
CHAPTER I11 

DESCRIPTION OF THE VARIABLES AND DEVELOPMENT OF HYPOTHESES 

The p r e s e n t  i n v e s t i g a t i o n  a t t e m p t s  t o  exp lo re  t h e  

i n t e r a c t i o n  among d i f f e r e n t  pe r sona l  and o r g a n i z a t i o n a l  v a r i a b l e s  

t h a t  l ead  towards t h e  a t t a inmen t  of s e l f - a c t u a l i z a t i m  and t o  

p r e d i c t  t h e  most impor tan t  v a r i a b l e  t h a t  p rov ides  h i g h e s t  phycho- 

l o g i c a l  growth. 

Background v a r i a b l e s  

The background v a q i a b l e s  e  .g. age and educa t ion  a r e  

impor t an t  de t e rminan t s  of I employees' a t t a inmen t  of psychologica l  

growth i n  t h e  o r g a n i z a t i + .  The i r  age and e d u c a t i m  in£  h e n c e  

t o  a  g r e a t  e x t e n t  t h e i r  psychologica l  growth. 

A T  

Maslow ( 1 9 5 4 )  t hcuuh t  t h a t  more s e l f - a c t u a l i z i n g  pe r sons  

a r e  found i n  h i g h e r  age gkoup s i n c e  younger gene ra t ion  is  more \ 

concerned w i t h  r ecogn i t i op  and compet i t iveness .  Older employees, 

a s  compared t o  young e m ~ l b y e e s  a r e  supposed t o  be more mature 

i n  t h e i r  pe rcep t ion  of t i h e  i n  which t h e  p a s t  and f u t u r e  a r e  i n  

a  meaningful  c o n t i n u i t y .  Moreover, t h e y  deve lop  conf idence  i n  

t h e i r  own d e c i s i o n s  and a c t  i n  accordance wi th  t h e i r  own i n t e r n a l  

m o t i v a t i m .  They a r e  l e s s  i n£  luenced b y  o t h e r s  and e x t e r n a l  
. 
\ 

sou rces .  Moreover, w i t h  khe age and m a t u r i t y ,  employees a r e  

supposed t o  ho ld  t h e i r  cwh i n t e r n a l i z e d  values .  



Gardner ' s  (1977) s tudy t h a t  the  younger workers  would 

show a  g r e a t  concern fox  h i g h e r  o r d e r  needs  was n o t  supported.  

Kaufman (1974)  demonstra ted i n  a  s t u d y  t h a t  the degree  

of s e l f - a c t u a l i z a t i o n  mries wi th  age,  b e i n g  h i g h e r  i n  o l d e r  

group. In  t h e  l i g h t  of p r e s e n t  arguments, it i s  hypothes ized  

t h a t  a 

1. The h i g h e r  t h e  age ,  t h e  g r e a t e r  t h e  i nne r -d i r ec t ednes s  

and t i m e  -cape  t ence  . 
2. The h i g h e r  t h e  age,  t h e  g r e a t e r  t h e  a d o p t i m  of s e l f -  

a c t u a l i z a t i o n  va lues .  

Educat ion 

One of t h e  major  s a l i e n t  c h a r a c t e r i s t i c s  which the 

employees b r i n g  w i t h  t h e m  when t h e y  e n t e r  t h e  o r g a n i z a t i m  i s  

t h e i r  e d u c a t i o n a l  l e v e l  which i s  an impor tan t  v a r i a b l e  a f f e c t i n g  

bo th  t h e  employeesm performance and their work a t t i t u d e s .  

Employees, w i t h  the h i g h e r  e d u c a t i o n a l  l e v e l ,  deve lop  the i n s i g h t  

i n t o  t h i n g s  and l e a r n  t o  t h i n k  and a c t  i n  t h e i r  own way, r a t h e r  

than  be ing  i n f l u e n c e d  by e x t e r n a l  sources .  They a c t  accord ing  t o  

t h e i r  a i n  inner-requirements .  Moreover, t h e y  a r e  mature enou* 

t o  shape t h e i r  p r e s e n t  i n  t h e  l i g h t  of t h e i r  p a s t  and f u t u r e .  

Such persons ,  because  of t h e i r  sharpened r ea son ing  due  t o  

h i g h e r  e d u c a t i o n a l  l e v e l ,  a r e  more ben t  toward s e l f - a c t u a l i z a t i o n .  

They, because of t h e i r  i n c l i n a t i o n  toward s e l f  - a c t u a l i z a t i o n ,  

l i v e  a  l i f e  gu ided  b y  t h e i r  own s e l f - a c t u a l i z i n g  va lues .  



t h a t  
Seybo l t  (1976) observed i n  a  s t u d y l t h e  h ighe r  t h e  educa t i an ,  

t h e  h i g h e r  t h e  l e v e l  of job-var ie ty  and task-complexity n e c e s s a r y  

f o r  work s a t i s f a c t i o n .  

 ales (1975)  explored i n  a  s tudy  t h a t  t h o s e  i n d i v i d u a l s  

who continued t h e i r  educa t ion  beyond t h e  mas te r  degree  had 

h i g h e r  s e l f  - a c t u a l i z a t i o n  mot iva t ion .  

