Pasztor,	Saint‐Germain	and	DeCrescenzo	2002).	

2.	The	social	work	profession	–	challenges	from	within	

Manifesting	interest	in	the	professions	whose	particularity	consist	of	
offering	 support	 to	 those	 in	 need,	 R.	 Sommers‐Flanagan	 and	 J.	 Som‐
mers‐Flanagan	 (2007)	 identified	 a	 series	 of	motivational	 aspects	 for	
choosing	 this	 kind	 of	 profession,	 respectively:	 the	 will	 to	 help	 the	
others;	 genuine	 curiosity	 regarding	 the	 people’s	 lives;	 the	 need	 for	
status	 or	 professional	 fulfilment;	 a	 superior	 degree	 of	 understanding	
the	 self	 and	 self‐healing.	 More	 than	 that,	 the	 mentioned	 authors	 em‐
phasize	that	the	financial	motivation	is	not	to	be	found	on	this	list,	the	
choice	of	one	of	the	professions	that	imply	offering	help	–	as	it	is	social	
work	 –	 being	 founded	 on	 predominantly	 intrinsic	 and	 non‐material	
motivations.	
Frequently,	 the	 social	workers	 start	 their	professional	 activity	with	

an	 enthusiasm	 that,	 probably,	will	 not	 have	 a	 higher	 intensity	 than	 at	
the	beginning	of	their	activity,	when	they	strongly	experience	all	those	
motivations	oriented	towards	offering	help	to	people	in	need,	towards	
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contributing	 to	 the	 development	 of	 the	 community	 to	 which	 they	
belong,	without	 having	 too	much	 information	 about	 the	 reality	 of	 the	
functioning	 of	 the	 social	 services	 and	 especially	 about	 the	 real	
possibilities	to	transpose	their	professional	ideals	into	practice.	
We	 can	 discuss,	 from	 this	 point	 of	 view,	 about	 a	 handicap	 of	 the	

professional	training,	which	 indeed	 is	 focused	on	providing	knowledge	
and	developing	skills	and	competences,	without	 “socialising	 them	 into	
the	profession”	(Hughes	and	Wearing	2007,	p.	10),	which	means,	in	fact,	
an	 adjustment	 of	 the	 way	 the	 professional	 knowledge	 and	 skills	 are	
transposed	into	practice	in	a	certain	organizational	context.	
As	a	consequence,	“the	challenge	for	the	social	workers	is	negotiating	

the	 slippage	 between	 the	 potential	 or	 the	 ideals	 of	 social	 work	 as	 a	
professional	 activity	 and	 the	 reality	 of	 social	 work	 as	 organizational	
work”	(Lymbery	and	Butler	2004,	in	Hughes	and	Wearing	2007,	p.	10).	
The	 authors	 Hugh	 ad	Wearing	 (2007,	 p.	 10)	 consider	 that	 “the	 work	
environment	will	always	limit	the	potential	of	social	work”,	because	no	
work	environment	will	ensure	the	necessary	conditions	to	fulfill	all	the	
professional	expectations.	This	limitation	represent,	in	fact,	a	significant	
source	of	frustration	and	discomfort	for	the	social	worker	in	the	context	
of	 his/her	 workplace,	 because	 many	 of	 the	 social	 workers	 are	 con‐
fronted	 with	 the	 feeling	 that	 their	 professional	 identity	 is	 limited	 by	
their	 organizational	 role.	 As	 a	 consequence,	 the	 social	 worker	 may	
experience	states	of	tension	and	uncertainty,	caused	by	the	discrepancy	
existing	between	what	they	know,	between	their	ideas	and	believes,	on	
the	one	side,	and	the	concrete	demands	of	the	workplace	(the	tasks	that	
they	have	to	accomplish	every	day,	as	well	as	the	modalities	to	do	so),	
on	the	other	side;	more	than	that,	the	social	workers	may	experience	a	
pressure	to	limit	their	own	potential,	in	terms	of	knowledge	and	skills,	
at	the	solicitations	exerted	in	a	certain	work	environment.	

3.	The	social	worker’s	professional	health		

3.1.	Work	satisfactions	

Work	 satisfaction	 represents	 the	most	 intensely	 studied	 attitude	 in	
the	 context	 of	 the	 organizational	 behaviour:	 an	 individual’s	 asses‐
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sment/appraisal	 of	 the	 job	 characteristics,	 work	 environment	 and	
emotional	experiences	at	work,	as	they	are	perceived	by	an	employee.	
The	authors	McShane	and	Von	Glinow	 (2010,	p.	 108)	declare	 that	 the	
most	adequate	approach	of	work	satisfaction	is	to	consider	this	concept	
as	a	“a	collection	of	attitudes	about	different	aspects	of	the	job	and	work	
context”.	 In	 the	 literature,	 but	 also	 in	 every	 day	 talk,	 it	 is	 used,	 as	 a	
synonym,	the	concept	of	morale.	The	morale	is	defined	as	“the	extent	to	
which	 an	 individual’s	 needs	 are	 satisfied	 and	 the	 extent	 to	which	 the	
individual	 perceives	 that	 satisfaction	 as	 stemming	 from	 his	 (sic)	 total	
work	situation”	(Thus	Guion	1958,	in	Armstrong	2006,	p.	264).	
Trying	to	offer	a	response	to	the	question	“Which	are	those	elements	

