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and colleagues concern1ng my 1nterest in the poss1b1e negat1ve effects of
career success. Aﬁoné these peop]e have‘been a number of academ1c1ans and
more than a few execut1vesf with the1r 1nterest be1ng st1mu1ated at least

or1g1na11y, by a book my wife and I have recent1y co-authored ent1t1ed Career

SuccessiPersonalgEailure, In it we d1scuss, for laymen, our observations of

what seems to be an 1ncreas1ng a11enat1on of a persona1 and social nature

career-wise. My conversat1on With these fr1ends and co11eagues then become ‘
even more intense when I indicate that I and some of my students have B

conducted research on these guestions, that we are cont1nu1ng‘to do s0 “and

. that we are genera11y f1nd1ng that a11enat1on among the career’ successfu1 is

understand some of the factors that seem to be 1nvo1ved factors L w111 be
referring-to 1ater in my presentat1on* Our conversat1ons then genera]]y'

I be11eve that are the nub of the issie

for us as 1ndustr1a]—organ1zat1ona1 p: ycho1Og1sts; The f1rst quest1on is,

Uéﬂé11y, "why is this issue and these research f1nd1ngs 50 surpr1s1ng'or

1mportant7 ’After all, nobody but a floo] wou1d believe that ach1eV1ng success

in” your career would lead to a more 'at1sfy1ng 11fe. After aji; ]ife is very

\compiex and work is aﬁ1y part of 1ifk, frequently and by Ao means the most
important - Maﬁyotﬁéi things aré?iiﬁ;ortant (e.gs family, love, affection,
health) ahd thésé not only have notRing to do with work. Achieving these may
even hurt one's career!" My-response to this 'q'u'eStfon is g"e'h'e"ra'ziiy a*n*oth*e*r .
quest1on wh1chf§s “1f“what you say 1s true and that on1y a fool believes that
caréer success would Tead to a more sat1sfy1ng life, then why are we soO
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concerned wjth‘career success?_ Why do we tell our ch11dren, and ourselves, ~to.

 work hard if the result is not a more sat1sfy1ng life?  The response to my

'1nf1uences that have 1ed to my 1nterest in this area easa%i oﬁservation of . -

pésing of the quéstibﬁfig uéuaiiy a blank Took and?or a shrugg%hg of the

7

psyCho1°91sts cannot afford ourselves the ]uxury of a shrug I oe11eve.we

& _

need t0 examine more fully many of our eXp11c1t and also h1ddén§—be1fefs

un1ntended (ne”at1ve) outcomes Furthermore, it is the 1atter; up to row

mostly ignored 'n our soc1ety, which-are generat1ng the a11enat1on we are

observing among tfe career su¢cessfu1 In what Follows I w111 try to deta11

to you ‘what | be11've t01be some of these un1ntended negat1ve outcomes of

career SUccess and effect1ve work performances, my research evidence for these
|

stateme"ts and where ‘I th1nk we may cons1der go1ng 1n,the future both as 1-0

psycho1°91sts and as concérned c1t1zens of/our, at t1mes, confus1ng but always

v

-

interesting society: \L \ : o

As background to my. comments I have 1isted in Table 1 several of the

_ Table 1 §Uggests of course that my,research Lnterest in this area didinot

originate as a result of any major theoret1ca1 perspect1ve and that’ it Was
certainly not aéf%véa from’ any conceptua] propos1t1ons.  The 1nf1uences 1
believes were far.more pragnat1c and evéry-day Tab1e 1 11sts “from top to

bottom in chrono]og1ca1 order those factors that or1gana11y p1qued my -

cur10$TtY- Of these, possibly the most sﬁgn1f1cant were the spate of cultura] i
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_ products that seemed to hone in on Ey consciousness at the time of some

\personal changes in my 11fe, and ingthose of some friends and co11eagues who

7 . n

were in somewhat ‘of a s1m11ar stage:of 1ife to me at the time. That 1s, we
u . . = ,

were all about 40 or so, we had all pretty miuch achieved our original career

goa]s we were a11 wonder1ng what we were go1ng to do with the rest of our

11veS and we a11 talked about these prob]ems constantly. At the same time; it

also seemed as if we were be1ng assau]ted everyday by med1a programs about

f1nan€1a11y successful American families with problems similar to us or even
were extreme. MWe saw TV shows about affluent families who were bored with