F e l l e n z ' s  (1972) s tudy  showed t h a t  t hose  s t u d e n t s  who 

had completed c o l l e g e  degree  did  s i m i f i c a n t l y  b e t t e r  on t h e  

i n n e r - d i r e c t e d  s c a l e .  Therefore ,  i t  i s  hypothe s i zed  t h a t  t 

3.  The h i g h e r  t h e  e d u c a t i o n a l  l e v e l ,  t h e  g r e a t e r  the 

inner -d i rec tedne  ss and time-compet a i c e  . 
4 ,  The h i g h e r  t h e  e d u c a t i o n a l  l e v e l ,  t h e  more t h e  

adopt ion of s l f - a c t u a l i z i n g  v a l u e s .  

o b j e c t i v e  I n d i c e s  of o r g a n i z a t i o n :  

Object ive  i n d i c e s  of o rgan iza t ion  e .g. income, p o s i t i m  

i n  t h e  o r g a n i z a t i c n a l  h i e r a rchy ,  l e v e l s  of s u p e r i o r  p o s i t i o n s  

t h a t  e x i s t  above t h e  pos. i t ion,  l e v e l s  of subord ina t e  p o s i t i o n s  

t h a t  e x i s t  below t h e  pos~ . t i on  and l e n g t h  of s e r v i c e  have 

d i f f e r e n t i a l  e f f e c t  cm t h e i r  p sycho log ica l  growth. 

The income i s  an impor tan t  a s p e c t  of s e l f - a c t u a l i z a t i o n  

s i n c e  t h e  i n d i v i d u a l  s t u c k  a t  t h e  p h y s i o l o g i c a l  and s a f e t y  

need l e v e l s  would n o t  be a b l e t o  reach t h e  l e v e l  of s e l f -  

a c t u a l i z a t i o n .  Higher-income may t u r n  employees more t i m e  

competent i n  s o  f a r  a s  t h e y  do  n o t  brood ove r  t h e  p a s t  

d e f e c i o n c i e s  o r  are apprehens ive  of  t he  f u t u r e .  Employees, w i t h  



high  income, may become more inne r -d i r ec t ed .  They a r e  guided by 

t h e i r  own i n t e r n a l  values ,  s i n c e  untouched by t h e  gr ievances  of 

pover ty ,  t h e y  g e t  t h e  oppor tun i ty  t o  take t h i n g s  i n  t h e i r  own 

way, t o  t ake  t h e i r  own d a c i s i o n s  and judgments. They a r c  more 

guided by s e l f - a c t u a l i z i n g  va lues .  

Maslow ( l 9 7 3 ) ,  i n  h i s  "need-hierarchy theory"  prepounded 

t h a t  p r e p o t e n t  lower o r d e r  needs must be s a t i s f i e d  be fo re  an 

i n d i v i d u a l  becomes aware of o r  mot ivated by h igher  o r d e r  needs.  

The g o d  income is e s s e n t i a l  for  t he  g r a t i f i c a t i m  of phys io logi -  

c a l  and s a f e t y  needs. 

Herzberg ( 1959),  i n  t h e  deve lopment of h i s  "~ot iva t icm--  

Hygiene theo ry  'I found inzomc: t o  be important  hygiene f a c t o r ,  tho  

abscncc of which causes  ' d i s s a t i s f  acticm . se y b o l t  (1976) showed 

i n  h i s  s tudy  t h a t  h ighe r  t h e  pay, t h e  h ighe r  t h e  job v a r i e t y  and 

t a s k  - complexi ty  necessary  f o r  work s a t i s f  a c t . ~ c n .  

I t  is, t h e r e f o r e ,  hypothesized t h a t :  

5. The h ighe r  t h e  income, t he  h i g h e r  t h e  inner -  

d i r e c t e d n e s s  and time-competence . 
6. The h i g h c r  t h e  inccme, t h e  more t h e  adopticm of s e l f -  

a c t u a l i z i n g  values .  

P o s i t i o n  

Pos i t icm of t h e  employees i n  t he  o r g a n i z a t i m  i s  one 

of t h e  main f a c t o r s  i n  de te rmin ing  t h e i r  l e v e l  of pe r sona l  

growth because of t h e i r  o p p o r t u n i t i e s  on l a c k  of o p p o r t u n i t i e s  

they g o t  being i n  a  p a r t i c u l a r  pos i t i cm.  The employees i n  a  

h ighe r  p o s i t i o n ,  a l r e a d y  s a t i s f i e d  i n  t h e i r  b a s i c  needs ,  f i n d  



g r e a t e r  o p p o r t u n i t i e s  f o r  s e l f - a c t u a l i z a t i o n .  They a r e  more 

time-competent s i n c e  t h e i r  h ighe r  p o s i t i m s  t u r n  them l e s s  

apprehensive of t h e  f u t l ~ r e  o r  sorrowful  t o r  t h e  pas t .  They a r e  

more i n n e r - d i r e c t e d ,  bocause t h e i r  p o s i t i o n  gene ra t e s  t h e  s e l f -  

confidence i n  themselve:; and a re  guided by t h e i r  own i n n e r  

impulses. Moreover, s i n c e  employees in  h i g h e r  p o s i t i o n  g e t  

o p p o r t u n i t i e s  f o r  s l f - ; ~ c t u a l i z a t i o n ,  they adop t  t h e i r  own 

i n t e r n a l i z e d  v a l u e s  and a c t  according t o  them. 