that	 generate	 work	 satisfaction	 or	 dissatisfaction?”,	 different	 authors	
identified	 four	 categories	 of	 distinct	 elements.	 Fundamental	 for	 the	
work	satisfaction	is	the	personal	values	system,	because	they	reflect	the	
employees’	 convictions	 regarding	 the	 results	 to	 be	 attained	 through	
work,	 as	well	 as	 the	 behaviours	 to	 be	 adopted	 in	 the	workplace	 (the	
persons	 with	 strong	 intrinsic	 values	 regarding	 work	 that	 are	
professionally	active	in	interesting	and	profoundly	significant	domains	
–	as	social	work,	experience	a	higher	level	of	work	satisfaction,	even	if	
their	salaries	are	low	and	their	work	schedules	are	long,	in	comparison	
with	 those	 with	 predominantly	 extrinsic	 values	 regarding	 work)	
(George	 and	 Jones	 2012).	 An	 equally	 important	 role	 is	 held	 by	 the	
personality,	 whose	 influence	 is	 experienced	 especially	 from	 the	
perspective	of	personality‐workplace	concordance	(the	higher	the	level	
of	 compatibility,	 the	 bigger	 are	 the	 chances	 to	 experiment	 work	
satisfactions)	 (George	 and	 Jones	 2012).	 An	 extrinsic	 element	
determinant	 for	 work	 satisfaction	 is	 the	work	 situation,	 in	 particular:	
the	 content	 of	 work	 (which,	 for	 a	 higher	 satisfaction,	 must	 be	
permanently	 challenging,	 to	 offer	 solutions	 to	 utilize	 the	 individual	
knowledge	and	skills,	 to	offer	positive	feedback,	 to	ensure	autonomy);	
the	 organizational	 policy	 regarding	 remuneration	 and	 promotion	
(which	 must	 be	 equitable	 and	 permanently	 stimulating	 in	 order	 to	
ensure	the	work	satisfaction);	supportive	work	conditions	(this	is	about	
the	physical	 conditions	at	 the	workplace,	 as	well	 as	 the	 component	of	
professional	 supervision);	 the	 flexibility	 of	 the	 working	 schedule	
(Kondalkar	2007).	It	should	not	be	ignored	the	social	influence,	exerted	
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by	the	group	of	co‐workers	in	the	context	of	the	workplace,	but	also	by	
the	individual	cultural	background	(George	and	Jones	2012).	

3.2.	Overexertion,	stress	and	burnout		

There	are	frequent	discussions	in	the	world	of	social	workers	about	
overexertion,	stress,	burnout.	Talking	about	stress,	Allvin	ş.a.	 (2011,	p.	
163)	 identifies	 a	 symptomatology	 specific	 to	 employees,	 based	 on	 a	
“pathological	loss	of	energy	and	an	inability	to	work”,	which	generates	“a	
state	 of	 paralyzing	 tiredness”,	 more	 mentally	 than	 physically.	 In	 fact,	
these	are	symptoms	of	psiho‐emotional	and	intellectual	overexertion	at	
the	workplace.	
We	 consider	 that	 overexertion,	 nowadays,	 is	 a	 consequence	 of	

increasingly	varied	and	ample	personal	expectancies,	which	aim	higher	
and	higher.	We	are	offered	plenty	of	opportunities,	in	all	domains	of	life	
so	 that	 we	 forget	 our	 human	 limits,	 imposed	 by	 a	 certain	 human	
capacity	whose	potential	cannot	be	outbalanced.		
A	 particular	 psychological	 consequence	 of	 stress	 at	 the	workplace,	

specific	 to	 all	 the	 support	 professions,	 is	 burnout,	 a	 combination	
between	 tiredness,	 sleep	disorders,	worries	and	anxiety,	doubled	by	a	
paralyzing	state	of	physical	and	psychic	exhaustion	and	experiencing	a	
serious	loss	of	motivation.		
The	studies	 from	this	domain	showed	that	 the	social	workers	“they	

face	complex	social	situations,	contend	with	unclear	evaluation	criteria,	
deal	 with	 abundant	 role	 conflicts,	 often	 lack	 supervisory	 and	 public	
support,	 work	 long	 hours	 and	 are	 on‐call,	 and	 they	 have	 limited	
resources	 in	 the	 face	 of	 high	 demands”	 (Poulin	 and	 Walter	 1993;	
Soderfelt	ş.a.	1995;	Um	and	Anderson,	1998,	in	Pasztor,	Saint	Germain,	
DeCrescenzo	2002,	p.	81).	More	than	that,	the	social	workers	affirm	that	
they	 experience	 a	 threat	 also	 from	 the	 state	 overseers	 who	 are	 not	
supportive	 and	 who	 “do	 not	 understand	 the	 realities	 of	 the	 job	
demands”	 (Pasztor,	 Saint‐Germain,	 DeCrescenzo	 2002	 p.	 83).	 This	
circumstances	 generate	 feelings	 of	 emotional	 exhaustion,	 deperso‐
nalization	 and	 sometimes	 fear	 and	 extreme	 anxiety	 in	 accomplishing	
their	tasks	(Soderfeldt	ş.a.	1996;	Acker	1999,	Horowitz	1999,	in	Pasztor,	
Saint‐Germain,	DeCrescenzo	2002),	the	studies	indicating	that	“80%	of	
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social	 workers	 express	 that	 they	 feel	 a	 significant	 amount	 of	 work‐
related	 stress”	 (Mclean	 and	 Andrew,	 2000,	 in	 Pasztor,	 Saint‐Germain,	
DeCrescenzo	 2002	 p.	 82),	 reaching	 an	 above‐average	 risk	 of	 burnout	
(Pasztor,	Saint	Germain,	DeCrescenzo	2002).	
Another	 factor	generating	stress	 is	 the	 fact	 that	social	workers	“are	

required	 to	 spend	 an	 exorbitant	 amount	 of	 time	 on	 paperwork	 and	
travel,	 leaving	 them	 too	 little	 time	 to	 provide	 direct	 client	 service”,	
which	 determines	 feelings	 of	 being	 ineffective	 and	 depleted	 (Pasztor,	
Saint‐Germain,	 DeCrescenzo	 2002,	 p.	 81).	 There	 are	 also	 other	 pro‐
blems	 in	 the	social	work	systems	 that	generate	stress:	bosses	without	
specialized	 training;	 limiting	 the	 involvement	 of	 the	 social	workers	 in	
the	 processes	 of	 taking	 decisions	 important	 for	 them	 (Pasztor,	 Saint‐
Germain,	DeCrescenzo	2002).	
In	the	same	time,	new	concepts	appeared	in	this	domain:	“secondary	

traumatic	 stress”,	 “vicarious	 trauma”;	 “compassion	 fatigue”	 (Figley	
1995;	Pearlman	and	MacIan	1993;	Beaucar	1999;	Cunningham	1999,	in	
Pasztor,	Saint‐Germain,	DeCrescenzo	2002,	p.	82);	these	concepts	were	
born	 in	 the	 context	 of	 exposing	 the	 social	 workers	 to	 traumatic	
situations	through	the	experiences	of	their	clients	–	aspects	uncovered	
(completely	or	partially)	during	the	social	work	training.	These	serious	
situations	 are	 aggravated	 by	 the	 contact	 and	 work	 with	 unstable,	
mentally	 ill,	 dangerous	 clients,	 sometimes	 the	 social	 workers	 being	
verbally	or	physically	assaulted	by	them.	

