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ABSTRACT

The current context of Romania in what concerns the social protection institutions is characterized
by continual transformations aimed at improving and making more efficient service provision. This
article has precisely as point of interest this process of change which, in our perspective, has as a
starting point the investigation of the concetst of professional identity and performance. The study
took place in Dambovit a County and the sample was selected from the employees of the General
Directorate of Social Assistance and Child Protection. The main objective of the article was to
compare the two professions - social workers and psychologists, in the light of the interest shown in
regards to professional identity and performance at work. The results confirmed the hypothesis of
the research, which brings us closer to the aim pursued through this article - initiating steps in
terms of institutional change.
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1. INTRODUCTION

Identity is a studied concept which is also referred to in different contexts and by numerous
disciplines, such as psychology, anthropology, sociology, but the same cannotdbabesat
professional identity. Studying this concept has been a challenge for various reasons such as the
guantitative perspective that was used,rtaiire and context in which vperformedthe analysis—

the socialcare system. This challenge was caused mainly by the fact that social care in Romania is
characterized by traditionalism rigidity and conservatism.

Professional identitycould be analyzediusing two perspectiveshe fird refers to theeconomic
aspects, mainly paid work, atiie second ta symbolic and social perspective, whid@rives from

the uniqueessof each individual, but alsdtom its membershigo a particular group.

“Professional identity is a concept consisting of a combination of identities that shape the roles that
individuals adopt” (Bulei, Dinu, 2013)and how they behave in the organization. Professional
identity is only a part of the whole personal identity that a person owns, but is one of crucial
importance in terms of workplace activitif does not refer necessaxy the view that individuals

have about themselvebut mainlyto the conductthey have regarding the professional activity
undergme

At the beginning of the scientific apmch we conducted documentation process regardihg
specificity of the chosen concepts: professional identity and organizational performance. Based on
the literature consulteve created a database that allowesdto highlight the phenomena and
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processes addressed ipexrsonal, concretmanner maintainingat the same tima certain logicof
the ideas.

Romanian literature on the subject is not as rich as was expected at the beginningséaheh,

t h er e many works that address this concept in a way to accalat®dhe characteristics of
Romania's sociatare system in general andf the Directorate of Social Assistance and Child
Protection, in particular. After studyiriye literatureavailable we alsmoticed that thesubject is
appropriate to oursocioecononic and political context.The field of our research is at the
conceptual and methodologidatersection of professional identity antganizational performance
(Figurel).

Organizational
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performance

identity
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Figure 1. Research field
Source: the authors

2. PROFESSIONAL IDENTITY — KEY ASPECTS

The connection between individis and the work they performas discussed in various studies,
most of them in social psychology and socioldByopel, 2006), mainly because in the workplace
there arecertain flons of complex interactionghat can aly be observed througmstruments
pertaining to social psychology and sociology

Frequently,in dayto-day interaction peopletend to use their professional identity poesent
themseles and thusthe individual begins to nate similarities and diffemces,to make
connections and to understand the social role that professional aspetie (Popescu, Bulei,
2013)

Professional identitybegins to develop and grow whenever a perseoomes interestech a
particular fieldor subject The timing varieslepending mainly on the evolution and development
process peci fi c t o eac h.Intmsctontextwewanluse she examplecehiagens c e
that becoménterested in a particular area eastybuildinga model to follow in the future.
Professonal identityhas a very important role in shapitige roles that individuals adopt and how
they behave when theerform a certain activityProfessional identity is only an areathe whole
personal identity that a persdmas but is one of crucial imptance mainly because of the
economic reasons

Having an identity related to the professional life requiresedain interpredtive systemthat
facilitates the processes of scanning and analyzing information. Through these systems people are
choosing gudes andare trying to managtheir actionsthroughappropriate way of dealng with
different situations and contexts.

Collective beliefs about identity must keken into consideratiosince a sigle event can become
an issughat members feel dming athreat tothe unity of self andhat needs an immediate reaction
(Lerpold, Ravasi, Rekom, Guillaun2®07).
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However, professional identity impliemdincludes identifyinghe discipline which amdividual
has chosen to follow.rBfessional identity isthat state that allows members of a certain profession
to recognize each other and to promote their characteristics externally. This process will require
double work towards unifying internal and external recognition” (lon, 1990.

