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ABSTRACT 

The purpose of this study was to determine the level of career satisfaction among University of Wisconsin 
– Superior Social Work alumni.  The level of job satisfaction attained, stress experienced within the
workplace, and coping skills used to handle work-related stress are all elements that contribute to the
overall experience of UW-Superior Social Work alumni.  A survey was provided to UW-Superior Social
Work alumni who graduated between 1990 and 2008 to explore these career-related elements.  Additional
information was gained in a focus group of alumni.  Analysis of results concluded that a majority of
alumni are either satisfied or very satisfied with their work in the social work profession.

There are many elements in the social work profession that help to create a challenging work 
experience to those who choose the field.  The University of Wisconsin-Superior Social Work alumni, 
who are currently members of this workforce, are faced with the realities of work-related stress and job 
satisfaction.  Learning more about the level of job satisfaction attained, stress encountered within the 
workplace, and coping skills utilized to handle work-related stress employed by UW-Superior Social 
Work alumni may provide insight into the experiences of these individuals after they have finished their 
undergraduate career.  To learn more about this, the researcher explored the question, “What is the level of 
career satisfaction among UW-Superior Social Work alumni?”  Results of this study may provide further 
insight into the professional experiences of UW-Superior Social Work alumni and provide insight into 
skills that may be beneficial to future UW-Superior Social Work students.   

Introduction 

Job satisfaction within the social work profession is an important aspect of both personal and 
professional well-being.  Work-related stress can influence the client, agency and employee.  The lack of 
funding and resources available to human service entities have left many human service employees, 
including social workers, with larger workloads and more responsibilities.  A number of studies conducted 
explored both the cause and effect of work-related stress and how it relates to job satisfaction within the 
social work profession.  This literature identified primary elements of job-related stress experienced by 
social workers.  The individual characteristics include a personal need for structure and personal 
responsibility attributed to work-related endeavors. Job autonomy, salary and benefits, coworker and 
supervisor support, and excessive workplace stress were all identified as realities that also impact job 
satisfaction. 

 A particularly relevant stressor faced by many social workers is the conflict that may arise 
between work and family.  Conflict arises when work obligations and expectations are not appropriately 
balanced with the demands of a home life.  Disputes can arise when a social worker has work hours that 
are not consistent with meeting the demands of a family. Also, employees may allow work-related tension 
to affect personal interactions outside of the workplace setting. Lastly, conflict may arise if a social 
worker applies work-related roles to family situations (Lambert, 2006).  It has been found that conflict 
between work and family demands is a reality faced by many social workers within the professional 
setting.  

Job Autonomy 

Another relevant issue that contributes to job satisfaction is that of professional role clarity.  An 
employee with clearly defined work-place expectations is more likely to describe work-related 
experiences as being positive.  If work roles are vague and encompass a wide range of tasks, there is a 
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greater level of dissatisfaction, frustration, and potential job-turnover for social workers (Gleason-Wynn, 
1999).  Those who experience a greater level of job autonomy and control over work performance are 
more likely to report higher levels of job satisfaction.  To foster a greater sense of job autonomy, agencies 
are encouraged to allow social workers to participate in organizational decision-making and the 
development of work-related policies (Poulin, 1992). 
 Studies have indicated that job satisfaction is directly related to retention plans within the 
professional setting.  If a social worker feels competent and valued within a positive workplace setting, 
there is a greater likelihood that they will choose to remain employed within the service entity.  The 
retention of social workers within social service agencies has both professional and economic 
ramifications for said entity.  Rapid turnover has been related to a higher amount of agency disruption, 
stress experienced by clients, an increase in administrative and training costs, and a decrease in overall 
agency productivity (Gleason-Wynn, 1999).   
 Research has shown a correlation between job satisfaction and organizational commitment.  If a 
social worker is able to positively identify with the attitudes, values, and mission of a human service 
entity, the worker will experience a stronger connect to the organization.  Elements of organizational 
commitment include a strong organizational identity, encouragement of workers to continue career 
advancement, and affirmation of organizational commitment.  Such commitment allows for an individual 
to experience a greater level of achievement through work-related endeavors.  “A person with the 
motivation to invest in work will believe that it is important to invest in one's particular job and thereby 
reinforce one's organizational commitment” (Freund, 2005, pg. 7). 
 