4.	Entrepreneurship	in	social	work		

4.1.	 Empowering	 the	 social	workers	 –	 pre‐requisite	 for	 entre‐
preneurial	actions	

Entrepreneurship	 in	 social	work	represents	an	available	and	viable	
solution	 for	 generating	 increased	 professional	 satisfactions	 and	
visibility	 in	a	profession	which	needs	an	urgent	redefinition	and	repo‐
sitioning	among	the	professions	highly	valued	in	the	society.	
For	 this	 purpose,	 the	 starting	 point	 should	 be	 the	 empowerment	of	

social	 workers.	 Empowerment	 has	 the	 meaning	 of	 an	 activation	 of	
personal	and	 interpersonal	strength	with	which	 individuals	can	better	
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manage	and	solve	the	problems	that	affect	their	lives,	strength	approa‐
ched	as	a	positive	internal	resource	that,	at	personal	level,	can	facilitate	
the	 development	 of	 the	 capacity	 to	 work	 with	 others	 in	 order	 to	
influence	the	community	life	and	to	participate	at	the	public	process	of	
decision	 taking	 (Gutierrez	 1995;	 Gutierrez	 Parsons	 and	 Cox	 1998,	 in	
Hardina,	Middleton,	Montana	 and	 Simpson	2007);	 that	means,	 in	 fact,	
“the	decision	and	action	power	over	one’s	own	life”	(Şoitu	2013,	p.	11).	
The	central	concept	for	empowerment	is	self‐efficacy,	defined	as	“the	

belief	in	one’s	own	ability	to	perform	specific	tasks	based	on	his	or	her	
perceptions	 of	 self‐competence”	 (Gist	 1987;	 Pearlmutter	 1998,	 in	
Hardina,	Middleton,	Montana	and	Simpson	2007,	p.	224);	 it	 is	obvious	
that	 self‐efficacy	 is	 the	 result	 of	 a	 process	 of	 self‐assessing	 one’s	 own	
competencies	 and	 expertise.	 Self‐efficacy	 has	 a	 major	 importance	 for	
the	 empowerment	 process	 because	 it	 promotes:	 1)	 actions	 on	 one’s	
behalf;	2)	a	believer	in	self‐worth;	3)	a	sense	of	control	(Gutierrez	ş.a.,	
1998,	in	Hardina,	Middleton,	Montana	and	Simpson	2007).		

4.2.	The	social	worker	and	 the	social	entreprenuer	are	change	
agents	

Bearing	in	mind	the	very	definition	of	social	work,	which	is	focused	
on	providing	support	to	persons,	groups	and	communities	“in	order	to	
enhance	and/or	re‐establish	their	capacity	of	social	 functioning	and	of	
obtaining	resources	which	to	ensure	a	 life	 lived	in	dignity	in	a	specific	
social	context”	(Roth	and	Rebeleanu	2007,	p.	35),	it	is	obvious	that	this	
is	 organized	 around	 the	 central	 concept	 of	 change,	 approached	 in	 a	
planned	manner	(Ambrosino	ş.a.	2008).	The	social	worker	becomes	this	
way	a	change	agent.	
In	the	literature,	change	agent	is	also	the	social	entrepreneur,	whose	

purpose,	 considering	 the	 activity	 that	 he/she	 deploys,	 is	 to	 deal	 with	
social	problems	 through	 identifying	new	opportunities	and	 innovative	
solutions,	 being	 focused	more	 on	 creating	 social	 rather	 than	 financial	
value	(Brouard	and	Larivet	2010	p.	45).	
At	 this	 level,	we	can	discuss	about	an	overlapping	of	 the	envisaged	

finalities	 –	 those	 of	 generating	 social	 development.	 In	 this	 context,	 it	
seems	natural	the	social	worker	to	become	social	entrepreneur.	
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4.3.	The	social	worker	social	entrepreneur	

The	social	entrepreneurs	are	innovative,	oriented	towards	identifying	
opportunities,	 they	 own/know	 where	 to	 look	 for	 resources,	 they	 are	
value‐builders.	Being	into	a	continuous	search	for	opportunities	for	self‐
outperformance,	 the	 entrepreneurs	 represent	 a	 strong	 engine	 for	
economic	growth,	generating,	through	their	activity,	a	significant	impact	
over	their	clients	and	over	the	communities	to	which	they	belong.	
	In	 contrast	 with	 the	 entrepreneurship	 with	 a	 purely	 financial	

purpose,	the	social	entrepreneurship	is	different	mainly	in	the	following	
fundamental	aspects:	1)	the	entrepreneurial	activity	is	explicitly	guided	
by	 a	 social	 mission;	 2)	 the	 measure	 of	 success	 is	 not	 the	 size	 of	 the	
profit,	 but	 the	 created	 social	 value	 –	 from	 this	 point	 of	 view,	 social	
entrepreneurs	act	as	change	agents	in	the	social	sector,	through	the	fact	
that:	 they	adopt	a	mission	oriented	 towards	creating	and	sustaining	a	
social	value	–	generally	speaking,	social	development;	they	identify	and	
assiduously	 exploit	 new	 opportunities	 to	 accomplish	 their	 mission	
(where	other	see	problems,	the	entrepreneurs	see	opportunities);	they	
engage	in	a	process	of	continuous	innovation,	adjustment	and	learning;	
they	 act	 with	 confidence	 without	 being	 limited	 by	 the	 available	
resources,	by	exploiting	a	varied	range	of	resources,	from	pure	philan‐
thropy	 to	 commercial	 procedures	 from	 the	 business	 sector;	 they	
express	 a	 strong	 sense	 of	 responsibility	 towards	 their	 clients	 and	 the	
attained	results	(Dees	and	Economy	2001).	
Social	 entrepreneurs	 are	 the	 reformers	 of	 our	 nowadays	 society,	

founding	 their	 efforts	 on	 the	 essential	 component	 of	 social	 solidarity	
(Rebeleanu	2013).	