1ife and with each other, we saw movies "about successful businessmen with

nervous bréakdouns and we read books about corporate vice- pres1dents who -~

r

could- not reconcile the career sSuccess they had achieved with the d1sorder of

the1r fam11y 11fe and the dreams :with i h1ch they started* These eu]tura]

fr1ends and myself were obv1ous1y not unique to us: They were bother1ng g lot

of peop1e in our soc1ety judging from this cultural explosion and as was P

suggested even further by my oonsu1t1ng ass1gnments which were 1ncreas1ng1y

focus1ng on prob1ems of management mot1vat1on or the 1ack of it. .Therefore,._

-

fthere was someth1ng here a prob1em that { be11eved needed to be

1nvest1g$ted. Why was this occurring? where was all th1s d1saffect1on ‘and

aiienation éom1ng from? My grow1ng interest in these. quest1ons

‘non- theoret1ca1 though they might have been, was supported even further by two

steps whpch I summarize on the bottom of” Tab]e 1 and 1n Tab]e 2. The bottom

‘order to determ1ne whether the research 11terature was ref1ect1ng what I
peree1ved to be an 1mportant SOC1eta1 prob]em and also to get some poss1b1e
leads to my own research. As the bottom of Table 1 shows, I was reasonably

successful in my'search. There were some articles reflecting various

~

5
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dimensions of the problem, a problem which the Henry reference in Table 1

,jndicates was ‘not unknown even backiﬁn 1961. However, the Zietgeist was not

ready for this problem then and Henry's findings in thésélgréas went pretty
Weiilunnoticedg g : ' ‘ I

! \ O S
{n Table %_;‘detai1 my preliminary answers to the "so what" question

h 1 bedevil mine: It is;

Bi be11gye the mdst 1mportant quest1on we need to ask when a researcﬁ;prob]em

B

is origina]]y pres sented. In Table 2 I ljst the or1g1na1 Just1f1cat1ons I
developed for myseiffWHen embarking on this research. As it turned out, and

as I will point :out later, the behavioral ﬁmﬁ%iéatibns of this problem were

even greater than I thought. But at Teast I' had enough orig}naf"jEStification;

to proceed. V

The fhéor%tica1~Framework' In Tables 3 and 4 and F1gures 1 and 2 1 have :

sumarized the theoret1ca1 structure th1s research program has generated up to

- —— - — — . - 0 " - -

based on effective work performance 1s accompanTed by and alse generates both

expected (pos1t1ve) and also unexpected (negat1ve) outcomes The pos1t1Ve

outcomes are 11sted 1n Tab]e 4. ;There are benef1ts to be atta1ned from career

~

success, e.g. freedom from JObS of real drudgery, h1gher 1ncomes greater
: ;.'\‘ . .;‘ (
6 »

.,

¥
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Table 1

I ::,,f,:”"

lndlcatorssﬁfAAile'
eer UCCESfThlglnaiilHﬁils

<
CultunalgﬂroducisgdurJqg:decade,ﬂf
~of 1970-1980: .

NgveI* - ds He]ler, Something-

Films - 1. Bergman, nes

i "= J. Lenrlon; Save the Tic
v - "An_American Family" - %Ee Louds

"What if the Dream comes true"

"Marin. County" TV, books and films
(e g, "ser1a1“) ‘

nments. -

—Growth in EareeFfBEVeiapment Programs for Managers ,

Bec]1ne in Manggement Nobility X
Growth of the \"Taid-back® eth1c for managers .

-3

Personal L1fe4Changes - 7
Age "40" introspections '

Reflections on the ach1evement of 1ife goa]s <

Observation of changes 1n friends and family

ResearcthJIerarure

involvement (Rab1nOW1tz and Hall, 1975)

b) Lack of personal affect and emotional ties with others in

successful managers (Maccoby, 1977)

" ¢) Feelings of personal stress, loss of . persona1 a1ertness and a
: sense of meaninglessness among successfu1 young execut1ves
. (Bartolemi, 1972) _ \
4) Reports of intense frustration in their late 30's in 80% of\
sample of 1000 midd 1e-aged profesSIOna1s and’ managers never
~ recovered. (Schultz, 1974) SR
5) Low_correlations between life satisfictions and,such indices” -

as: Family and HouSehold Income_ and occupational prestige.

< among -natjonal prabability samples (.14) and Buffalg area- .
o probability sample (:10) (Campbell; 1976;-Hunt; et. -al; 1978)
6) Doubts as to- the mean1ng of success, con51derab1e self- doubtsi

- executives (Henry; 1961)
7.) Dissatisfaction and a11enat1on among executives and managers

in tra1n1ng programs ( ;n;\\ jeski, 1973) X
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Table 2
lmpllCﬁtlﬁﬂsgﬁf Alienation -
Among Career Successful People

Individual level Low levels of career and work asp1rat1ons among
: future 1abor force members if those who have

such ach1evement

Feelings of guilt and self-loathing among career

-

H successfdl people unable to comprehend their
I alienation. _
Organizational level Low levels of work performance sincg career

successfgW people can implement neg; tive
attitudes if _they wish.
Low levels of work performance since career

successful people with negative attitudes éerve
as negative role models for others.