 Employee networks are another element of a working experience that influences job satisfaction.  
Workers who identify themselves as having emotionally or spatially close professional relationships with 
colleagues are more likely to report higher levels of satisfaction within the work place setting.  This 
correlation is based on the concept that professional networking allows employees to feel a greater level 
of safety, trust, and dependency toward coworkers (Haley-Lock, 2007).  

Coworker/Supervisor Support 

 The leadership capabilities exercised within a professional setting also influences the levels of job 
satisfaction among the employed social workers.  Past research has indicated that social workers 
positively identify with supervisors who express honesty, inspiration, and competence during professional 
engagement (Elpers, 2008).  Such attributes can influence the workplace setting and create an 
environment that is conducive to higher levels of satisfaction among subordinates.  Conversely, leadership 
entities that propagate depersonalization of workers, low social and professional support, and value or 
role conflict are more likely to negative impact the level of job satisfaction reached by lower-level 
colleagues (Elpers, 2008). 
 

 Similar to findings regarding role clarity, organizational construction that has been determined to 
influence job satisfaction among social workers is that of the personal need for structure.  Employees who 
are able to clearly define the flow of authority within an agency setting are more likely to identify 
themselves as competent or knowledgeable about his/her own role (Heponiemi et al. 2008).  Frustration 
and conflict can arise when a worker is unsure of what her own place should be within an agency 
hierarchy or there are multiple roles assigned to one individual.  Furthermore, a role ascribed to an 
individual that is ambiguous or poorly defined can create higher levels of emotional exhaustion in relation 
to professional activity (Heponiemi et al.,  2008).      

Organizational Structure 

 

 In addition to interpersonal and agency-based influences, there are personal characteristics held 
by each social worker that contribute to the level of job satisfaction acquired.  The amount of personal 
responsibility one attributes to professional endeavors is directly related to the level of interest held 
concerning the success or failure of the task (Gleason-Wynn, 1999).  That is, if a social worker does not 

Personal Responsibility 
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appropriately claim responsibility or show a vested interest in the outcome of a work-related action, there 
is a greater likelihood that he/she will not fully comprehend the outcome of the job.  In a helping 
profession, it is important for the worker to feel that his actions have a consequence and help to propagate 
the professional mission. 
 The alumni of the UW-Superior Social Work Program have chosen to work in a diverse number 
of professional settings, each presenting a unique work environment.  While each experience has affected 
the individual in a distinct manner, the aforementioned elements of job satisfaction can be applied 
universally to each chosen professional setting.  Because job satisfaction has such far-reaching 
implications for professional fulfillment, it is crucial to learn how such implications affect the UW-
Superior Social Work alumni.  
 

 To research the level of job satisfaction among UW-Superior Social Work alumni, a study of the 
complete population of alumni from 1990 to 2008 was completed.  A total of 329 UW-Superior Social 
Work alumni were contacted via mail and invited to complete an online survey.  All Social Work alumni 
with a mailing address registered with the UW-Superior Alumni Office were contacted to participate.  
Because UW-Superior offers a Generalist Social Work degree, the primary field of occupation for the 
participants was not known. 

Population 

 When choosing participants, each UW-Superior alumni who graduated between 1990 and 2008 
had an equal chance of being chosen to participate.  This form of probability sampling allowed for alumni 
from a large time frame to be included in the study.  The results of this study could possibly be 
generalized to all UW-Superior Social Work alumni who graduated between 1990 and 2008 because the 
data collected was based on the feedback exclusively from this population.   
 