5.	Presentation	of	 the	 study	 “Realities	 from	 the	work	
field	–	the	social	workers’	perceptions,	attitudes	and	opi‐
nions	 regarding	 their	 professional	 activity	 at	 their	
current	workplace”	

5.1.	Introductive	explanations	

The	 empirical	 study	 “Realities	 from	 the	 work	 field	 –	 the	 social	
workers’	 perceptions,	 attitudes	 and	 opinions	 regarding	 their	 profes‐
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sional	activity	at	their	current	workplace”	is	a	initiative	of	the	Centre	for	
Social	 Initiatives	 IMPROVE.	 The	 study	 was	 realized,	 from	 design	 till	
research	report,	between	15th	of	May	–	15th	of	November	2012,	and	it	
aimed,	as	suggested	by	the	title,	to	observe	the	way	the	social	workers	
perceive	 and	 position	 themselves	 regarding	 their	 own	 professional	
activity	from	the	perspective	of	their	present	workplace.	

5.2.	The	scope	of	the	study	

	We	elaborated	this	study	as	a	pilot‐project	in	Cluj‐Napoca	and	Sibiu	
municipalities,	 this	 choice	 being	 underlain	 on	 the	 availability	 of	 the	
human	 resources	 involved	 in	 data	 collection;	 our	 intentions	 for	 the	
future	are	to	extend	this	study	at	the	national	level,	to	be	able	to	create	
a	detailed	general	picture	regarding	this	subject	so	that,	on	these	basis,	
to	have	the	possibility	to	 identify	concrete	solutions	for	 improving	the	
level	 of	 work	 satisfaction	 of	 a	 profession	 of	 which	 depends	 on	 the	
society’s	equilibrium	and	evolution.	

5.3.	Research	design	

Taking	into	consideration	the	organization	and	the	functioning	of	the	
social	services	in	Romania,	the	research	population	was	composed	of	the	
totality	 of	 the	 social	 workers	 that	 professionally	 activate	 in	 the	
accredited	social	services	(public	and	non‐profit)	from	Cluj‐Napoca	and	
Sibiu	municipalities.	
Because	 of	 some	 uncontrollable	 circumstances,	 the	 research	

population	 was	 involuntarily	 transformed	 into	 a	 sample;	 those	 cir‐
cumstances	are	briefly	presented	hereinafter:	
–	 there	 were	 14	 accredited	 social	 services	 providers	 (one	 in	 Cluj‐

Napoca	 and	 13	 in	 Sibiu)	 that	 could	 not	 be	 contacted	 using	 the	 data	
provided	by	the	A.J.P.I.S.;	
–	 there	 were	 approximately	 29	 social	 workers	 (20	 in	 Cluj‐Napoca	

and	9	in	Sibiu)	that	could	not	be	contacted	for	various	reasons	(medical	
leaves;	maternity	leaves;	field	work;	refuse);	
–	in	Cluj‐Napoca,	we	were	confronted	with	a	particular	situation	and	

the	General	Direction	 for	Social	Work	and	Child	Protection,	 that	could	
be	characterized	as	deficitary	collaboration,	because	of	which	we	could	
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contact	only	approximately	40%	of	the	social	workers	employed	in	this	
institution.	
In	these	circumstances,	the	number	of	participants	at	the	study	was	

119	social	workers	(from	the	public,	non‐profit	and	cults	systems).	
As	research	method,	we	applied	the	sociological	 inquiry,	 realised	by	

means	of	questionnaires	administered	on	the	field	by	our	operators	to	
all	 the	social	workers	 that	work	 in	 the	accredited	social	 services	 from	
the	covered	municipalities.	
The	questionnaire	 included	100	 items,	clustered	 in	 five	sections:	1)	

personal	 information;	 2)	 features	 of	 the	 present	 workplace;	 3)	
experiences	 and	 perceptions	 regarding	 the	 social	work	 profession;	 4)	
experiences	and	perceptions	regarding	the	current	workplace;	5)	future	
plans	of	the	social	workers.	From	the	point	of	view	of	entrepreneurship	
in	 social	 work,	 it	 is	 interesting	 the	 analysis	 of	 the	 fourth	 chapter	 –	
experiences	 and	 perceptions	 regarding	 the	 present	 workplace,	 which	
include	 a	 series	 of	 80	 questions,	 grouped	 in	 eight	 subsections,	
presented	 hereinafter:	 opinions	 regarding	 the	 physical	 characteristics	
of	 the	 workplace;	 opinions	 regarding	 the	 work	 schedule;	 opinions	
regarding	 the	 characteristics	 of	 the	 social	 worker’s	 activity	 at	 the	
workplace;	 opinions	 regarding	 the	psycho‐social	 characteristics	of	 the	
present	workplace;	opinions	regarding	the	organizational	management	
at	 the	 workplace;	 opinions	 regarding	 the	 remuneration	 at	 the	 work‐
place;	 opinions	 regarding	 the	 professional	 development	 opportunities	
at	the	workplace;	motivations	and	satisfactions	at	the	workplace.	
Regarding	 the	 expected	 results¸	 those	 were	 focused	 on:	 obtaining	