p o r t e r  (1962)  rc.portcd i n  a s t u d y  t h a t  t h e  degree  of 

perce ived  s a t i s f a c t i o n  of the  t h r e e  h igh  o rde r  needs were 

s t r o n g l y  r e l a t e d  t o  t h e  v e r t i c a l  l e v e l  of p o s i t i o n  wi th in  

management. In  h i s  o t h e r  s t u d i e s  (1963a, b), he found t h a t  

h i g h e r  l e v e l  managers considered se l f  - a c t u a l i z a t i o n  and autonomy 

needs  more important  than d i d  lower l e v e l  managers and t h a t  

l i n e  managers perce ived  g r e a t e r  need f  u l f  l l l m e n t  than s t a f f  

managors. These s t u d i e s  c o n s i s t e n t l y  showed t h a t  t h e  h i g h e r  

l e v e l  managers a r e  more concerned w i t h  h i g h e r  order  needs  

than managers a t  lower l e v e l s  i n  t h e  o r g a n i z a t i o n a l  h i e ra rchy .  

Cen te r s  and Bugentlal ( 1 9 6 6 )  showed t h a t  a t  h igher  

occupat icna l  l e v e l s ,  i n t r i n s i c  job components i.e. oppor tun i ty  

f o r  e l f - e x p r e s s i o n ,  i n t e r e s t  va lue  of work e t c .  were more 

valued while  a t  lower occupa t i cna l  l e v e l s ,  e x t r ~ n s i c  job 

compments 1.e.  pay, s e c u r i t y  were more valued.  I n  t he  l i g h t  

of p r e s e n t  arguments it i s  hypothesized t h a t :  

7. The h i g h e r  t h e  p o s i t i o n ,  t he  h i w e r  t h e  inner -  

d i r e c t e d n e s  s and t ime-competence . 
8. m e  h i g h e r  tho  p o s i t i c n ,  t he  h igher  t h e  adopt icn  of 

c ~ l ~ ~ ? . ~ + . , ~ l : " 4 . . . .  .. ..'I<.?.- 



Levels of p o s i t i m s  e x i s t i n g  above and below the 

employees' positicm have a d i f f e r e n t i a l  impact on h i s  o r  he r  

psychological growth. 

( a )  Lcvels of Superior positions -  xis sting above t h e  P o s i t i m  

The l eve l s  of super ior  pos l t ions  t h a t  e x i s t  above t h e  

employees' pos i t ion  i n£  Luence t h e i r  psychological growth t o  a  

g r e a t  ex t en t .  I£ compa~ratively fewer pos i t ions  e x i s t  above 

t h e i r  rank, they would have g rea t e r  opportunit ies f o r  s e l f -  

a c t a u l i z a t i m .  The empLoyees, who have fewer people above 

them g e t  more frecdom t o  i n i t i a t e  and exerc ise  t h e i r  own ideas  

and a c t  according t o  t h e i r  own inner-requirements r a the r  than 

being guided b> o thers .  Moreover, thc  r e s p o n s i b i l i t y  of t h e i r  

pos i t ion  renders  them t he-compatent s i n  cc they undertake any 

problem w i t h  f u l l  awareness of p a s t  and present .  Such employees 

have b e t t e r  oppor tuni t ies  t o  adopt and exerc i se  t h e i r  own 

higher values gulded by nonns of s e l f  - ac tua l iza t ion .  

Therefore, it i s  hypothesized t h a t  1 

9. The g rea t e r  the number of super ior  pos i t ions  above 

the  employee ' s pos i t ion ,  the lower tho innor-directed- 

n e s s  and tim-compe tcnce . 
10. The g rea t e r  the  numter of super io r  pos i t i ons  above 

the  employee ' s pos i  t ion,  the  lower the adoption 

of s e l f  - ac tua l iz ing  values. 