In conclusion, it is impoant to underline the fact thad fundamental dimension of the professional
identity of the individual is, in fact, the sense of belonging and recognition in an institution/
organization" (Fray, Picouleay 2010, and the latter is responsible, to some m@xter the future
and the possible implications for the professional identity of its employees.

3. PERFORMANCE IN SOCIAL CARE

In science, the connotations vary by discipline. For example psychology, social sciences and
management use different definit® depending on the scope of their analysis, that is why
performance has multiple meanings, but through this paper we intend to identify specific issues
characterizing the social care system.

Considering Dubnick's (2005) observations, we can state thmidrmpance refers to a type of
intentional behavior, which may occur an individual or organizational level. In the context of our
discussion regarding performance as deliberate action, it is appropriate to mention a classification of
the perspectives on germance. The two dimensions presented in the table below (Table 1)
reflects the importance that the prospect has in terms of quality of performance, helpitig

same time to organize the literature in the field.

The first perspective focuses on terformance regarding the tasks carried out by a specific actor
(P1). The performance includes all actions taken, actions that do not necessarily involve their
successful completion. This conceptualization is relatively neutral, but highly prevalent.
Another dimension tied to the concept of performance contains a judgment. The performance can
be big or small. In the case when performance relates mdine guality of actionsand less to the
quality of the results, performands conceptualized ag compeénce or capacity (PZPubnick,

2005)

Also, when performancerefers to the quality ofresults and lessto the quality of actions,
performance can be equaltheresults (P3). Theapacityof the organization does not represent the
interest of these conpéualizations, in this context not only results matter as these results can
simultaneouslype outputs and effects observedhe public sectorUltimately, when performance

is carefully conceptualized, directed to both the quality of the action and dhty @i the results, it

can be considered gsrfformance with sustainable results.

Performance refers to a productive organization, specifically to the organization that has the ability
to perform and to transfor this capability into results.

In Westernsocieties, increasing the performance was a central point of interest in the public sector.
Ingraham(2005) noted that for most of the twentieth century - and certainly in the last 25 years -

the performance was a siren song for all countries”. The expansn of the postwar welfare state has
increased expectations regarding the role of the state. In the 80s, however, this expansion has not
been sustainedPollitt, Bouckaert, 2011)Tax issues have put pressure on public budgets and
legitimacy crisis has pudressure on thegfitical-administrative system.

Governments of various countries have gone through periodsoofiré@f the name of performance.
Especially in the United Kingdom and the United &atthis led to major reform amdstrictive
management gasuregDunleavy,1986. Other countries followed different strategies and P&litt
Bouckaert(2011)identified four strategies:

privatization;

marketization;

modernization

maintenance.



PROCEEDINGS OF THE 9th INTERNATIONAL MANAGEMENT CONFERENCE

"Management and Innovation For Competitive Advantage", November 5t-6th, 2015, BUCHAREST, ROMANIA

The concept of performance is one that should underpin any aativaciety. Thus, when two or
more individuals cooperate in a task in order to meet their professierds and interests that
define, denot®r measure to which extent this satisfaction is achieved, it is a compulsory reference
regardingany decision andnaturally, for any scientific theory about society, seen as a suite of
global interests. The notion of performance as the victim of a strange paradox: the idea must be felt
in order to become amportantasto be ignored.
Quite often, our reaction is me-automatic, wihout even considering performanck an
organization, the interest should center on values, so as to meet the needs of individualsinvorking
that organization.nnate or acquiredalues are the ones thaburish and motivate action ah
organizational levelultimately defining performamcard efficiency of social systems.
In his article, Buchana1974) states that 'the foundations of a society are the values that are
nothing but tools for managing human needs”. The author does not considie value system as
beingthe onethatestablishes the world order, as do other authors, rather, he argues that these are
things that we see through various hoetdogies and approaches used.
In this context, the author lists five aspects that any assessment of the perforfnansecial
system must cover:

e Investigating efficiency;
Investigating aims that reflect real human needs;
Investigatinggoals thatelate todifferent limitations;
Methods that take to account political factors;
Targets that daotlimit innovative and creativpossibilities