 Because little is known about the topic of job satisfaction among UW-Superior Social Work 
alumni, this research was exploratory.  This study allowed the researcher to learn more about the basic 
level of job satisfaction among this population.  Further examination of the issue may be conducted in a 
more extensive manner based on this primary study.   

Research Methodology 

 This study consisted of both a quantitative survey and a qualitative focus group to explore job 
satisfaction more thoroughly.  This mixed methods approach allowed the results of the survey to be 
further analyzed and reflected upon by a small focus group of UW-Superior alumni.  The reaction of the 
focus group to the survey results provided further insight into how the implications of job satisfaction can 
be seen in real-life scenarios.  
 A letter was sent to each UW-Superior Social Work alumni, inviting them to take part in this 
study.  Also enclosed was an informed consent form and a copy of an internet link that directed the user to 
the online survey.  The survey was created using the online Survey Monkey system.  Because the 
participants were directed not to include any identifying information into the online survey, all 
contributions were anonymous.   
 The online survey allowed participants to gain access to the survey in a short amount of time and 
immediately return the survey results to the researcher.  As society becomes increasingly computer-
dependent, this form of survey may have allowed participants a greater opportunity to complete the 
survey.  A limitation of this data collection method is that not all invited participants may possess the 
computer skills necessary to complete an online survey.  Even if skills are present to complete the task, 
the access to computer and internet connect may not be available to the participant.   
 While attempting to learn more about UW-Superior Social Work alumni job satisfaction, it is 
important to understand the limitations of this particular research.  If an individual is experiencing high 
levels of stress in the workplace and struggling to find satisfaction in professional endeavors, he/she may 
be less likely to take the time to complete a survey about job satisfaction.  Conversely, an individual who 
feels comfortable and satisfied within his/her chosen job setting may be more likely to take the time to  
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complete the survey.  This is a reality that may have limited the range of views held by participants on the 
matter.  
 

 An invitation to take part in the survey was mailed to 329 UW-Superior Social Work alumni who 
graduated between the years of 1990 and 2008.  A total of 84 unopened envelopes were returned by the 
Postal Service to the researcher.  The contact information used to reach alumni may have been out-dated 
as individuals move through the years.  For this reason, a total of 245 letters presumably reached the 
appropriate destination.  A total of 40 people completed the survey, a return rate of 16%.  This limits the 
generalizability of the research findings. 

Results 

 The survey consisted of both open and close-ended questions as well as a Likert scale. Survey 
Monkey provide the quantitative analysis of the data.  Results were reported by number and percentage 
 Participants were asked to provide their year of graduation from the University of Wisconsin – 
Superior Social Work Program. 

Table 1 
Year of Graduation 

N=40 Number of respondents Percentage of respondents 
1991-1992 3 7.5 
1993-1994 3 7.5 
1995-1996 2 5 

1997-1998 7 17.5 
1999-2000 1 2.5 
2001-2002 3 7.5 
2003-2004 3 7.5 

2005-2006 10 25 
2007-2008 8 20 

 
 The data collected represents the contributions of alumni from a wide ranges of years of 
graduation.  A more statistically significant amount is concentrated in the 2005 to 2006 year of graduation 
ranges.  Forty-five percent of participants graduated between 2005 and 2008. 
 
 Participants were asked to provide their current age. 
 
Table 2 
Current Age 

N=40 Number of respondents Percentage of respondents 
20-30 years old 13 32.5 

31-40 years old 19 47.5 
41-50 years old 4 10 
51-60 years old 3 7.5 
61-70 1 2.5 

 
A majority of respondents were between the ages of 20-40 years old (80%).  The most 



The Level of Career Satisfaction Among University of Wisconsin – Superior Social Work Alumni 

129 
 

statistically significant age group represented was between 31-40 years old.  The mean age of respondents 
was 35 years old with a standard deviation of 9.9 years. 