Societal level Necessary but difficult roles for societal

) , 'growth and effecﬁ;veness will not be fulfilled
he : X o if greater satisfaction is not- attainéd. by those
; y - choosing to meet these roles.

‘ . Dislocation and social status=as institutions

attempt to handle an unexpected problem:

: . _ ;

LA
'
-~

Eall

'




. Table 3

R S
| Framework

(.

Work performance, when effect1ve4 and 1ts resu1t1ng career

success generates both positive. and negative outcomes.
These negative :outcomes group themselves into a set of

factors that, .in conjunction with normal- ageing processes,

generate senses of personal and social a11enat1on These
are def1ned as followss:

Personal® Alienation - perce1V1ng a discrepancy between your ]
everyday‘behav1or and your .image of yourself, the belief

that there is a “real self" "inside the self and that the

person who is behav1ng in the everyday world is not that

"rea]" person.

Socqajgﬁlienation,— perce1vung the self as separated from others
' and -as not having a:common framework within which to

1nteract To be "alonef.1s the essence of soc1a1 a11enation.

TheSé sénSes of a11enat1on §?'turn, generate behav1ors ‘of
mot1vat1on and organizational




1705A/Page 9

- T - - — - - o0 o =S .

- - - R . - - . - - - - % A o mn -

" power over others, greater free§om from the cares of old age, etc.? career

least not -totally.

. siiccess 15 riot to be sneezed at, at
Figure 1 presents the reasons for my ambiguity. It is my belief that
7 . .

« it o o o i it oy 8y ot o s o o SR S M S AR e = =S an

career success will also generate feelings 6?‘6Hsééhfiiméd éxbéCtatiéns, a
Perce1ved Serise of Exteyna] Contro] a 'loss of Aff111at1ve Sat1sfact1ons and a

are 1rsted along the left=-hand side of F1gure 1. - Personal and Soc1a1
A11enat1on, as def1ned in Table 3, are pr1mar11y a ?unct1on ‘of these feelings
and of 1ife-stage changes. To the extent that the events spec1f1ed in the
left=-hand side of Figure 1 do not 6&&0% EﬁéFe will be decreased a1iehatibh
a1though there will a]ways be\eome due to inevitable 11fe stage prob]ems.
What are the behav1ora1 1ﬁb11cat1ons of the alienation? AS shown in
\ ﬁigure 2, peop]e who are persona]]y;a11enated be11eve that the)f;frea1 se]ves“
are not acting in the everyday world. ‘Hence, tﬁéiﬁﬁéﬁﬁ’sié hesds are
ignored and the ided of %eifiécfuéiéiat1on makes 11tt1e sense for them wﬁy,
also, try to achieve an everjdayiﬁéihe for that "everyday person since that
same person is "not real"? Peesie.Whé éFe-ﬁeFééﬁETTy alienated aré also
anxious people, 1 propose, or. they would exfibit their "true selves.”

Therefore they are more Tike]y to.be mot1vated by anx1ety and* as a resu]t

consistency in their ch01ces. F1na11y, they are a]so m1serab1e and misery

1

1oves coripany.
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Value;

\
‘ b Tab]e i X 7
Expected (Pos1t1ve) Outcomes of CareerASueﬁess P
and Effective Work Performance ’
N, B .
N 1) Societal Approbat1on for Hav1ng Achieved Societal

1

2) Freedom from the drudgery of jobs ca111ng for'

common everyday routine; repet1t1ve tasks;

3) -H1gher 1nc0me and the resu1t1ng ability t6

purchase an ever-increasing variety of consumer
., goods; - .

4) Greater ability to control one’s 11fe in both a :

' career and non- career sense; ’ R ~

5) Greater ability to control the task aet1v1ty of

others and to assert power over others in genera1

N

6)' A more v:ab]e, cahes1ve fam11y 11fe because of

greater 1ﬁbome and the presence of a more

_desirable role mode1 as the successfu] 1ndiv1dua1 ;

and . N )

7) Re1aﬂ¥ve freedom from the cares ‘and yoes of

middle= and -old age (due to'greater'income,

. greater status and the moré viable fam11y that

4 ’ 'th1s has generated) ,

4

8) In addition, to the benefit of the organization,

it has also been assumed that the va]ues derived

by individuals have also generated an increased

work commitment and intent: T




1)

2)
3)

