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INTRODUCTION 

A • AlliS OF THE STUDY AND STATEMENT 

OF CENTRAL PROBLEMS 

The aim of this study is to analyse the motivational 

system1 , so far as this regulates and orients the stability 

and work satisfactions of Europeans and Africans, in a super­

visory occupational category engaged in industrial-mining 

in the Copper Mining Company of Rhokana, Zambia , during a 

period of six y ears, ending in 1963 . 

This latter dat e is important due to the vast 

economic , social and technological changes which took place 

in this period of rapid social change2 It should be a dded 

that the industrial mining system in which the study was 

conducted was an integrated multiracial system in the sense 

that European s and Africans were regarded in the work situa­

tion, as occupational "status-equals" in their respective 

spheres within th8 occupational grades . Given this condition, 

race differen ces have dimiruffiLed i mportance in view of this 

relative occupational equality of status which is charact e rist­

ic of the particular system under invest igation. The fact 

that most of the African Sup ervisors interviewed had not at­

t ained equiva l ent skills with the European Supervisors is a 

minor matt er for this study . It wa s c l ear at the time of i n­

vestiga tion, that the di sparity in skills was , from the Afri­

cans' point of v iew, a condition of gradual matura tion and 

training whi ch they b e lieved would l ead, fina lly, to equality 

of skills. ( Some diffe r e ntial effects we discuss lat e r.) 

Further , it 'vill be observed that the group is a pproximately 

uniform in occupat iona l level in terms of status and salary. 

No att empt has b een made to work ove r t oo wide a scale of 

occupational or income l evels . I n a copper mine the listed 

1 - Cf top of p.9 for definition. 

2 -The investigator h a s outlined the basis of political, 

e conomic and s ocial change in Zambia in his l·i .A .Thesis 

(unpubli shed) , Rhodes University , entitle d "An Investiga­

tion of the Ro l e of Conflict in t h e stra tificat ionary 

process of the Africa n in the Copp e r Mining I ndu s try of 

Northern Rhod e sia betwee n the years 1943 - 1961 ." 
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occupations - could rise to approximately three hundred occu­

pational categories. The principle on which this study is 

based is not only, however, a monographic and intensive 

study of one occupational level but we believe it casts 

light on methods and results likely to be obtained in a 

wider range of occupations. l'll'lere there are differences of 

race or occupational function or social situations likely to 

influence motivation or work attitudes, these will be indi­

cated l ater. 

B. METHODOLOGICAL PrtOBLEMS 

The methodological problem in thisinvestigation 

is how to bring sociological theory into the field of 

motivational analysis and closer to the possibilities of 

such theory becoming capable of being guided and tested 

through empirical research. In industrial investigations 

the problems and methods are deeper, however, than a choice 

of instruments for research. 

A study of relevant literature in industrial 

sociology reveals that industrial systems are , in many cases 

treated not directly as 11 act ion systems" but as sets of in­

stitutionalised patterns: they yield, as such, readily de­

scribable and testable empirical generalisations. This ap­

proach, in turn, makes it possible that such processes can 

be treated as forms of a ction within role-playing systems in 

terms of conformity or deviations from expect at ions of sanc­

tioned role d efinitions; deviation from the expected roles, 

or loss of efficiency in role playing is considered as con­

sequential or conflicting expectations and held to be inherent 

in the balance (or imbalance) in the institutional mechanisms 

which are supposed to orient the role participant 1 s behaviour. 

It is in this connection, that we accept as a 

theoretical operational base, T a lcott Parsons• statement of 

the problem, namely, that the validity of an investigation 

"lies in the theoretical e l aboration and refinement of 

structural -functional a n a lysis of social systems, including 

the relevant problems of motivation and their relation to 
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culture patterns."1 This statement constitutes the central 

axis of this investigation. 

The conceptual sche1.1e o1' this investigation lies 

within the framework of "the theory of a ction" '\vi th special 

reference to the motivational r~sP'onse components 

which are here isolated for special attention . It is n e c­

essary to stress the essentially socioloeical app roach so 

far as most work done in the field of motivation, and indus­

trial motivation in particular, h as b een oriented to psycho-

logical rather than sociological analysis . A c ase in point 

is the valuable article of Frank A . Heller enti tled "Neasur­

ing :f\iotivation in Industry". 2 Heller is into rested in the. 