some	accurate	data	about	the	perceptions,	attitudes	and	opinions	of	the	
social	workers	in	respect	to	their	professional	activity	in	the	workplace	
context,	 which	 to	 generate	 a	 comprehensive	 image	 of	 the	 present	
situation	 of	 the	 social	 worker;	 distilling	 some	 efficient	 and	 effective	
solutions	 for	 improving	 the	working	 conditions	 of	 the	 social	 workers	
and,	in	the	same,	for	enhancing	the	level	of	involvement	in	the	activity	
of	 serving	 people	 in	 difficult	 situations;	 sensitizing	 the	 local	 and	
national	 instances	 and	 authorities	 regarding	 the	 reality	 of	 the	 social	
work	 activity;	 stimulating,	 in	 social	 workers,	 the	 development	 of	 a	
habitualness	to	express	their	own	points	of	view	and	their	involvement	
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in	 the	 efforts	 to	 improve	 their	 working	 conditions;	 developing	 the	
professional	solidarity.		
Clearly,	we	projected	some	activities	 for	disseminating	the	research	

conclusions.	 For	 that	 purpose,	 we	 publically	 presented	 the	 final	
research	results	during	the	professional	development	manifestation	“4	
Steps	 in	2	Days	 to	 Improve”,	a	national	event	organized	by	 the	Centre	
for	 Social	 Initiatives	 IMPROVE,	 accredited	 by	 the	 National	 College	 of	
Social	Workers	 from	Romania,	 organized	 in	Cluj‐Napoca,	 in	16th‐17th	
of	November	2012,	event	where	approximately	120	social	workers	and	
other	 specialists	working	 in	 social	 services	were	 familiarized	with	 the	
results	 of	 the	 study.	 Even	 more,	 we	 informed	 the	 Ministry	 of	 Work,	
Family	and	Social	Protection	and	the	National	College	of	Social	Workers	
from	 Romania	 about	 the	 conclusions	 of	 this	 research,	 which	 are	
available,	in	the	same,	for	the	wide	public.	

5.4.	 Motivations	 and	 satisfactions	 in	 work	 versus	 entrepre‐
neurship	in	social	work	–	the	research	conclusions	

It	is	important	to	start	the	discussion	about	the	professional	activity	
of	the	social	worker	from	the	very	point	where	an	individual,	being	in	a	
significant	stage	of	 its	 life,	 steps	on	a	professional	 trajectory	placed	 in	
the	social	work	field.	On	this	occasion,	the	study	reveals	the	fact	that,	for	
87%	 of	 the	 respondents,	 the	 orientation	 towards	 the	 social	 worker	
profession	was	the	result	of	a	personal	choice.	This	discourse	continues	
with	 the	 investigation	of	 the	motivations	which	underlie	 the	 choice	 of	
this	profession;	this	is	a	topic	which,	unfortunately,	benefits	of	a	limited	
attention	 in	the	Romanian	 literature.	As	the	study	reveals,	most	of	 the	
professionals	chose	to	become	social	workers	for	reasons	placed	in	the	
area	of	altruism	and	pro‐social	behaviours,	more	particular,	 led	by	the	
will	 to	 help	 those	 in	 difficult	 situations	 (31,7%)	 and	 for	 the	 general	
satisfaction	 of	 knowing	 that	 they	 contributed	 at	 the	 improvement	 of	
someone’s	life	(22,1%).	
	As	 emphasized	 in	 the	 theoretical	 foundation	 of	 the	 research	

(information	 sustained	 also	 by	 the	 concrete	 results	 generated	 by	 the	
present	study),	the	orientation	towards	the	social	worker	profession	is	
based	 on	 psycho‐emotional	 and	 moral	 motivations,	 rather	 that	
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economical,	material	ones.	Continuing	this	course	of	thought,	the	social	
workers	 extract	 their	 professional	 satisfactions	 from	 the	 successes	
accumulated	in	the	actual	work	with	every	single	social	case,	successes	
concretized	 into	 positive	 changes	 in	 the	 client’s	 physical‐medical,	
psycho‐emotional	 and	 socio‐economical	 state/situation.	 It	 should	 not	
be	ignored	that	equally	important	is	the	fact	that	social	workers	need	to	
acquire	 satisfactions	 also	 from	 their	 workplace,	 taking	 into	 consi‐
deration	the	fact	that	work	itself	is	a	behaviour	oriented	towards	some	
finalities;	in	other	words,	the	individuals	carry	out	lucrative	activities	in	
order	 to	 satisfy	 some	 needs,	 the	 need	 to	 have	 the	 work	 results	
acknowledged	and	rewarded	being	one	of	them.	
Armstrong	(2006,	p.	205)	affirms	that	work	represents	“the	exertion	

of	 effort	 and	 the	 application	 of	 knowledge	 and	 skills	 to	 achieve	 a	
purpose”.	 Usually,	 the	 finalities	 envisaged	 through	 work	 are	 positive	
and	 they	 can	 be	 placed	 in	 one	 or	 more	 of	 the	 following	 categories	
(Armstrong	2006):	 financial	 finality;	psycho‐moral	 finality	 (the	 feeling	
of	 having	 done	 something	 useful	 or	meritorious;	 the	 sense	 of	 accom‐
plishment;	 reputation;	 recognition);	 instrumental	 finality	 (translated	
through	 the	 opportunity	 of	 utilising	 and,	 more	 than	 that,	 developing	
their	own	skills	and	competences);	socio‐economical	finality	(translated	
into	states	as:	stability	of	co‐working	relations	at	the	workplace	or	the	
exertion	 of	 power	 through	 a	 certain	 hierarchic	 position	 in	 an	
organizational	structure).		
If	 these	 finalities	 are	 transposed	 into	 practice	 can	 be	 investigated	