 
Participants were asked to choose the level of education that best describes their current 

professional level.  They were able to choose among Bachelors of Social Work, Masters of Social Work, 
or Other Degree. 

 
Table 3 
Educational Level 

N=39 Number of respondents Percentage of respondents 
BSW 28 71.8 
MSW 11 28.2 
Other Degree 2 5.1 

 
A significant percentage of alumni earned a BSW to complete their educational career.   
 

Approximately one third continued to achieve a MSW. 
 

Participants of the survey were asked to choose their current level of employment that best 
describes their current occupational reality.   

 
Table 4 
Current Occupational Reality 

N=39 Number of respondents Percentage of respondents 
Full-time 34 87.2 
Part-time 2 5.1 
Not Employed 3 7.7 

 
 A significant percentage of alumni are employed on a full-time basis.  More alumni are 
unemployed than working part-time. 

Based on 11 primary fields of Social Work, participants were asked to identify the field that best 
represents their current occupation. 
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Table 5 
Social Work Field 

N=37 Number of respondents Percentage of respondents 
Family and Children's Services 11 29.7 
Health and Rehabilitation 5 13.5 

Mental Health 8 21.6 
Information and Referral 2 5.4 
Occupational Social Work 0 0 
Juvenile and Adult Corrections 2 5.4 

Gerontological Social Work 6 16.2 
School Social Work 1 2.7 
Housing 0 0 
Income Maintainence 1 2.7 

Community Development 1 2.7 
 
A majority of alumni are employed in Family and Children's Services, Mental Health, and Gerontological 
Social Work. 

An inquiry was made regarding the current level of career satisfaction currently held by study 
subjects. 

 
Table 6 
Level of Career Satisfaction 

N=37 Number of respondents Percentage of respondents 
1. Completely Dissatisfied 0 0 
2. Not Satisfied 2 5.4 
3. Somewhat Satisfied 6 16.2 
4. Satisfied 14 37.8 

5. Very Satisfied 15 40.5 
 

A majority (78.3%) of respondents identified themselves as either satisfied or very satisfied with 
his/her job as a social worker.  The mean value represented was 4.1 (Satisfied) with a standard deviation 
of .89. 
 

Participants were asked to identify a primary contributing factor to their determined level of 
satisfaction from Table 6. 
 



The Level of Career Satisfaction Among University of Wisconsin – Superior Social Work Alumni 

131 
 

Table 7 
 Contributing Factors 

N=25 Number of respondents Percentage of respondents 

I do not find satisfaction with the 
outcome of my work. 

2 8 

I have identified a different job or 
career that I am interested in. 

1 4 

I encounter unnecessary conflict in the 
workplace setting. 

7 28 

I do not agree with the agency practices 
of my current job. 

3 12 

My salary does not appropriately reflect 
the amount of work I do. 

4 16 

I am satisfied with my job. 8 32 

 
Participants were asked to evaluate each element of career satisfaction based a 5-level Likert scale.  
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Table 8 
Elements of Career Satisfaction 

N=36 Highly Disagree Disagree Neutral Agree Strongly Agree Standard 
Deviation 

I feel that my 
current job allows 
me flexibility to 
attend to personal 
and family needs  

2.8% (1) 5.6% (2) 11.1%(4) 36.1% (13) 44.4% (16) 6.1 

My salary 
appropriately 
reflects the amount 
of work I do. 

14.3% (5) 20% (7) 5.7% (2) 48.6% (17) 11.4% (4) 5.3 

My salary 
appropriately 
reflects the 
responsibilities I 
have. 

16.7 % (6) 25% (9) 2.8% (1) 47.2% (17) 8.3% (3) 6.3 

I feel comfortable 
asking my 
coworkers for 
guidance and/or 
support. 

2.8% (1) 5.6% (2) 5.6% (2) 36.1% (13) 50% (18) 7.8 

I feel comfortable 
asking my 
supervisor for 
guidance and/or 
support. 