Figire 1

-

tcomes of Career SucCess

7rout1ne and repet1t1ve tasks.
Decreasing social value of work success
Increasing tax rates; 1nf1at1on and
aspiration levels

gxe_l,/Tran51tory sensory quaiity of consumer

5)

10)

11) -

12)

13)

Inability to sdff1c1ent1y meet needs

satisfaction and goods and the1ri

1ikelihood of being over- prom1sed

by TV and other media . . l
Realization that career success has not

protected self from upsets of mid-
life years

) Cont1nued presence of 1ega1 restr1ct1ons

- governament contro] and union

constraints

Continued societal and persona1 demand ‘

for success

Deg]1ne gffnucleé? familial relation-

ships because: of work committment and

geographic mobility
Decline of parental and extended fam11y

relationships because _of_changes in-

social status and geographic mobility

Lack of affiliative relationships with

other individuals .in the_work setting

Decline of ability to establish affilia-

tive. re]g§1gnsh1bs with other
Inability to recongile needs of -

organizational. superiors with those u
of subord1nates :

relevant to othen dimensions: of human

experience (e:g:; humanistic interests,:

religious actﬁv1t1es; aff111at1ve
des1resf etc ) . , .

,ég‘

Perceived

| Sense of \_
External
Control N

Disconfirmed
Expectations
(of Career
Success )\

Perceived
Loss of

Affiliative -
satisfactions ;

| Realization of

Contradictory .
Role Demands

page 11

N personal,

Ah‘enation

| Social
A11enat1on,
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Somewhat of the same perspect1ve ho1ds when TB?R at the SOC1a11y

A11enated person " Those who are Soc1a11y A11enated are more anxious and

con51stent and do not view values in a wortd they do not.care: about as worth
maximizing. They also seek company in their misery.

~

phenbmena of organ1zat1ona1 and 1eadersh¢p sTgn1f1cance It results, I wou]d

,propose in both 1ess p]ann1ng and also 1ess effective p]ann1ng and 1t a1so

Py

resu]ts in uncerta1n anxwous author1tat1ve and hesftant 1eaders frustrated by

the d1ff1cd1t1es they have :in dea11ng with a Work popu]at1on th are

=,

non- rat1ona1 non=-value max1m121ng, anxious: and who are unW1111ng to do

-

anyth1ng about any of these The results for the organ1zat1on and for the
1nd1v1dua1s involved, as Figure é%nnd1cates are quité negative, to say the //
least

The Research Ev1dence

v{n Tab]es 5-11 I have summarized some of the research ev1dence re]at1ve

‘to this framework. d , ’
Tables 5 and 6 refer to a study of_business-séh661 alumni earnigé a

" median of 40K a year and current MBA students in management positions which I
conducted with Dorothy Lang and Ursula Wittig-Berman and which is to be

- - —— - —— - - - S o - o - v S

i

published in the Academy of Management Journal. Tabie 5 repdrts the construct
va11d1ty Of the measures we used and and Table 6 summar1zes some of our
f1nd1ngs. It 1nd1cates support for our bas1c hypothes1s is to the s

Y
1
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~

Personal.
Alienation

Soc1aT
‘Alienation

Figire 2

lmpactenfeEersonaT and - Soc1a1
Alienation on Motivation and

Organizational Process

Behavioral
Effects

Mativational

Effects

Tendency. not to
behave in an...
" jrrational 7n9n- _

~value maximizing
/7nmanner_ «

and concern for
the future

Tendency not t6
. behave in. a self-

/ actualizing manner é
and to reJect such

behavior in others

Tendency to 1gnore
personal-task.
requ1rement f1t
in making task._

, _ choices for self
. and others
Tendency not ta

behave in a manner ' |

reflecting intrinsic

needs
\EyTendency to seek

others ‘who are simi-

Tendency to
oppose attempts
to reduce -

> Persanal and
Secial 7
Alienation

those who are not
personally and
socially alienated

Tendency to behave,///;?

in_a highly anxious
manner

Perceived
restriction of
range .of |
behavioral
choices

X

V,
LR

4>

2

. anxious;.