same content as we are in this investigation: h e conct:ives 

of "goals" (ends) as "any target or incentive which attracts 

or repels behaviour. 11 Goal-striving is neant to be dcscrip-

tive of these psychological conditions which are responsible 

for the movement towards or away from a goal. As wil l be 

seen later our concern is also with g oals (or ends). The 

presence of objective value hierarchies in "end" perceptions 

as controllers of motivations is stressed by us, whereas he 

is wholly conc ..: rned with the psychological and subjective 

e l ements as measured by a "Level of Aspiration Test .•• The 

result is psychologically i nteresting but has little s ocio­

logical significance so far as structured institutional 

activity plays no part in the analysis of the b ehaviour of 

individuals within the system . His categories are derived 

from the in<.lividual. We seek social or group categories . 

responses 
) 

'.L'he task we have undertaken is concerned with 

values, motives and b eh aviour as seen in work 

situations in an action system of an industrial mining 

character . It is within the Weberian and Parsonian frames 

of reference, in the first instan~e at least , and within the 

limits of their categories and concepts , that we clevelop a 

theore tical analysis later . As Parsons has changed his 

position aml <l~f'initions f r o:.1 tiue to time, i t should be 

1 - PAI~ONS, Talcott: 

pp. 49 et seq . 

0tructure of Social Action , Cap . 1, 

2 - HELLER , Frank A .: Occupc.tional Psychology , Vol. XXXVI , 

1952 , National Institute of Inuustrial Psychology , 

London, pp . 86 - 95. 
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added, that we have accepted those concepts defined in 

The Structure of Social Action1 even though these are not 

the latest. 

These we restate as follows keeping in mind that 

we abstract only as much as is required and that we utilise 

to a limited extent action system analysis; ruore so we use 

the terminology and conceptua l system of the action typology. 

1. 1~n action system consists of actors or agents be­

h aving within a system of l inked interactional re­

lationships with other actors; 

2. ¥or purpose s of clarification and definition, 

" a cts" or sequence of " ~cts" must have an "end" 

which orients· the a ctors, and which is discern­

ible to the actor subjectively a nd to an external 

obse rver objectively though not necessarily 

identically inferred by both parties; 

J. Action must be future-oriented so that a state of 

maturation of the perceptual clarity of the end(s) 

perceived by the actor or the observer can be ob­

sorved; the "end'' is thus dynamic and is constantly 

b e ing red(:! fined as act ion :proce eds; 

4. '!'he "o.ct " is always initiat e d in o. "situation" in 

which t h e trends of development produce diffe rences 

in one or i.wre important aspects froi, tht. state of 

affairs in which the. motivated action originat e d. 

The b eginning and end are n ever identical. The 

"act 11 and the 11 end" are, sequentially , changing 
. 2 

and ar0 thus dynamic, not static; 

l- PhrtSONS, Talcot . 

pp . 47 ·.! t seq . 

'fhe Structure of Social i~ction,Cap.l 

2 - The attib.cr is greatly indebted to Pro f essor James Irving 

of 1~odvs University, Grahamstown, for valuable suggest-

ion s i n evolving this part of the discussion. J:'he "act" , 

while b eing initiated in the " s itua tion", does not 

n e cessarily ch a n ge the situation and seldom influences it , 

but we wish to stress that the "situation" is a condition 

limiting or facilitating act ion in thi s conceptual 1'rame­

work. This being the case , it is clea:r-, that the be­

ginning and the end of a sequ ence of unit acts cannot ever 

be identical with each other since both originate fror11 

different "condit inns" . · 
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5. The situation provides a set of limiting con­

ditions so far as it defines ends a nd actions 

towa rds ends; 

6. There mus t be conditions of actions control­

ling the acts1 . 

7. There must e xist between these e l e ments or 

components of action a favourab le relationship 

which perrnits 11 orientation of action". At 

least one condition would i nhibit a ll beha­

viour. All others permit b eh aviour of s ome 

kind and thus some kind of ori ented action; 

8. There must be a 11 condition of acceptance". by 

the actors though not necessarily a full ac -

commodation t o t h e total situation. Action 

within t h e systt:m impli es "le s s tha n f ull" 

accomJ,tod ation and a n action towu r ds full ac-

commodation a nd adaptation. The actor acts 

only when there i s a subjective tension be­

tween i;arnedi ate reality a nd future e nds pro­

ducinc tension a nd action r esolution. 