0.0% (0) 8.3% (3)  8.3% (3) 30.6% (11) 52.2% (19) 7.8 

I experience 
unnecessary stress 
when interacting 
with my clients. 

13.9% (5) 50% (18) 11.1% (4) 16.7% (6) 8.3% (3) 6.1 

I experience undue 
stress when 
interacting with my 
coworkers. 

13.9% (5) 50% (18) 13.9% (5) 19.4% (7) 2.8% (2.8) 6.2 

I experience stress 
when interacting 
with my supervisor. 

36.1% (13) 38.9% (14) 16.7 % (6) 2.8% (1) 5.6% (2) 6.1 

Stress related to my 
home life affects 
my work 
performance. 

25.7% (9) 42.9% (15) 11.4% (4) 17.1% (6) 2.9% (1) 5.3 

My current job 
offers me benefits 
(health, dental, 
vacation time to 
assist with personal 
or family needs). 

2.8% (1) 2.8% (1) 2.8% (1) 41.7% (15) 50% (18) 8.6 

 
Based on the information provided, a majority (80.5%) of alumni agree that their current jobs 

allow for flexibility to attend to personal and family needs.  The amount of monetary compensation for 
work completed on the job and responsibilities directly related to work had a wider range of satisfaction 
compared to other aspects of work satisfaction.  Of alumni, 34.3 % of disagreed or highly disagreed with 
the statements concerning salary earned compared to the amount of work and responsibilities one has on 
the job.  A significant amount of alumni (86.1%) agreed that they felt comfortable asking coworkers for 
guidance and/or support.  Eighty-three percent of participants felt comfortable asking their supervisor for 
guidance and/or support within the workplace setting.  A majority (68.6%) of alumni felt that stress 
related to his/her home life does not affect work performance.  Ninety-one percent of alumni reported that 
their current job provides benefits (health, dental, vacation time to assist with personal or family needs). 

To better handle stress related to a Social Work career, participants were asked to choose 
additional trainings that may be beneficial. 
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Table 9 
Additional Training 

N=34 Number of respondents Percentage of respondents 
Workplace conflict resolution 14 41.2 
Personal conflict resolution 6 17.6 

Time management 8 23.5 
Stress management 11 32.4 
Organizational management 12 35.1 
Supervisory training 8 23.5 

Maintaining balance between 
personal and professional life 

14 41.1 

Personal finance training 1 2.9 
 

The additional training that was most frequently identified as beneficial was workplace conflict 
resolution.  Secondly, maintaining balance between personal and professional life was another element of 
stress in the workplace.  

  
Survey participants were asked if they experience work-related stress. 
 

Table 10 
Work-Related Stress 

N=36 Number of respondents Percentage of respondents 
Yes 33 91.1 
No 3 8.3 

 
A majority (91.1%) of respondents experience job-related stress. 

 
If work related stress was a reality to the participants, they were asked to identify a positive 

coping strategy employed to combat said stress. 
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Table 11 
Positive Coping Strategies 

N=39 Number of respondents Percentage of respondents 
Engaging in a physical activity 
(walking, running, yoga, etc.) 

23 69.7 

Talking with a friend or family 
member 

24 72.7 

Writing in a journal 0 0 

Listening to music 17 51.5 

Participating in a hobby 20 60.6 

Meditating 6 18.2 

Watching a movie 16 48.4 

Reading 19 57.6 

Taking part in religious or spiritual 
practices 

1 3 

Talking with coworkers 4 12.1 
 Talking with a friend or family member was identified as the most used coping strategy 
 employed.  Engaging in physical activity was also noted as a prominent coping strategy. 

 
 Participants were also asked to identify the negative coping strategies employed to handle work-
related stress. 
 