4. RESEARCH METHODOLOGY

4.1. Research questions
Many studies dedicated to analyzing the phenomena of idéRtiaft Rockmann, & Kaufmann,
2006) in an organizational context have been conducted using mainly qualitative instruments
(observation, case studiesterviews, etc.). On the other hand we have not found too many studies
relating our two main points of intereprofessionaldentity andperformance
Thequestions which we focused our study around had as a point of interest the key employees most
frequently involved in interaction with vulnerable groups within the system of social protection and
assistance fortildren and adults:
e Psychologists working in the Directorate of Social Assistance and Child Protection are more
concerned with profession@entity than their peerghe social workers?
e |s there a difference in terms pérformanceat work, depending orhé occupation of the
employee?

4.2. Research hypotheses

There are many issues facing psychologists and social workers who work in the public social
system. While social workers are those who identify, manage and monitor cases assigned and assist
in idenifying appropriate methods of intervention, psychologists address the emdatitatiive

and relational mental health. The American Psychological Associtpre ¢ i f psglwlogisth a t
are positioned to contribute significantly to decision making” Piéchowski, Drogin 2019 in the

field of social cargalso through the information and expertise they acquire, they can shed light on
key issues, so crucial in the domain of social assistance. It has been observed that, in recent years,
psychologists are endmely concernewvith issues related to their career development, sensing the
fact that a continuous training improves performance on th@aial, 2004).

Our research aims to investigate, in the first phase, professmeatity (dependent variable)
comparing the population of psychologists to the one of social workers (independent variable).
Hypothesis 1: We anticipate thahe score foprofessionaldentityis higher for psychologists.

{3
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The second hypothesis aims to assess whether the leyatrimirmance at work (dependent
variable) varies by occupation (independent variable).

Hypothesis 2: There is a significargtatisticaldifference regardingerceived performanaa social
workers,comparedo psychologists.

4.3. Research design

In our research weased a nofexperimental, transversal, irtsubject design with the purpose of
highlighting the differences in intensity of the dependent variable compared to the values of the
independent variable.

The comparison subject group is built using subjectargables and given éhfact that the sample
volume wasquite small, the conditions of applying parametric tests wetemetthat is why we

chose to compare the two independent samples, using-Mérimey U test.

4.4. Instruments used in collecting data

For the purpose of our studylgects were asked to complete a questionnaire composed of three
parts, each part investigating issues relevant to our study: professientitly - measured through

20 items, which were subsequently grouped in order toter@ascore for each participant;
performanceat work- measured through 18 iterasd the last part created in order to provide some
sociocdemographic characteristics of the sample.

In the last section the participants were asked to complete data regdrdingpdcupation,
professional experience in the field and gender. In our research, the results for all three sections will
be considered relevant.

It is important to mention thave dd not find relevant dataegarding the instruments we used for
our studyas the questionnaire waseate& based on the study of the eant literature in the field
(Garet, M., 2001).

4.5. Defining the reference population

Our research is preliminary one and it wants to analyze several aspects regarding professional
identity andperformane in the social care systenb@mbovi a County.

The sampling base consists of the total number of employees having the profession of social worker
and psychologist from all departments, services and offices of the General Directorate of Social
Assistance and Child Protection in Damhoai County. The research was applied 68 subjecs

having the occupations mentioneefore

4.6. Sampling and estimating the volume of the sample

The selection of the sample was made randomly from the investigated category using a database
provided by thenstitution. Subjects identified were asked to participate in the study, without any
exclusion criteria, except their occupation.

Taking into account both the data provided by the Department of Human Resources, and the
statistics compiled by the NationAluthority for the Protection of the Rights ¢fie Child and
Adoptionthe sample volume estimated for this study, given the total number of social workers or
psychologists (approximately 110) and the time of the reseduth 2015) was aoposed of 63
peopk, including 34social workers an@9 psychologists.

Considering the two hypotheses of our research and analyzing the relationship bteveen
independent and dependent variables, we identified sources of variability: history of interaction
with beneficiares, predisposition to stress, personality traits, and severity of cases specialists come
in contact with, socieeconomic status, qualification and the presence of labor conflicts.