(b) Levels  of Subordineate P o s i t i o n s  E x i s t i n g  below t h e  P o s i t i a n :  

The l e v e l s  of subord ina t e  p o s i t i o n s  t h a t  e x i s t  helow 

t h e  employees'  p o s i t i o n  a f f e c t  t h e i r  s e l f - a c t u e l i z a t i o n .  I f  a  

g r a a t e r  number of p o s i t i o n s  e x i s t  b l o w  t h e i r  p o s i t i m ,  t h e y  

would have more o p p o r t u n i t i e s  f o r  growth. They, s i n c e ,  gu ide  

and s u p e r v i s e  s t a f f  below them, en joy t h e  a u t h o r i t y  t o  t a k e  

i n i t i a t i v e s  and t h i n k  and a c t  i n  t h e i r  own way. The s u p e r i o r i t y  

of t h e i r  p o s i t i m  p rov ides  them more f l e x i b i l i t y  of t he  envi ron-  

ment t o  e x e r c i s e  t h e i r  h i g h e r  v a l u e s .  F u r t h e r ,  they develop a 

r e a l i s t i c  e v a l u a t i o n  of t ime.  

In  t h e  c o n t e x t  of p r e s e n t  arguments, it is  hypothesized 

t h a t :  

11. The g r e a t e r  t h e  number of subord ina t e  p o s i t i m s  below 

t h e  employee 's  p o s i t i o n ,  t h e  more the  inner -  

d i r e c t e d n e s s  and time-competence. 

1 2 .  The g r e a t e r  t h e  n u m k r  of subord ina t e  p o s i t i o n s  

&low t h e  employee's  p o s i t i o n ,  t h e  more t h e  adopt icn  

of self  - a c t u a l i z i n g  va lues .  

Length of Se rv i ce  : 

The l e n g t h  o f  s e r v i c e  a l s o  af f a c t s  t h e  a t ta inment  of 

p sy&olog ica l  growth.  The e m p l o y c ~ s  who work f o r  q u i t e  a  long  

t ime i n  t h e  o r g a n i z a t i o n ,  g b t  b u r e a u c r a t i z e d  i n  t h e  long 

process .  I t  hampers them r e a c h i n g  t h e  l e v e l  of s e l f  - a c t u a l i z a t i o n .  

I n  t he  present. c o n t e x t ,  it i s  hypothesized t h a t :  

13. The g r e a t e r  t h e  l e n g t h  of s e rv i ce ,  t h e  lower  t h e  

i n n e r d i r e c t e d n e  ss and time-compe t e n c e  . 



14. The g r e a t e r  t h e  l eng th  of s e r v i c e ,  t h e  lower 

t h e  adopt ion of s e l f  - a c t u a l i z i n g  va lues .  

P e r s o n a l i t y  v a r i a b l e s  

P e r s o n a l i t y  v a r i a b l e s  i nc lude  i n d i v i d u a l ' s  pe r sona l  

b e l i e f  system and attitude. 

Pe r sona l  B e l i e f  System 

Each i n d i v i d u a l ,  who e n t e r s  t h e  o r g a n i z a t i o n ,  h a s  h i s  

o r  h e r  own p e r s o n a l  be l ie f - sys tem which ref1ec:ts h i s  o r  h e r  

openmindedness  o r  c lo sodmindedness  i .e.  dogmatism. 

Rokeach ( 1960) d e s c r i b e s  c l o s e d m i n d e d  o r  open-minded ind iv idu-  

a l s  by u t i l i z i n g  t h e  c o n s t r u c t  of a  b e l i e f - d i s b e l i e f  continuum. 

A c l o s e d  system, acco rd ing  t o  Rokeach, i s  that. where " t h e r e  

is a  h igh  magnitude of r e j e c t i o n  of a l l  d i s b e l i e f  subsystems, an 

i s o l a t i o n  of b e l i e f s ,  a high d i s c r e p a n c y  i n  degree  of d i f f e r e n -  

t i a t d o n  between b e l i e f  and d i s b e l i e f  subsystems ( p .  61 ) .  

The b e l i e f  system r e p r e s e n t s  a l l  t h e  b e l i e f s ,  s e t s  o r  hypotheses  

which a  perscn a c c e p t s  $ e i t h e r  c o n s c i o u s l y  o r  ~ m c o n s c i o u s l y ,  a s  

t r u e  of t h e  world he o r  she  l i v e s  i n .  The d i s b e l i e f  system 

c o n t a i n s  a  s e r i e s  of subsystems r a t h e r  than merely a  s i n g l e  

one, which inc lude  a l l  t he  d i s b e l i e f s ,  scts o r  expec t anc i e s ,  

c o n s c i o u s  or unconscious ,  a  person a t  a  given t i m e  r e j e c t s  a s  

f a l s e .  

Assuming i s o l a t i n  t o  be t h e  d e f i n i n g  c h a r a c t e r i s t i c  o f  

t h e  systems of b e l i e f  and d i s b e l i e f ,  Rokeach (1x0) d i s t i n g u i s h e s  

t h e  open system from t h c  c l o s e d  system a s  fo l lows :  



The more open t h e  system, t h e  more should t h e  
p e r s m  a d d r e s s  himself  t o  o b j e c t i v e  s t r u c t u r a l  
r e q u i r e m n t s  that: is l o g i c a l  r e l a t i o n s h i p s  and 
t h e  more should 1x r e s i s t  i r r e l e v a n t  m o t i v a t i o n a l  
o r  re inforcement  p r e s s u r e s  ( p .  61 )  

A person c losed  i n  h i s  c , r , . h e r  b e l i e f  system f a i l s  ', 
t o  r e a c t  i n  t e r m s  of t hc  r e l e v a n t  c h a r a c t e r i s t . i c s  of a  s i t u a t i a n .  