Table 12 
Negative Coping Strategies 

N=26 Number of respondents Percentage of respondents 
Excessive drinking or drug use 3 11.5 
Poor nutrition 7 26.9 

Low physical activity 12 46.2 
Poor communication with friends 
or family 

7 26.9 

Personal physical issues 3 11.5 

Personal financial issues 2 7.7 
No outside factors or activities 
negatively impact my job 
performance 

3 11.5 

 
A majority of alumni identified low physical activity as an outside factor that negatively impacts 

job performance. 
  Cross-tabulation results revealed interesting relationships between job satisfaction and variables 
of the participating alumni.  Those who graduated between 2004 and 2008 experienced higher levels of 
satisfaction when compared to alumni who graduated in earlier years.  Also, alumni who graduated 
between 1998 and 2003 reported the lowest levels of job satisfaction.   
 When comparing the age of participants to the level of job satisfaction, analysis revealed that 
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individuals between the ages of 24 years old to 28 years old are most satisfied with their work experience.  
The mean age represented in the data was 35 years old with standard deviation of 9.9 years. Between the 
ages of 34 years old to 40 years old also expressed a higher level of job satisfaction when compared to 
those 42 years or older.   
 To further explore the survey results, the researcher conducted a focus group of UW-Superior 
Social Work alumni.  Initial plans were to include approximately four-six participants from the local area.  
The researcher was only able to confirm two individuals for the focus group due to availability.  Both 
individuals graduated from the UW-Superior Social Work Program in 2005.  One participant graduated as 
a traditional student; the other was a non-traditional student.   

The opinions expressed in the focus group revealed themes which expanded on survey results.  
The information from the focus groups was analyzed using Marlow’s technique of categories (Marlow, 
2005).  The focus group was transcribed to notes, which were reviewed to determine categories of 
information and meaning units.  Those meaning units were developed into themes and compared with the 
survey results.  

Focus group participants identified issues of Home-to-Work Boundaries.  These were times when 
the participants may apply work-related roles to family situations or provide professional advice 
concerning personal matters.  Coworker Interaction was also described by focus group participants as an 
important part of their workplace experience.  This interaction consists of the support systems in place at 
work to assist in handling work-related stress.  Another element of professional experience discussed was 
that of Workplace Conflict. This type of stress can arise when inter-office tension and coworker 
personality conflict affect the work environment.  Career Advancement was determined to be another 
common theme among the participants.  Both individuals expressed a lack of opportunity for professional 
advancement at their current place of employment.  The final common theme between both participants 
was that of Salary Issues.  The opportunity for salary advancement was not present for either participant 
at their current place of employment. 
 
Home-to-Work Boundaries 

Both focus group participants spoke of real-life experiences where they were asked to provide 
professional advice regarding personal situations with friends or family members.  One participant noted, 
“You can’t turn the caring off at 5 p.m.  I became a social worker because I want to help and make a 
difference.  So when friends or family members call me up, I have to listen and advise them.”   

Another boundary issue identified was that of a social worker applying work-related roles to 
family and/or personal situations.  “Sometimes I’ll see something and immediately have my work-self 
kick in and that is the role I will take,” noted one participant.  “I always have to be aware of that and 
remind myself that, ‘Okay, I’m the parent right now; not the social worker.’”   

This conflict is consistent with Lambert’s (2006) research showing that stress levels rise as social 
workers apply work-related roles to personal situations.  In the survey results of this study, 41% of 
participants also identified maintaining balance between personal and professional life as an issue. 
 