To attain a bro a d base of a c cept a nc e for t h is 

conceptual sch e me, a nd a lso t o secure s c ientifi c val i dit y 

for this approach, an outline of some maj or implications 

is necessary which is. used operationally a t a l ater stage. 

a. The first implicati on: for the pur po ses of this in­

vestigation , each a ct has t o be boun d in time t o a 

t i me frame; there must b e a definite beginning a nd 

a definite end in< unit act, the sequence r e ­

quires to be discernib~ e . As will be shown later 

i n this text, the time factor is basic to the 

scheme which indicates that the c oncept - 11 e nd" -

implies a component of future refe r enc e , to a state 

which is either not y et in e x istence and would 

1 - Here it must b e in ac cordancc with t h e c-eneral thcnte 

of t h is investigati on, viz.: a defined action should 

be disce rnible to botli. thL ac tor a nd the observer , 

bounded in time and h ave a future -projected n ature 

and this action s hould be linked with a n interpreta­

tion of t h e event . In Weber's sen se it must be con­

tinuously interpre ted by a ctor and ob server and the 

condit ions of action observed a s i mposin g limit s . 
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not be realised unl ess somethin g is done by the ac -

tor. This "involvement in action" , in its Par so -

ni nn meaning, is thus taken as a co nditional pre ­

requisite of the underst~nding of behaviour , 

b . Th e second iri1plication : thoueh not so subjectively 

connected is the opportunity of n range of multi ­

ple choicL s o: 1en to the actor with ref'erence both 

to ends and neans: these wieht be selected , either 

singly or in combination . This range of choice 

implies the possibility of failure to attain ends 

or to mak e the adequate choico of ueans . The 

complementary factors, which contribute to tho ac ­

tor's inabilityto nrrivu at "the c.dequate choice" 

will forn one of the ~.1ajor the;:Ies to be d eveloped 

in the text. Ends 2..nd weans form a nor,,to:lt i ve 

hierarchy: selection of ends and ueans are limited 

by the normativL: system i n the speci.fic situation 

which acts as a set of limiting conditions. 

c . The third implication: the frame of' reference of 

the conc e ptual schewa , is subjective in a specific 

sense: it deals with phenomena , with persons, things 

and events as they appe[tr fro111 the point of view 

of the actor whose action is being a n a lysed and 

evaluated . It is accepted that the "exte rnal 

world" , in its social, cultural and physical con­

texts, plays a major part in influencing action so 

far as these are components of the situation in 

which the actor operates, but in so 1~ar as tl1oy can 

be utili sed in this theoretical scheme, they tnust 

be r e ducible to terms which are subjective in this 

particular sense. Within the Parsonian model it 

is stressed that this subjectivity is of cardina l 

importance to the understa nding of some of the 

apparent eccentricities of the actors under con­

sideration in this study . It should be pointed 

out further that this condition introduces yet 

a.no ther implication 1trhicll tau st b u continually kept 

in mind: it may b e s a id that n.l l e mpirical science 

is conce rned with understanding the phenomena of 

the external 1.vorld. If this be granted, the n the 

facts of action are, to the scientist who studi es 
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them, facts of the external world, and being external 

facts are thus objective . In this study, unlike that of 

physical sciences, the phe n ome na studied have a scient if'ic­

ally relevant subjective aspect : while th0 social scientist 

is not concerned with studying the content of his own mind, 

he is very much concerned with that of the subjective states 

of the persons whose actions h e is studying so f a r as they 

play socially defin'-d roles a nd act towards socially de-

fined ends . rl'his distinction, and the r e lation of subject­

object to each othe r, is of gre at importance because "ob­

jective" in this cont ext means 11 from the point of view of 

the observer of action11 and by "subjective 11
, -~'from the point 

of view .. c f the a ctorn . In Weber ' s sense , and tha t of MLad 

and ·w. I . Thomas, the categor ies yi e l d a subjective-objective 

compound category which is the necessary condition of unde r­

standing the motivations of the actors. 

Closely linked with the fore going is the implication 

thrown up by the subj ect i vity of categories in the theory 

of action, a nd as this aspect has a b earing on our argument 

later , it should be me ntioned here . Par sons states that 

when a biolog ist or a behavioural psychologist studies a human 

b e ing it i s an organism, " a spat i ally distinguishabl e 

separate unit in the world 11
• (pp . 49 op . cit . ) The unit 

of r e ferenc e in our investigation is not this "orga nism", 

but in Mead's sense it is a n "ego" or 11 self". This differ­

ence needs further c l arifi c a tion 1 . The principal import ance 

of this consid eratio n is tha t the body of the a ct o r forms , 

for h i m, just as much p art of the si tuc:.t i on uf a ct ion as 

does the "externa l e nvironment". It is the r efor e important 

to note that among the conditions to which act ion is subject 

are those r e l at ing to h is own body; through language , and 

symbolic communicat ions, the e n d r e sult is the d evelopment 

of the b ody- self -mind- sv ciety con tinuum as l·iead shows . 