evaluating	 the	 work	 satisfaction.	 From	 this	 point	 of	 view,	 a	 study	
realized	on	a	variety	of	occupational	groups	from	Great	Britain	revealed	
a	series	of	paradoxical	results.	Thus,	the	mentioned	study	indicated	that	
social	 work	 is	 situated	 between	 the	 first	 twenty	 occupational	 groups	
which	are	characterized	by	 the	highest	 levels	of	work	satisfaction,	 the	
main	 sources	 of	 satisfaction	 being:	 the	 specific	 of	 this	 profession	 (the	
concrete	work	with	the	beneficiaries)	–	which	includes:	the	contact	with	
beneficiaries;	the	feeling	that	the	social	workers	can	generate	a	positive	
change	 in	 the	 lives	 of	 individuals	 and	 communities;	 the	 possibility	 to	
help	the	beneficiaries;	the	challenges	of	social	work	in	an	organizational	
environment	–	which	includes:	the	variety	of	tasks	and	responsibilities	
specific	 to	 the	work;	 teamwork	 and	 interdisciplinary	work;	 autonomy	
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in	the	roles	accepted	at	the	workplace	(Collins	2008).	Keeping	in	mind	
the	fact	that	the	main	source	of	work	satisfaction	is	the	relation	and	the	
actual	work	with	the	individual	in	need,	it	must	be	emphasized	the	fact	
that	the	social	workers	have	an	intrinsic	work	satisfaction.	
From	 the	 point	 of	 view	 of	 the	 satisfactions	 that	 the	 social	workers	

accumulates	 in	 the	 context	 of	 their	 current	workplace,	we	 noticed,	 in	
our	 study,	 that	 the	 strongest	 sources	 of	work	 satisfaction	 are	 the	 job	
stability	 (57%)	 and	 the	 specific	 characteristics	 of	 the	 social	 work	
activity	 (52%),	 while	 the	 sources	 of	 satisfaction	 with	 a	 medium	
intensity	 are:	 the	 opportunities	 of	 personal	 development	 at	 the	
workplace	 (54%);	 the	 organizational	 management	 at	 the	 workplace	
(53%);	 the	 physical	 conditions	 at	 the	 workplace	 (52%);	 the	 psycho‐
social	 conditions	 at	 the	 workplace	 (52%);	 remuneration	 (51%);	 the	
opportunities	 of	 professional	 development	 offered	 at	 the	 workplace	
(48%).	
If	 “positive	 and	 favourable	 attitudes	 towards	 the	 job	 indicate	 job	

satisfaction”,	 “negative	 and	 unfavourable	 attitudes	 towards	 the	 job	
indicate	job	dissatisfaction”	(Armstrong	2006,	p.	264).	
Among	 the	 social	 workers,	 an	 important	 problem	 is	 related	 to	 the	

difficulties	 to	 recruit	 and,	 more	 important,	 to	 retain	 specialized	
personnel,	 the	moral	 of	 the	 practitioners	 at	 the	workplace	 being	 very	
low:	the	social	workers	“are	anxious	about	their	work	and	experience	a	
lack	 of	 job	 satisfaction”	 (McLean	 1999;	 McLean	 and	 Dolan	 1999;	
Lymbery	 2001;	Morris	 2005,	 in	 Collins	 2008,	 p.	 1173).	 The	 literature	
asserts	that	work	dissatisfaction	of	the	social	workers	is	mainly	related	
to	the	following	issues:	the	organizational	management;	the	limited	job	
advancement	 opportunities;	 the	 low	 remuneration;	 the	 insufficient	
recognition	of	 the	positive	results	of	 their	work	(Coffey	et.all.	2004,	 in	
Collins	2008).	
Some	 researches	proved	 that	 the	work	 satisfaction	determines	 and	

influences	the	work	motivation	(Mitchell	and	Daniels	2003),	with	direct	
effects	on	 the	work	productivity	 [the	 researches	 realized	nowadays	by	
the	 industrial	 and	 organizational	 psychology	 specialists	 clearly	 certify	
that	 the	 affects	 influence	 certain	 types	 of	 performance	 and	 that	 this	
influence	 is	 direct	 or	 indirect	 through	 the	 intermediate	 effect	 of	 the	
cognitive	motivational	constructs	(Mitchell	and	Daniels	2003)].	
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In	our	study,	we	chose	to	approach	the	work	motivations	through	the	
perspective	 of	 the	 categories	 of	 needs	 satisfied	 in	 the	 context	 of	 the	
current	workplace.	From	this	point	of	view,	we	extracted	the	following	
conclusions:	the	basic	and	the	social	–	communication	and	socialization	
–	needs	are	satisfied	at	a	high	level	for	most	of	the	respondents	(54%,	
respectively	 59%),	 while,	 for	 most	 of	 the	 social	 workers	 (45%),	 the	
personal	needs	of	self‐esteem	are	satisfied	at	a	medium	level,	as	much	
as	the	needs	of	social	status	(50%),	the	needs	of	personal	development	
(59%)	and	the	needs	of	professional	development	(54%).	
The	 authors	 Watson	 and	 Abzug	 (2005,	 p.	 650)	 affirm	 that	

“motivation	of	staff	is	one	area	where	non‐profit	organizations	seem	to	
have	 the	 inherent	 advantage”,	 because,	 some	 studies	 state,	 the	 em‐
ployees	 in	 the	non‐profit	 sector	are	more	 committed,	more	motivated	
and,	many	 times,	more	 satisfied	 regarding	 their	work	 compared	with	
other	employees	from	other	domains.	Non‐profit	organizations	have	an	
extraordinary	advantage:	if	for‐profit	entities	elaborate	their	employee	
motivation	procedures	 such	as	 to	 align	 the	 individual	purposes	of	 the	
employees	with	those	organizational	(this	way	to	reach	performance),	
the	 non‐profit	 units	 do	 not	 have	 to	 take	 the	 trouble	 in	 this	 direction	
because,	most	of	the	time,	the	organizational	purposes	are	similar	with	
those	 of	 the	 employees	 and	 the	 preliminary	 phases	 of	 establishing	 a	
work	 relationship	 (recruitment	 and	 selection)	 take	 care	 of	 that	 (are	
chosen	 those	 candidates	 whose	 professional	 objectives	 and	 values	
coincide	with	the	organizational	ones).	
Above	all,	we	cannot	ignore	the	material	rewards;	it	is	obvious	that,	