Coworker Interaction 
 Both participants expressed a reliance on coworkers to provide support and guidance in the 
workplace setting.  One participant noted, “It’s important to be able to have healthy relationships with 
coworkers and talk about issues at work in a safe environment.” The other participant added, “I have to be 
able to talk to coworkers about these things…” when asked about work-related stress management.  A 
previous study revealed a direct correlation between job satisfaction and the degree of emotional or 
spatial relationships coworkers have (Haley-Lock, 2007).  Employees who identify themselves as feeling 
a strong level of safety, trust, and dependency toward coworkers are more likely to have positive work 
experiences.  This information is also consistent with the survey results for this research project.  Eighty-
six percent of participants identified themselves as feeling comfortable asking coworkers for guidance 
and support.   
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Workplace Conflict 
 One issue that both participants felt strongly about was that of workplace conflict among 
coworkers.  While coworkers can be a great support network for social workers, the tension and stress of 
the office setting can also create unnecessary emotional strain.  One participant said,  

“Workplace conflict resolution is a big issue at my agency.  It seems like all of the gossiping and 
immaturity in high school carried right into college then the workplace.  It would be so much better if 
everybody just respected one another and got along at a basic level.  It makes it so hard to get work done 
with all of the in-fighting.”   

Another participant added that, “Where I work, there are some coworkers who have been in the 
exact same job for, like, 30 years.  They are all very set in their ways and it’s hard to be so young there.  
Sometimes we just don’t really see eye-to-eye.”   

The sentiments expressed by focus group participants are also reflected in the survey results for 
this research project.  Forty-one percent of participants identified workplace conflict resolution as an 
additional area of training that may be beneficial to better handle job-related stress.   
 
Career Advancement 
 Another work experience expressed by both participants was the lack of opportunity for career 
advancement at their current place of employment.  One participant said, “At my agency, I can bounce 
around to different jobs at the same level of management that I am currently at.  But I hit a ceiling without 
a master’s degree.”  The other participant noted, “I’m working on a master’s degree right now but there is 
no financial incentive to complete it where I currently work.”  It has been found in prior research that 
social workers are more likely to be satisfied in their current job if they are encouraged and supported to 
continue career advancement (Gleason-Wynn, 1999). 
 
Salary Issues 
 When the matter of salary versus workload was broached, both participants voiced opinions on 
the topic.  One participant noted, “[My job] doesn’t feel satisfying when comparing the amount of work I 
do to those who make twice as much as me but do half as much work.”   

The discrepancy between the amount of work completed and the financial incentives to complete 
said work was also reflected in the survey results for this research.  Thirty-four percent of UW-Superior 
Social Work alumni felt that their salary appropriately represents the amount of work completed.  In 
comparison, 42% of alumni felt that their salary did not appropriately represent the number of work-
related responsibilities they have.   

While reviewing the information provided by both the survey and focus group, one is able to gain 
a sense of the overall experiences of UW-Superior Social Work graduates as they perform in the 
workplace setting.  The specific stress encountered, coping strategies employed to combat said stress, and 
various elements of a social worker’s professional life all play a unique role in the overall satisfaction of 
graduates.  This research may assist UW-Superior Social Work Program directors to implement 
comprehensive training to current undergraduate Social Work Program students to better prepare them for 
the reality of the workforce.   

As is often the case, when one question is answered, many more emerge.  Further areas of 
research that may more fully elaborate on this research project include: 

• The dynamics of social work co-workers in the professional setting. 
• Perceived career advancement opportunities for social workers who are currently employed. 
• The impact of home-to-work boundary issues for social workers and innovative intervention 

strategies to assist in addressing this reality. 
 
The results of this research project have provided a glimpse into the professional experiences and 

career satisfaction of UW-Superior Social Work alumni.  The contributing factors of such satisfaction are 
as varying and diverse as the profession itself.  Job autonomy, coworker interaction, organizational 
structure, and personal responsibility all work together to create a unique work experience for each Social 
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Work Program alumni.  An important aspect of the social work education and profession is holistic 
cultivation of each social worker’s preparedness to face the stress and challenges of the field.  If a social 
worker is confronted with continuous stress and minimal support, she may be less likely to obtain 
professional fulfillment.  This dissatisfaction may also decrease productivity,  increase employee turnover, 
and diminish the work experiences of all agency employees.  Identifying these contributing job 
satisfaction factors is the first step to more fully preparing UW-Superior graduates for their professional 
careers.  
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