He o r  she l a c k s  t h e  i n t e l l i g e n t  and r e a l i s t i c  percep t ion  of t h e  

r e l e v a n t  and i r r e l e v a n t  f a c t o r s  of t h e  s i t u a t i o n  a p a r t  from 

each  o t h e r .  H i s  o r  h e r  responses  depcnd more on t h e  i r r e l e v a n t  

e x t e r n a l  p r e s s u r e s  a r i s i n g  from e x t e r n a l  a u t h o r i t y  and s o c i a l  

i n s t i t u t i o n a l  and c u l t u r a l  n .>ms .  He o r  she :is unable t o  

e v a l u a t e  in format ion  i n  terms of inner - requi redness .  

A person i n  h i s  D r  h e r  be l ie f - sys tem i:; guided by I n t e r n a l  

s e l f - a c t u a l i z i n q  f o r c e s .  He o r  she r e s i s t s  the  e x t e r n a l  

a u t h o r i t y  and e x t e r n a l l y  imposed f o r c e s .  

S i m i l a r l y ,  he o r  she i s  more time-comptrtent. H i s  

o r  h e r  p a s t  and f u t u r e  o r i e n t a t i c n s  r e f l e c t  h i s  o r  h e r  s o l f -  

a c t u a l i z a t i o n  t o  t h e  e x t e n t  t h a t  i n s t e a d  of b ? i n g  g u i l t y  f o r  

h i s  o r  h c r  p a s t ,  he o r  she g i v e s  it a  r e f l e c t i v e  thought  and 

t i e s  f u t u r e  t o  t h e  p m s s n  t goa l s .  Morcwer ,  such a  person 

adop t s  s e l f - a c t u a l i z i n g  v a l u e s  and a c t s  and l i v e s  accord ing  

t o  t h e s e  v a l u e s  r a t h e r  than being in f luenced  by o t h e r s .  

The l i t e r a t u r e  on dognat ism h a s  given l i t t l e  a t t e n t i o n  

t o  t h i s  v a r i a b l e  a s  i t  r e l a t e s  t o  s e l f - a c t u a l i z a t i o n .  Only a  

few a t t empt s  havebeen m3de t o  s t u d y  t h i s  c o n s t r u c t  w i t h  s e l f -  

a c t u a l i z a t i m  o r  r e l a t e 3  concepts .  



Frank (1971) i n  a s tudy  of t h e  r e l a t i m s h i p  h t ~ e e n  

dogmatism, p r e f e r e n c e  f o r  s e l f  - a c t u a l i z i n g  v a l u e s  and i n d i r e c t -  

d i s c u s s i m - l e a d e r s h i p  showed t h e  cons ide rab le  ev idence  of a  

s i g n i f i c a n t  r c l a t i o n s h i ~  between dogmatism and mental  h e a l t h .  

Tamayo (1973)  found a  l o w  bu t  s i g n i f i c a n t  n c g a t i v e  

r e  l a t i o n s h i p  between dogmatism and s e l f  -accep tm ce , 

c l o s e  (1975) found i n  a  s tudy ,  f i r s t  l i n e  and lower 

middle managers more dogmatic than  upper middle and t o p  

managers i n d i c a t i n g  the  d e s i r a b i l i t y  of  c a n s i d e r i n g  t h e  pe r sona l -  

i t y  c o n s t r u c t  (dogmatism) i n  r e sea rch  concerning manager ia l  

achievement . 
Researches  have been conducted on dogmatisn i n  r e l a t i o n  

t o  t h e  c o n s t r u c t  of tho  l o c u s  of c o n t r o l  which h a s  c h a r a c t e r -  

i s t i c s  i d e n t i c a l  w i t h  i nne r -d i r ec t edness .  

C d e l l e  s (1959) s t u d y  r c f  l e c t e d  t h a t  e x t e r n a l s  showed 

g r e a t e r  t cndenc ie  s t o  ccnf o m .  

Wodruf f  and Wcmer8 s ( 1965) i n v e s t i g a t i o n  suggested 

t h a t  i n t e r n a l s  a r e  n o t  simply r e s i s t a n t  t o  i n f l u e n c e s  bu t  a r e  

d i s c r i m i n a t i n g  about  what influences t h e y  w i l l  a ccep t .  

Alanc and Stcward (1977) d i sp l ayed  i n  a  s tudy  t h a t  

m i n i s t e r s  p r o f e s s i n g  "Steady growth" i n  t h e  c h r i s t i a n - f  a i t h  

were more l i k e l y  t han  t h e  "conver ted"  t o  d i s p l a y  open, l i b e r a l  

and s e l f - a c t u a l i z i n g  a t t i t u d e s .  