TendenCy for
leaders to be

frustrated

"""""" com-
pulsive, un-
certain and
hes1tant in -
dealing with the
behaviors of the

socially a11enated

Tendency for
leaders to be ,
author1tarian and

the behav1or,of .
the personally and
socially alienated

14
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: Table 5. 1 - : S
i . Construct Va]1d1tyfAnaiyses+4Eersana1 : *
D §§ and Social, Aljenation Scales
I. -Personal AHenation - et o AR
. Correlates \ Sample - .« Scales Ct'rtts
A. Interna1 External . ' . T Undergrad " Persona1 A11en— o
Control (Rotter, 1966) - Students . atjon (PA)- -Philo-  .31%¥
High scores indicate - (N=92) - sophy of Life Lo
inability to control own’ o . AL
fate and a belf{ef that = ,
-one is similar to a pawn T - , i :
‘controlled by ‘extzrnal” o : ' S SR
events. The world.is : D - , I
seen as a con;rgl]lngff - ’ i .
influence over-powering. . .
the self. ' ' '
B. Attqtudesglowand 1. Grad. Busineds PA- Ph11osophy o
Bus1nessgﬁrganlzatldﬁs Students . of L1fe .38**
- High scores indicate o (N-97) , S e
antagonism toward large . PA—Error Choice,- 17*
business organizations; L
abelief in their lack of = s A S o
_responsiveness to societal 2. Profs. +,Mgr373Pﬁ:Phi1bsophy - .24%*
‘requirements and a (Subsample of of Life -
perception of them as . above,; N-58 S o
violators of. the : - . PA-Error Choice 16 .
gnvironment and ethical : A U W
norms S ' : :
II. Social-Alienation
Correlates
Attitudes Towards - 1. Grad. Business Socidal Alienation .38**
BUSIHESSAGKQBDJZBtlﬁnS . Students - (SA)-Philosophy
R (N=97) © of Life
SA-Error Choice < .08
2. Profs. + Mgrs. SA-Philosophy * .  .28%
(Subsample of of L1fe I
i ; above; N=58) -l
o R SA- Error Cho1ce .00
III. Personal and. SDCJalAAllenatlon :
Purpose—ln!Llié Insurance PA + SA-Philo- 31>
Test (Crumbaugh, 1968) - ExecutiVés Sophy of Life
High scores indicate a lack (N= 51) 3
of meaning.in one's ]1fe, ]
an inability to relate to o 3

the world, to integrate
one's needs with the
world's demands ‘ .
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Disconf e
Expectations
Contradictory
Role Demands

Sense of Exterial

Control

Loss of Aff e
Satisfactions

]

¥ 5 05

Page 15

| Table 6
Correlations Between Life Experience Factors and | ‘
~ Personal/Social ATienation “
» "~ Philosophy of Life Scale Error-Choice Scale ~ = 4

Ml Sanple? WA Saiple i saple WA Smle
w2y () ) 61)

el Sl sl il fersol  Social  Personl S
Alienation Alienation Alienation Alietation Alienation Aliennation Alientation Alientation

LT S, N S S [ I
BRI Y VL ) SN | S AN
TR T SRS N N AR SR

v

LS L R R .

w0 | .)
a See Footnote a Table 4 ) '

‘ S

IToxt Provided by ERI
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.s1gn1f1Cancefof these factors in generat1ng a11enat1on among the career

| (Successful i, '?diﬁgﬂ_
Tables 7 Ehroughlg report unpublished data wh1ch I believe are also

cons1s§ent W1th %ﬁe,proposa1s f‘have Suggested Table 7 is a secondary

lana1ysys of data co116cted from a study. of adaptat1on to p]ateaU1ng among
‘_m1ddle—t0—upper 1eve1 mﬁnagers which I part1c1pated in with Tom Fereance of
eo]uﬁé1a Un1vers1ty, é:mVStoner of Fordham Un1vers1ty and Joe Carnazza of the
StevenS Inst1tute of Techno]ogy; The sma]]est of the three companies stud1ed
has about 8’6’0’ mi11ion dollars in sales and the other tWo" are

mu1t1—b11110n Firms in techneTogy and insurance, respectively. They are,
'therefore tﬁree maJor organ1zat1ens and tbe managers we stud1Ed ranged from
m1dd1e—t0—very high level management. The data I repert in- Table 7 are
sub-analyses of otr over-all study Wh1ch I undertogk after developing this
research framework.  While not all the data are significant, I be1?EVé the
thrust of _the f1nd1ngs are cons1stent W1th the framework I have suggested

, S1m11ar1y w1th Tab]e 8 which is also a secondary analysis of a study
or1g1na11y conducted in a diffyrent context The Sett1ng in th1s case was an

- M

organ1lat1ona1 deve lopment progect I and 'some colleagues had under taken for a
maJor food company- (of about $1 b1111on do]]ars a year in total sales). W?AS
part of this project ‘We conducted 1nterv1ews w1th 150 executives rang1ng from
m1dd1e—management to Execut1ve V1ce Pres1dent w1th the fociis of these
1nterv1eWs be1ng; in part their percept1on of the degree to which they had
experienced D1sconf1rmed Expectations; aisense of Hierachal, External Controt
and a 1055 of Affiliative Satisfactions: Since each of these 150 e