4.7. Data analysis
For the purpose of analyzing the data colle@&$S 2Zoftwarewas usedAs it canbe observed
in the table belowthe values for théwo factors and the socidemographic items were analyzed
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separately for the two professions. In what concerns professional development, we noticed that the
mean score obtaideby social workers (12,7) was smaller than the mean score obtained by
psychologists (14,67).

The situation is reversed when we take into consideration the mean scores for the factor

performancepsychologists obtain a mean score of 21,4, compared weitbctire obtained by social
workers 24,2.

Table 1 — Values of statistical indicators for the sample

Professional Work

Occupation identity | Performance | experience| Gender
Social N Valid 34 34 34 34
worker Missing 0 0 0 0
Mean 12,70 24,20 9,82 1,87
Median 12,00 24,00 8,00 2,00
Mode 12 24 8 2
Std. Deviation 1,745 3,579 7,191 ,346
Variance 3,045 12,786 51,709 ,120
Range 7 16 27 1
Psychologis N Valid 29 29 29 29
Missing 0 0 0 0
Mean 14,67 21,40 9,83 2,00
Median 15,00 21,00 10,00 2,00
Mode 13 207 2° 2
Std. Deviation 1,647 5,691 6,187 ,000
Variance 2,713 32,386 38,282 ,000
Range 5 28 23 0

Source: theauthos

There were three items that investigased¢iocdemographic aspectaork experience, gender and
occupation. As was stated epiously, in what concerns occupatiomore than halfof the
regpondents were social workefBhe data has a different distribution in what concenesgender

of the respondents, 924 being wanen and only 7% male This reflects upon the main
observatios of a study conducted by SERA Association in 2012, were, at a national level, over
80% of all employees working in General Directorates of Social Assistance and Child Protection
were women, indicating o lack of attractiveness for men in what conceriat ceactivities, but

also a deficient recruitment and selection policy in respects to actively promatiregdiality of
chance principle.

Table 2 — Frequency of values for gender and occupation

Occupation Gender
Frequency | Percent | Frequency | Percent
Valid social workel 34 54 5 7,9
psychologist 29 46 58 92,1
Total 63 100,0 63 100,0

Source: the authors
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Data analyzed for the item work experience revealed the fact that the range i28agedrs of
experience. It is interesting to notice thaf®a of employees have ten or less years of experince in
the field and only 5 % have 20 or more years of experience

4.8. Results

In order to test ourwo hypotheses we used the Manhitney U test, as all the conditions
regardirg a nonparametric test weareet.

In order to establish a result in our research the null hypotheses were created, as follows:

. HO 1: The concern for professiondéntity is the same for both occupations.

. HO 2: There is not a significant statistically difference regargieigeived performance of
social workersomparedo psychologists.

Note that the mean scores for the two factors were different across the two professional groups, but
we intended to see if this difference of value was due to chance or not.

After applying the noparametric test, at a 5% significance leviee results were conclusivthe
two null hypotheses were rejected and the alternative hypotheses were accepted.

5. CONCLUSIONS

After we performedhe statistical procedures requiren thedata collected fnm the participants at

the studywe can conclude that professiomdéntity andperformancere factors that characterize in

a different manner psychologists and social workers.

The objective of this paper was attained as it is of grave importance to tandettse aspecthat
differentiate two separataut at the same time complementary professions. We raise a question in
what concerns the innovation of human resources management, in a context where the needs and
expectations of employees have changedgiong about change at an organizational level as well.

This study has further implications, both for the professionals working in the social care system, but
also for the public administration, as a whole, as it represents only a first step in addressing t

“ I s s uulity inotHe social care system

The concept oprofessional identityesults from gorocess of traininghat includesgathering all
acquisitionsand engaging therm a certain proces®oth professional categoriespsychologists
andsocid workers- arevocational onesind the individuals thaturrentlywork within the welfare
systemshave to become aware of thedy onknowledge, skills professional competences and
ethicsrequired in following such aateer For bothcategoriescompetenies skills and knowledge

are contributing to the creatiorand delimitation ofprofessional identity thus helping also
improving performance.
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