The f i n d i n g  of Kn3pp and Comrey's (1973) s t u d y  showed 

t h e  s i g n i f i c a n t  n c g a t i v e  r e l a t i o n s h i p  between t h e  s e l f  - ac tua l i za -  

t i o n  and ccnformity .  



H e s s  and Rhoda (1973) fcund  a  nega t ive  c o r r e l a t i o n  between 

dogmatism and se l f -es team.  

Pope (1977) showad i n  a  comparable s tudy  of androgynous, 

male compe t i t i ve  c a r e e r  women and wanen i n  t r a d i t i o n a l  feminine 

c a r e c r  t h a t  t h e  openmindedness was r e l a t e d  s i g n i f i c a n t l y  w i th  

i nno r -d i r cc t edness  b u t  n o t  wi th  s e l f - a c t u a l i z i n g  v a l u e s  i n  f i r s t  

group and bo th  wi th  t h e  i nne r -d i r ec t edness  and s e l f  - a c t u a l i z i n g  

v a l u e s  i n  second group. 

S p o s i t i o  and Richards  (1974) found i n  a c o r r e l a t i o n a l  

s tudy  of dogmatism wi th  t a sk - r ank ings  t h a t  h i g h l y  dogmatic 

i n d i v i d u a l s  s e e  themselves  a s  performing i n n o v a t i v e  t a s k s  less  

and i d e a l i z e  t a s  k-organization more than  d o  t h e i r  low dogmatic 

c o u n t e r . ~ a r t s .  

I n  t h e  view of p r e s e n t  arguments, it i s  hypothes ized  t h a t c  

15.. The morc t h e  perscn  is  open i n  h i s  o r  h e r  b e l i e f -  

system, t h e  g r e a t e r  is  the  i nne r -d i r ec t edness  and 

t i m e  -competence. 

16. The more t h e  person i s  open i n  h i s  o r  h e r  b e l i e f -  

sys  tern, t h e  morc: i s  t h e  adopt ion of s e l f - a c t u a l i z i n g  

values.  

A t t i t u d e  towards change 

Management f i n d s  onc of i t s  g r u a t e s t  handicaps  in t h e  

r e s i s t a n c e  of employees t o  change of any s o r t .  The b a s i c  

reason  of t h i s  r e s i s t a n c e  may ke t h a t  most changes d i s t u r b  tho  

equ i l i b r ium of t h c  environment where people  work. Diff c r c n t  



p e o p l o  s e e  d i f f e r e n t  meanings  i n  t h e  change  a c c o r d i n g  t o  t h e i r  

own e x p e c t a t i m  s and temperament .  

Druckor  ( 1 9 6 9 )  a rgued t h a t  l a r g e  i n d u s t r i a l  o r g a n i z a t i o n s  

a i m  a t  t h e  e f f i c i e n t  ac:complishnent of known and d e f i n e d  

t a s k s  i n  set and approvud ways. They p r e f e r  b u r e a u c r a t s  who 

have  the a b i l i t y  t o  d o  lxttcr t h a n  t h e  c o u r a g e  t o  d o  d i f f e r e n t l y .  

The r e q u i r e m e n t  of the o r g a n i z a t i o n  t o  d o  t h i n g s  i n  a  r w t i n e  

mannor, t u r n  p e o p l e  p a s s i v e  and r e s i s t a n t  t o  change.  Most 

p e o p l e  are c o m f o r t a b l y  a d j u s t e d  t o  work a c c o r d i n g  t o  establi  shed 

norms,  i n  a r o u t i n e  manner. They g e t  uneasy  i n  t h e  f a c e  of any  

nLw s i t u a t i o n .  

some p e o p l e  c h a r a c t e r i s t i c a l l y  a d a p t  i .e. r e f l e c t  

b u r e a u c r a t i c  b e n t  of mind o r  c h a r a  c t e r i s t i c a l l y  i n n o v a t e  i.e. 

p o s s e s s  t h e  p o s i t i v e  a t t i t u d e  t o w a r d s  change .  ~ c c o r d i n g  t o  

B r i g h t  ( 1 9 6 4 )  t h e  innovative per son  i s  less conforming t o  r u l e s ,  

s o c i a l  norms and a c c e p t c d  p a t t e r n s .  

A p e r s o n  who a c c e p t s  change  l i v e s  a  l i f e  gu ided  by h i s  

own i n t e r n a l  m o t i v a t i o n .  H e  or  she i s  n o t  much i n f l u e n c e d  by 

e x t e r n a l  a u t h o r i t y  and s o c i a l  norms.  such  a  person welcomes 

t h e  u n c e r t a i n t y  and  r i s k  i n  an  i n n s v a t i v e  s i t u a t i c n  because  

of h i s  or h e r  c a p a c i t y  t.o d e a l  w i t h  change i n  t h e  l i g h t  o f  

h i s  or h e r  p a s t  e x p e r i e n c e s ,  w i t h o u t  b e i n g  f e a r f u l  of t h e  

f u t u r e .  Moreover ,  s u c h  a  p e r s c n  h o l d s  h i s  or h e r  ~ w n  i n t e r n a l i z e d  

v a l u e s  and b e c a u s e  of these v a l u e s  he o r  s h e  p e r c e i v e d  any  

change a s  g o d  i n  i t s e l f ' .  