: :

Pd\ |

8
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% Table 7 - -

Three MaJor Corporatlons

Cofiparative Study of

ow
y

/Company A - Industr]gl producer of heavy equ1pment and techno]ogy
. 2 ~ (approximately-800 million in sales) :
: Company B - Major .Insurance Corporation
.- (6 billion in sales)
“™> Company C -.Major technological .corporation
I _ h(7 billion 1n sa]es)
'ﬁbrv%1ates of : "I W]ghfl,were 11v1ng a d1fferent 11fe from the one I am
Tiving now"
- o Gompany Company Company
: . - B_... C
; ' {N=255) (N=315)
o Disconfirmed Expectatlons, X : , o
- I have found that rewards Ci16%r ) 32%% 30**
S in 1ife are generally = - v L,
rewarded unfairly. ’ . ‘ . :
R SR A :
Sense of Ex .Contro o S S
T feel that myfllfe71§,gut 25%* 44** 38**
_ of my hands and controlled )
. by external factors. ' o ' v REINE
I have gener§11y7badfgfsay -16%% © =25%* =27%* -
in the decisions affect- o0 t s
_ ing my life. - e, L .o . -
I have tr1edﬂ;offg1f111 - 05 . . =11 -09
the expectations my . 7 ’ '
- _ parents set for me.. = B i : .
. I have tried to fulfill my -09 T -37%* -13*
~ oWn goals, rather than the
 goals set by others. . . o , o ~ S
I have genera]ly gone along 1o0* 15 0 29%*
? with what is "proper” . SR B Lo
L rather ‘than what I some-= 0 YT e
e nted to do. .
I h ‘rarely been- " 12* 16* -
 interestediin anything. T
but making money and - ' .
acquiring material goods. e S
' Loss of Aff111at1ve Sat1sfadt1ons - :
Y T have had the opportunity -16%* -27%* -22%%
to live in_ a Tlocation-and
community that -is desirable
to myself and my family. L . L
I have generally been in 18%* ./ | 08 -01

competition with others.

: , .
» . .
L N R i

A
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A | .t 7
' . (continued)

| Company Company Company

'I have found that.my © JgEE . pgu 2gi

interests have diverged

Fvrm thrnen »

from those of my spouse

~and family. o I - .
I have often chosen friends 28 %% 00 04

- who ctould help me in my

- —-_ZT . «

_ career. | . - L
I have often Spent time 03 03 - 02

with my family when I

could have been working.

My spouse-and I work on o =13% -11 =08

PR cooperative self-develop-

ment activities.

%
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had also completed the Porter Need Satisfaction quéstiéhhéfré, it was pa§§%51é'
to undertake a secondary analysis relating their perceptions of their
éxpériehces and their degree of pérsonaiggiiénationg is measired by
abﬁrbﬁriate itéms on tﬁé Editéﬁ scaiés— Thé résuits are séén in Table 8 and
. e,

Tab]e 9A1s a siummary of some of our pre11m1nary findings in our current

research. It is designed to replicate and extend our wcrki While I would not,’
ey .

over-efphasize these data, I believe they are reasonably consistent with the

framework I am outlining:

Evidence for the other ha]f of the framework i.e. the effects of

; ﬁérsonal and soc1a] a11enat1on— is g1ven start1ng in Table 10 which d1rect1y

_undergraduate students. Tahle 11 refers to the general hégétive influence of

alienation on performance in géhérai The latter is a second-order prediction
based on the assumpt1on that h19h anX1etyf 1aw rat1ona11ty and 1ow
se]f actualization wou]d generate pooy performanee Table 12 supports these

predictions reasonab1y_we11:

Table 12 presents pre11m1nary data testing some of the 1onger range

pred1ct1ons of the framework 10 the areas of career planning,
4 G

21
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Table 8

éaﬁporation Manqgement Study Fa;\brs Inf]uenc1ng A11enat1on
: = =I50]

Factors : The feeling of . . ° The fee11ng of
g self-esteem a  The oppdrtunity self-fulfiliment
person gets. - for ersona] growth a person gets.
from being in and eve1opment from being in
my position - in my pas1j10n my position
pisconfirmed 1% =17% | =10
Expectations LR ,
Sense of External =3g%x " ogaw L  _3gw
Control . ' :
" Loss of Affiliative ~30%* ' ~19%* 23w
7
o .
X h -
- . e