most	of	the	time,	the	salaries	in	the	non‐profit	sector	do	not	go	beyond	
and	even	do	not	 reach	 the	medium	 level	 on	 the	market.	The	extrinsic	
incentives,	 such	 as	 the	 financial	 rewards,	 can	 raise	 the	 employee	
motivation	 only	 if	 it	 is	 settled	 a	 clear	 and	 direct	 connection	 between	
behavior	 and	 reward	 (Kettner	 2002,	 in	 Hardina,	 Middleton,	 Montana	
and	Simpson	2007).	
Regarding	 the	 remuneration,	 as	 a	 main	 component	 of	 the	 reward	

system	through	which	and	employer	attract	and	retain	the	work	force,	
it	must	 be	 accepted	 that	 assuming	 a	workplace	 has	 as	 a	 fundamental	
motivation	 the	 access	 to	 the	 necessary	 opportunities	 for	 satisfying	
personal	needs.	From	this	perspective,	we	noticed	that	more	than	half	
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of	the	respondent	social	workers	(58%)	affirm	that	their	salary	permit	
only	 to	 meet	 their	 basic	 needs,	 while	 16%	 say	 that	 even	 those	 basic	
needs	are	not	entirely	met.	The	message	transmitted	by	those	figures	is	
the	more	 frustrating	as	 the	majority	of	social	workers	(80%)	consider	
that	their	salary	is	too	low	compared	with	their	efforts	at	work	(at	this	
point,	 is	 not	 only	 about	 the	 amount	 of	 tasks,	 but	 also	 about	 their	
emotional	burden	and	the	assumed	responsibilities).	
In	 this	 context,	we	offered	 to	 the	social	workers	 the	opportunity	 to	

express	their	expectations	regarding	a	reasonable	minimum	of	a	salary	
in	 this	 profession;	 the	most	 frequent	 amount	was	1.500	 lei	 (31,93%),	
followed	 closely	 by	 the	 amount	 2.000	 lei	 (26,05%)	 –	 nobody	 could	
contest	the	fact	that	these	amounts	predominantly	proposed	are	decent,	
even	analysed	in	the	context	of	the	current	socio‐economical	conditions	
from	Romania.	
In	 the	 context	 of	 this	 research,	 we	 introduced	 in	 the	 rewards	

category	also	the	verbal	rewards	(in	particular,	the	positive	appraisals	
for	 good	 results	 in	work),	whose	 importance	 and	 impact	 on	 the	work	
satisfactions	 and	 performance	 are	 frequently	 minimized.	 As	 we	
observed	at	the	end	of	this	research,	most	of	the	social	workers	(73%)	
consider	 that,	 in	 the	 organizational	 environment,	 there	 are	 applied	
practices	oriented	towards	aknowledging	the	positive	results	 in	work;	
the	 practices	 of	 rewarding	 these	positive	 results	 are	 however	 rare,	 in	
the	case	of	less	than	half	of	the	respondents	(43%).	
An	 important	 aspect	 included	 in	 our	 study	 is	 the	 professional	

trajectory	 of	 the	 social	 workers.	 And	 that	 because	 the	 professional	
fulfilment	 is	 placed	 in	 the	 top	 of	 the	 Maslow’s	 famous	 human	 needs	
pyramid;	 it	 is	 a	 superior	 need	 that,	 depending	 on	 the	 level	 of	 its	
fulfilment,	 influences	 the	 direction	 of	 the	 personal	 self‐assessments	
from	two	points	of	view:	1)	the	affective	interpretation	of	their	own	life	
experiences	(Bradburn,	1969,	in	Freund	and	Riedger,	2003)	and	2)	the	
perspective	 of	 life	 satisfaction,	 more	 particular,	 the	 cognitive	
assessments	 focused	 on	 measuring	 the	 extent	 in	 which	 the	 personal	
objectives	 were	 fulfilled	 (Campbell,	 Converse	 and	 Rodgers,	 1976;	
George,	1981;	Lawton,	1985,	in	Freund	and	Riedger	2003).	
For	 most	 of	 the	 social	 worked	 included	 in	 this	 study	 (82%),	 the	

current	workplace	is	the	result	of	a	personal	choice,	coinciding,	for	most	
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of	the	respondents,	with	their	own	preferences	regarding	the	category	
of	 beneficiaries	 with	 whom	 they	 like	 to	 work	 with	 (40,82%).	
Approximately	 28%	 of	 the	 respondents	 that	 chose	 by	 themselves	 to	
access	the	current	job	consider	that	they	made	this	choice	because	the	
job	 characteristics	were	 adequate	 to	 their	 professional	 education.	Out	
of	all	the	respondents	that	affirm	that	the	current	job	was	a	question	of	
personal	choice,	in	83%	of	the	cases,	this	was	a	long‐term	choice.	
The	 professional	 trajectory	 is	 closely	 related	 to	 the	 preoccupations	

for	 professional	 development,	 indispensable	 out	 of	 two	 different	 (not	
opposable)	 reasons:	 on	 one	 side,	 it	 is	 about	 the	 permanent	 need	 to	
improve	 the	 already	 developed	 professional	 competencies,	 as	 well	 as	
acquiring	new	competencies,	considering	the	nowadays	demands	from	
a	employee	 to	be	 “not	only	adaptable	but	also	creative	and	proactive”	
(Collings	 and	 Wood	 2009,	 p.	 213);	 on	 the	 other	 side,	 it	 is	 about	 the	
efforts	 for	 a	 more	 refined	 specialization	 and	 retraining	 necessary	 for	
reaching	 and	 maintaining	 a	 state	 of	 professional	 fulfilment,	 need	
experienced	by	those	who,	through	their	profession,	found	the	personal	
vocation,	who	feel	the	permanent	need	to	exploit	and	expend	their	own	
potential.	
In	 the	resource	management	 literature,	an	 important	component	of	

employee	motivation	is	represented	by	the	opportunities	for	promotion	
in	a	specific	organization.	In	the	case	of	the	social	workers	included	in	
this	study,	the	results	showed	that	the	majority	(67%)	reported,	in	the	
organizational	 contexts	 where	 they	 activate	 as	 professionals,	 limiting	
conditions	regarding	the	opportunities	for	job	advancement.	
An	 important	 item	 included	 in	 the	research	 instrument	used	 in	our	