L i t e r a t u r e  on the? phenomenon of change  shows a  s c a r c i t y  

of the s t u d i e s  on change i n  relation t o  s e l f - a c t u a l i z a t i c n .  No 



s p e c i f i c  s tudy  can be p a i n t e d  o u t  f o r  t h e  purpose,  ye t  a  few 

s t u d i e s  on t h e  s i m i l a r  concep t s  can be mentioned. 

Fu l ton  (1976)  found i n  a  s t u d y  t h a t  t he  l e v c l s  of s e l f -  

a c t u a l i z a t i m  made a  s i c p i f i c a n  t d i f f e r e n c e  i n  ris k-taking 

cho ice .  

Eh r l i ch (1969)  s t u d i e d  t h e  accep tance  of change wi th  t he  

openmindedness, which i s  a  c h a r a d e  r i  s t i c  of t h e  s e l f  -ac Lualiza- 

t i o n  and came t o  t h e  c o r ~ c l u s i o n  t h a t  t h e  g r e a t e r  t h e  opon- 

mindedness, t h e  g r e a t e r  t h e  accep tance  of change. 

I n  t h e  l i g h t  of p r e s e n t  arguments, it ran tc hypothes ized  

t h a t  : 

17. The g r e a t e r  t h e  accep tance  of change, t h e  h i g h e r  t he  

i nne r -d i r ec t edness  and time-competence . 
18. The g r e a t e r  t h e  acceptance of change, t h e  h i g h e r  t he  

adopt ion of s e l f - a c t u a l i z i n g  va lues .  

O r g a n i z a t i o n a l  Cl imate  

Every o rgan iza t ion  h a s  i t s  own c l i m a t e  which c o n t r i b u t e s  

t o  t h e  p sycho log ica l  growth of t h e  ind iv idua l .  P o r t e r  ( 1966 ) 

suggested t h a t  i n d u s t r i a l  p s y c h o l o g i s t s  need t o  s t u d y  the 

i n d i v i d u a l  d i f f e r e n c e s  :Ln t h c  c o n t e x t  of o rga r i i za t iona l  t heo ry .  

According t o  Merton (1940) and wekr  (1946) ,  t h e  wor!i-environments 

r ep re sen ted  by b u r e a u c r a t i c  o r g a n i z a t i o n  model would a p p e a l  t o  

i n d i v i d u a l s  having c e r t a i n  p e r s o n a l i t y  c h a r a c t e r i s t i c s .  Gordon 

(1968-b) p o s t u l a t e d  a  p e r s o n a l i t y  c o n s t r u c t ,  "9u reauc ra t i c -  

o r i e n t a t i o n " ,  based on t h e  b u r e a u c r a t i c  model and de f ined  i t  a s  

the ccmmitment t o  t h e  a:t of a t t i t u d e s ,  v a l u e s  and behaviours  



t h a t  a r e  c h a r a c t e r i s t i c a l l y  adapted and  rewarded in  t h i s  type  of 

organ iza t ion .  

The t h e o r e t i c i a n s  and p r a c t i t i o n e r s  a r c  i n t e r e s t s d  i n  

t h e  c h a r a c t e r i s t i c s  of i n d i v i d u a l s  who e a s i l y  a d j u s t  i n  this 

type  of work-environment. The impact of bureaucracy on t h o  

p e r s o n a l i t y  of t h e  i n d i v i d u a l  h a s  been a m a t t e r  of c o n s i d e r a b l e  

concern t o  o r g a n i z a t i o n a l  t h e o r i s t s .  

Merton (1940) desc r ibed  t h e  p e r s c n a l i t y  change a s  be ing  

a  p robab le  major outcome of b u r e a u c r a t i c  s e r v i c e .  

weber (1946) s t a t e d  t h a t  growing bureaucracy was 

" p a r t i a l l i n  g o u t  t h e  s c ~ u l "  of mankind. 

According t o  Gordon (1968-a) t h e  "bu reauc ra t i c -o r i en t a t i on"  

c o n s t r u c t  ref  l e a s  an in tended  outcome of b u r e a u c r a t i z a t i m  

p roces s .  B u r e a u c r a t i c  3 r g a n i z a t i o n s  a r e  much p r e v a l e n t  in 

t o d a y ' s  s o c i e t y .  Bureaucracy emphasizes on s t  ruc tu re ,  

o rde r  and r u l e s  t o  provide p r e d i c t a b i l i t y  and s t a b i l i t y  i n  an 

o r g a n i z a t i m .  The emphasis on p r e d i c t a b i l i t y  g i v e s  r i s e  t o  

imper scna l i t y .  The bureaucracy i g n o r e s  p r s o n  a n d  t h e i r  needs .  