*#* sig. at .0l
8 sig. at .05
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Table 9
a : '”ﬁgﬁijenat]on and Types of
Social and'erganjzaf1ena1 Experience
. (N;54)
) ' - =
, Total Personal | Social .
7 . Alienation Alienation jenation
Lr A1 4665 FegeFIels . oF thgie 3 i . Car
]gyelfgqgfyype involve routine y ’ B
and repetitive taSks / :
2. 1;7@gesn 't pay to work hard today =~ - .30%* 25% 29*
\ since. taxesfylll eat up any '
additional money you make. l
. . N __ o
3. ngmerglg] agggrt1sements prov1de i7 05 19
no gu;dggggffggwthe shopper since : ' ,
they prom1se more than they de11ver _
4. .infmg§§79tgag1gat1ons there is | -26% -23% -24%
+ competition between people and ,
departments but true friendships - -~ /
are still possible:
5. It doesn't pay to Work hard today .30%* 3l%= 26* -
since most of the stuff you buy F -
is. junk anyway. i 3 %
6. ngp],/who are successfu1 at iﬂ > 00 < 20 .
work. have fewer problems. ' . N
7. One of the problems of being. a 20 - 12 19
manager is that  your supervisor -
and_your_ subordinate demand
{d1fferent things of you.
8. !Succeeding at work is still -11 "=19 =05
valued by Society today. - ‘ '
9. It doesn't pay to work hard today 14 08 16
since inflation will eat up any - - . “‘
additional money you make.
10. -The work of executives is still Z27* = =28% =26*
satisfying today in spite .of @

government regulations; environ-
mental requirements, or labor -
union demands: R
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S . Table9
DL el : . (cont1nued)

Re1at1onsh]ps Between Alienation and Types of
S SOCJalgand,Grgantzéilﬁnal,Egperlence

(N’EI) ‘v
Total ~ Personal  Social .-
Alienation Aliéﬁatjcﬁ,‘ Alienation
'11: It is possible to be truly work ~ =33% ' .p5% -31%4
"~ committed and. still have a ' -
* satisfying family 1ife. , : s
. 12. One of_the. ﬁroblems in. be1ng - ) 45%% 41%% g}éﬁ
" a manager is that you cannot ' :
. bgq§gcgg§§fu1 unless you are . S
ographically mob11e7§gdipe1ng i
L4 mobile leads you to lose touch 3 )
with your family and frwends. B X -
13, It dcesn t. pay. to work hard _" - §§ 1 08 "QZ )
today since most of the th1ngs T s 7 . ‘
you buy you get bored with very S
quickly.- ' (
1a. \ﬁé"g shccessful at work does _. iiéh =17 -16

not ‘take away time and effort -
from)other "interests; i.e.; = .
sperts, religious interests; and
char1tab1e activities:

okl a \

-

o
~ady




~~

) ,;”{ L i '
s “Page 23,
; ;' Table 10

; _ Summary of Findings: Alienation and Motivation: ;

I Relatganshws “for Persona1 Ahenatwn With ' AR
o Cheed) . (neas)  (Neas)
mmd * Total . Ma]es ‘Femdles.

Anxiety Motivation Positive . . faBxx . dex . Bhwex

EXpectancy.—VaWe," T Négét’Wé:‘" 25w RV C

ﬁétivatidﬁ » . S )

Se]f Actuahzmg EEEE gatwe’ ""_,2179;k iiE -9

.Motivation o - o

Consistency Motivation Pos1t1;/e 17+ 17 18

I1. Relationships for Social Alienation With: | . )

Expectancy-Value Negative 211 =20 =01

Motivation ' ¥ P &

Consistency Motivation " positive 19+ 29% 07

[
j
25 .

.
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H b {v : ; i
- : N " - : o e :
. . SR . : : Ll -
R Tab]e 17 '
~ .Alienation and Supervisory Ratings of Work Performance
= .. TS TR ; L :
PR . : ( : . ,"_ g . ¥ . . o '.f-.‘-_" - A R . R
SN . T ' : i - : o 1.7 . N e

Independent Var1ab]e - "I wish I was 1@ ad pg a d1fferent 11fe
, from the one 'I am 1ead1ng now"‘

= Te weT L T 0 (N=375) (N=382) (N 3os>

N (» -

"{ Sup visery Rat1ngs P’p % IR R o
AN ?'. of erformance Rat1os 3.18** - - 2.72% - 4.05%*

A

S




se]f-1mp1ementat1on and related processes.
Coast Guardsman, other employed 1nd1v1dua1s

GeneraTiy, the resu]ts for Personal A11ena€1

1705A/Page 25
This sample involved here included

graduate students and the 11ke.