study	is	the	level	of	satisfaction	regarding	the	current	workplace	of	the	
social	 workers.	 In	 majority	 (39%),	 the	 respondents	 emphasized	 that	
they	 are	 pretty	 pleased	 from	 this	 point	 of	 view,	 only	 17%	 being	
predominantly	unsatisfied.	
In	 these	 circumstances,	 to	 what	 extent	 the	 current	 workplace	

correspond	 to	 the	 professional	 expectations	 of	 the	 social	 workers	
participating	 in	 this	 research?	 45%	affirm	 that	 their	 actual	 job,	 in	 the	
organizational	or	institutional	environment	where	they	work,	generally	
corresponds	 to	 their	 professional	 expectations,	 while	 28%	 place	 the	
present	 workplace	 at	 a	 medium	 level	 of	 congruence	 with	 their	 own	
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professional	expectations	and	12%	declare	that	their	actual	workplace	
is	in	total	disagreement	with	their	hopes.	
At	the	end,	we	tried	to	enunciate	a	response	to	the	question:	“Do	the	

social	workers	want	to	have	a	career	in	social	work?”.	The	answer	was	
“yes”	for	81%	for	the	social	workers	involved	in	this	research.	
And,	 more	 than	 that,	 regarding	 their	 plans	 for	 their	 professional	

future,	 the	 majority	 of	 social	 workers	 (43,7%)	 intend	 to	 keep	 their	
current	 job,	 trying,	 in	 the	 same	 time,	 to	develop	 some	other	 activities	
(for	supplementing	their	 incomes;	 for	specializing	and	retraining,	etc.)	
and	33%	 intend	 to	 keep	 their	 actual	 job.	Other	 attractive	 alternatives	
for	the	participants	to	this	research	are:	to	look	for	another	job	in	this	
domain	(12,6%),	to	look	for	a	 job	in	another	domain	(4,2%)	and	to	go	
abroad	 (4,2%).	Surprising	 (or,	better	 said,	disappointing)	was	 the	 fact	
that	only	two	of	the	whole	research	population	mentioned	as	a	plan	for	
the	 future	 the	 private	 professional	 practice	 and	 only	 one	 respondent	
intends	to	create	a	non‐profit	entity.		
Summarizing,	we	can	state	the	fact	that,	although	many	of	the	social	

workers	 experience	 work	 dissatisfactions	 (no	 matter	 of	 the	 compo‐
nent),	the	aperture	towards	the	currently	existing	alternatives	of	prac‐
ticing	private	social	work	on	the	market	in	Romania	is	insignificant.	We	
can	 conclude	 that	 the	 state	 of	 comfort	 predominantly	 determined	 by	
the	 job	 stability	 represents	 an	 important	 value	 for	many	 of	 the	 social	
workers,	 that	 limits	 the	 attractiveness	 of	 some	 entrepreneurial	
endeavours	in	this	domain.	

6.	Final	considerations	

It	 is	 possible	 that,	 in	 the	moment	 of	 presenting	 the	 results	 of	 this	
research,	many	persons	 to	 state:	 “There	 is	nothing	new;	all	 the	 things	
are	 well	 known	 by	 everybody”.	 Are	 these	 things	 truly	 known	 by	
everybody?	 Maybe	 it	 is	 true	 that	 there	 is	 nothing	 new;	 only	 that	 an	
important	aspect	makes	a	great	difference:	 the	 fact	 that,	 this	 time,	 the	
well	known	trueness’s	are	said,	that	they	are	expressed	in	the	form	of	a	
voice	of	119	social	workers.	
During	the	activity	of	collecting	the	data,	we	were	frequently	asked,	

with	 scepticism	 and	 pessimism,	 by	 the	 social	workers:	 “Do	 you	 really	
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believe	that	there	will	be	concrete	outcomes,	that	there	will	be	a	change	
regarding	our	situation?”.	As	a	matter	of	fact,	through	this	study,	we	did	
not	proposed	to	fundamentally	change	the	status	and	the	welfare	state	
of	 the	 social	 work	 profession	 in	 Romania	 because	 this	 would	 be	 an	
utopian,	 unaccomplishable	 objective.	 What	 we	 really	 can	 do,	 for	 the	
moment,	 is	to	bring	into	notice	some	realities,	as	they	are	experienced	
and	perceived	by	the	social	workers	themselves	and	to	give	a	voice	to	
the	social	workers’	opinions	that,	expressed,	all	in	the	same	key,	by	119	
representatives	 of	 the	 same	profession,	 gain	 visibility	 and	weight.	We	
consider	 that,	 on	 this	 basis	 and	 in	 the	 conditions	 of	 professional	
solidarity,	 we	 can	 make	 a	 change	 in	 the	 very	 place	 where	 we	 have	
power	 and	 access	 –	 in	 the	 local	 community,	 a	 change	 in	 the	 status	 of	
“beneficiary”	that,	unfortunately,	is	experienced	by	some	social	workers	
(as	we	found	out	in	our	discussions	in	the	field).	
In	 the	 same	 time,	 it	 is	 available	 to	 us	 an	 instrument	 named	

“empowerment”	which,	applied	for	the	social	workers,	can	determine	a	
raise	 in	 their	 motivation	 to	 identify	 and	 valorize	 the	 possibilities	 to	
practice	professional	 activities	 as	 alternatives	 for	 the	 employee	 status	
and	to	start	entrepreneurial	actions	in	social	work,	so	as	themselves	to	
ensure	 a	 high	 level	 of	 work	 satisfaction	 (approached	 in	 its	 multiple	
views).	 In	 this	way,	we	reached	a	secondary	objective	of	 the	research:	
that	 to	 deliver	 to	 the	 social	 workers	 participants	 in	 this	 research	
opportunity	 and	 context	 to	 focus	 their	 attention	 towards	 their	 own	
person,	 to	 realize	 self‐assessments	 of	 their	 professional	 activity,	 to	
remind	 their	 professional	 ideals,	 to	 find	 out	 if	 what	 they	 do	 now	 is	
really	want	they	want	to	do.	
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