The person becomes h a b i t u a l  t o  work accord ing  t o  a  scheduled 

P a t t e r n ,  under a  f i x e d  code of r u l e s  and r e g u l a t i o n s .  H e  o r  she 

i s  more guided by formal  a u t h o r i t y  t h a n  by i n t e r n a l i z e d  va lues .  

H e  o r  she is less p re sen t -o r i en t ed .  H i s  o r  h e r  i n s e c u r i t y  makes 

him o r  h e r  e x t r a - c a r e f u l  and apprehensive of t h e  f u t u r e  and h e  

o r  s h e  looks  f ~ r  a  s e c u r e  p m i t i o n  which b u r a ~ u c r a c y  provides .  

Thou* t h e  a v a i l a b l e  l i t c r a t u r e  on bur?aucracy.  shows a  

s c a r c i t y  of s t u d i e s  i n  this f i e l d ,  a  few s t u d i e s  can be c i t e d  in  

t h i s  d i r e c t i o n .  

Margul ies '  (1969) s t u d y  shown t h a t  the: bchav ic r  

of s e l f  - a c t u a l i z i n g  i n d i v i d u a l s  is l e s s  determined by f  om 1 



a u t h o r i t y  and more b y  i n t o r n a l  va lues .  

Pa ine  (1966) found t h a t  the bureaucrs t . ic  c h a r a c t e r i s t i c s  

f r u s t r a t e  t h e  h i m e r  l e v e l  needs.  

c o r r e l a t i o n s  between t h e  bureaucratic-crientation and 

t h e  va lues  measured b y  t.he "survey of i n t e r - p e r s o n a l  valuos"  o r  

SIV (Gordon, 1960)  and  t.he " s u r m y  of P e r s m a l  Values" o r  SPV 

(Gordon, 1967) had been obtained f o r  f i v e  a d u l t  samples. 

H igh ly  s i g n i f i c a n t  c % r t : l a t i o n s  had bucn f  mnd i n  a p o s i t i w  

d i r e c t i m  wi th  con£ ormit.y.and o r d e r l i n e s s  and in  a  n e g a t i v e  

d i r o c t i m  w i t h  independence and v a r i e t y .  s i m i l a r l y ,  i n  another 

s t u d y  of va lues ,  r e s u l  t r ;  s h o w d  t h a t  t h e  b u r e a u c r a t i c a l l y  

o r i e n t e d  i n d i v i d u a l s  p laced h i g h e r  va lue  on c l e a r l y  def inod  

work o b j e c t i v e s  and lower va lue  on s e t t i n g  high s t anda rds  o f  

accomplishment f o r  themselves .  

Kakkar (1970) i n  h i s  ind ian  s tudy  on two high school  

samples and two c o l l e g e  samplas r epo r t ed  h i g h l y  m n s i  s t e n t  

s i g n i f i c a n t  r e l a t i m s h i p  of b u r e a u c r a t i c - o r i e n t a t  icn  w i th  

conformity ,  o r d e r l i n e s s ,  i n d u p m d e w  a d  v a r i e t y .  Theso r e s u l t s  

c o n s i s t e n t l y  ob ta ined  a t  b o t h  t h c  a d u l t  and s t u d e n t  l ~ v e l s ,  a r e  

i n  complete agreomont w i th  p rev ious  f i n d i n g s  of G o r d c n .  

Har r i son  (1975)  showcd i n  h i s  s tudy tha.t  t h e  more 

b u r e a u c r a t i c  t he  sy  stem. of management, t h e  lower t h e  p c r c e p t i m  

of b o t h  o r g a n i z a t i o n a l  c f f c c t i v c n e s s  and psrf  o.cmance. 

J a i n ' s  (1977) s t u d y  r c f l e c t o d  t h a t  the i n t r i n s i c  mot iva t ion  

c3uld be p m d i c t o d  by b u r e a u c r a t i c  measures and t h a t  lnwer 

l c v u l  of bureaucracy i n c r e a s e s  i n t r i n s i c  m o t i v a t i m .  



In keeping w i t h  t hese  views, it i s  argued t h a t  s i n c e  a  

s p e c i f i c  o rgan iza t iona l  z u l t u r e ,  def lned i n  terms of s p e c i f i c  

s e t  of values ,  a t t i t l l d e s  and behav io ra l  norms can con t r ibu te  

t 3  t h e  degree i n  whim Fcrsons can a c t u a l i z e  thdmsolvcs, t he  

cons t ruc t  of bumaucra t i c -o r i en ta t ion  should ba s tudied  t o  s e e  

h m  f a r  it h ampors the se l f  - x t u a l i z a t i m  of t h e  ind iv idua l .  

It i s  hypothesized t h a t :  

19. The h i g h e r  tho  inner -d i rec tedness  and time- 

competence, the  l ~ w e r  t h e  bu reauc ra t i c -o r ion ta t i cn .  

20. The h ighe r  t h e  a d 3 p t i m  of s e l f - a c t u a l i z i n g  va lue ,  

t h e  lcwer t h e  bureaucra t i c -o r l en ta t ion .  