on are cons1stent with ouar

hypothes1s but somewhat 1ess so for soc1a1 a11enat1on. However, two otheF

been s1gn1f1cant at the .05 level

(Items 6 and 9) except for a 1ost observation in each instance lowering the N

~ to 53. |

- — - - - - ————

- —— A —— — —

i
RPN
e

e

There is much that st111 needs to be done 1n test1ng the framework

d1rect1y and we are undertak1ng th1ihnork now. .Most obv1ous1y, we need

Assum1ng for a moment; however, that th

developing here continues to be supported bysresearch, what are the long-range '

" implications ‘of these problems in a societal,

sense? An overall framework for conceptuali
with Rere and for organizing a program for c
Basically, it  is my contention that we need

- — - o - —— — -

N -~ - — - — — " — -

.sett1ng and outside it, the mu1t1-d1mens1ona

e perspective we have been

drganizatiana1 amd individual
zing what I have been concerned
harige is outlined in Table 13.

to recognize in both the work,

- -

11ty of human life. As Tabie 13

,1nd1cateS— all soc1et1es and organ1zat1ons need to dec1de how much they Will

P

4

7
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TabTe 12 )
Relatlgg§h19§78g§yeenrA11enat1on and
Preference for Work Activities
. .+ - (N= 54)
Personali - Social
N Aliepation Allenatlon
_ ,,; . . . Sooe oY 2oL o~ ,,j;,;(;,,,,,,, Zﬁi, N
"1. Working on projects involving considerable =39%* =28*
A plann1ng : ' :
-2, 'Work1ngfgn proaectsfthat argfneedngpyﬁther _23% =11
organization but which you don't part1cu1ar1y '
enjoy.
3. Working on high-pressure projects: o -3k -13
3. Work1ng on projects where you get a chance -29% -31%%
to use your part1cu1ar skills and abilities. E
5. Work1ng for an organ1zatlon where most ng 08
decisions concerning your future career
are made- f°T you.
6. Working on projects where you don't need to_ -05 22
worry about what eagbiggr§on7th1nk§7057wan§§ ,
but where the only concern is to get the job
done.
7. Working on projects Where you get a clear 34 %% =17
chance to express yourse]f and your own ideas. .
8. Working on projects where you know what the 06 20
possible outcomes might be and what the
values of each outcome are.
9. Working on projects with short deadlines: -10 =22
10. Working for an organization where the -29* -18
individual has to make most of the decisions
concerning hiS/hér career.
11. Working on projects involving jong-range -15 QQ
,futyre corncerns.
12. ﬁorkiné on proaects that are simple and -08 01

the organ1zat1on.
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1.

ITI.

The values with which any Society must deal -

for the Design of Social System’

achievement
.+ Affiliation ’ '
: technology and rationality
humanism , )
monogehous exper1ence ‘ B

heterbgenous experience
self- goa]s E T

7 equitable rewards ; -

. egalitarian rewards. A
specific planning {?) , ,
genera] p]énning (?) ) o &

Our prob]em up to now -

)
2)

3

Our Tack :6f recogn1t1on that emphas121ng any value generates

our overemphas1s on achievement; techno]ogy and homogenous
experience (e.g. the one-career system).

Our underemphasis on affiliation and humanism. -

Our overemphasis on a “"linear society" and our lack of
recogn1t1on of the d1vers1ty of human exper1ence

external controls th1s generates through its encouragement of

~ appropriate goals; values and social norms.

A program

The; at ‘times; irrational reactions to our overemphasis on a

) "11near society".

The inconsistencies between our va1Ues verbally stated; and
our behaviors. .

for the future =

I)
2)
3)

Reducing our emphasis on the. 11near soc1ety and stress1ng the
multi=dimensionality of working life. S
Developing and accepting new measures of soc1eta1 success and
social value:

Realizing and accepting the negative 1mp11cat1ons of any va1ue
emphas1s.

]
-1

«
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,stress such diverse value as achievement, affiliation, self-goal, over-all
group goais; technology, humanism, etc. HoW miuch do we Want each of these?
We have; I believe, overstressed some (e.g. achievement; tectinology) and we
have understressed others (e.g. affiliation and humanism). 'w’é«nééa to
recognize both the source of over-and-under emphasis and also the fact that

stressing any value, regardless of what it is, usually generates both positive

and negative outcomes.
‘We need to recognize as psychoiogists and as citizéﬁs the i%ﬁitatiahé (f
the "linear Sdcééfy“'Wé have been encouraging i.e. the one basea on 7
_achievement and performance; the values we have not éthﬁFaééa and the
difference between our rhetoric and our behavior. We Have been willing to
% accept the values of achievement, career success and performance and they do

bring value. But they also bring problems. It is tifie we began to recognize

these problems and to make appropriate changes.

30