Thi s analytical distinction between the "minde d" a ctor and 

the social situation dema rcatE:.s and limits actions a n d c a nnot 

l - Parsons, after discussi on , l e aves t h e biological, physio­

logical a nd psychological outside his fram8 of reference 

as all pert a in to individual s . He pays attention to the 

soci al categories and act ion only . Cf . Toward a g eneral 

Theory of Action , Harvard, 1959 , pp . 8- 9. 
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be identified with the distinction bet1veen pure orga­

nism and pure envirorunent. It is not so much a question 

of polarisation of opposites, but a matter of compound 

analysis based upon a unity of differences: things 

which are different are not necessarily O£ROsed. They 

may be, as here, complementary: subjectivity and ob­

jectivity are co-existent and co-ordinate. The concept 

"social system" includes organism-self-mind-society and 

is relevant so far as it is a subject of social action. 

A further point concerning the validity of 

the conceptual scheme must be mentioned before proceed­

ing to define such concepts as "ends 11
, ttmeans" , etc. 

for the purposes of discussion later in the text. In 

both Weber's and Parsons' sense, this consists in gene­

ralising the conceptual scheme so as to bring out 

functional relationship involveG. in the facts already 

descriptively arranged. 1'hese interrelationships must 

be clearly seen, and by considering one of the main 

functions of an analytical as opposed to a descriptive 

scheme in this context, it is nec essary to distinguish 

the role of the normative system so far as values give 

direction to action, from the point of view of the 

actor. It is clear, there.fore, that not the ''total" 

state of affairs (Gestalt), but only certain aspects of 

it can be attributed to normative elements . Other ele­

ments can b e "externally attributed" to the actor in the 

situation in which h e acts . 

As a deduction :fro1r1 the actor's empirica l be­

havioural role-playing, an "enrl" can b e <lefined as a 

"concrete a nticipated :future state o:f a :ffairs"l. Cor­

respondingly, adapted to subsequent reasoning 

"means" will not refer "to concrete things which a re 

used in the course of action" and which are use(l h ere 

as instrume nts to e n ds only, but we r 0 fer only to those 

elements and aspects of these which are "capable of 

control" by the actor. In attempting to define "norm", 

Parsons is again quoted: "a norm is a verbal description 

of the concrete course of action regarded as desirable, 

combined with an injunction to make certain :future ac ­

tions conform to this course." Similarly , "normative" 

will be taken to mean "as applicable to an aspect , part 

l- P/~1SONS, Talcott. Op. cit. p. 49 
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or element of a system of action if it may be held to lliani­

fest or otherwise involve sentiuent ... regardless of its 

status as a l!leans to any other end" . 1 Motivation is, 

therefore to be r egarded a s a series of actions, directed 

objective ly towards a set of values in an anticipat e d futur e 

state utilising selective means, as defined to aid the con­

summation of the value oriented actions of the actor. 

rtat h e r than interpret a ctions a n d symbols as 

external(objective) n1anifistations2 of' subjective a nd lat e nt 

e lements in individuals in a J:t"""'reudian manne r, tht> empirica l 

task of this investiga tion is the location of specific patt e rns 

of action which op e r ate within typica l framc;s of normative 

oriented actions and to isolate socially situated patt e rns 

of motives . .Je agrcb with C. ·wright 1-iills when he states 

that "the language ofsitua tions, as given , must b e consider­

ed a valuable port ion of the dat a to be int e rpreted and rec­

lated to their conditions to simplify these vocabularies of 

motives ... is to d e st:r<?Ythe legitimate use of mot i ve in the 

explanation of social act ions " . J I n t his s t u dy we do no t stop 

at a me r e list of motivational factors but rel a t e verbal d c-.t a 

as yieldroby the actors as as explanatory materia ls of the 

a ct ion system . 

·with a theoretical fra mework a nd tht.. e xpl a natory 

notes set out a bove it is possible to d evelop a number of 

postulates to govern the d evelopl.le nt of the discussion: 

these are not hypoth eses but propositional stat erne nt s , which, 

t a k en together in l ogical seque nc e , constitut e a proposition-

a l system. The hypotheses evolve at the end of the study . 

Postulate 1 

':-lh e re differences are found in motivation in a common 

group fra me work or any compone nt or clust er of com­

ponents of s uch grou p s, the s e d iffere nces must imply 

differences in posit ion o f the actor s in s o cial s tra t a 

even whe r e individuals b ear the same occupation a l t itle , 

receive t he same salc.ry, e tc. Variabl es are present 

and require to be isol ~t ed . 

1- PArtSONS, Talcott. Op . cit . p . 75 
2 - MILLS, C. Wright: Power , Pol itics a nd People, Ballant ine 

Dooks , N . Y. p .452 
J - L ILLS , C . '.!r i g h t : Op . cit . p . 452 
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Postulate 2 

a. 1.J'here differences are found in a social group 

from other groups b ~:.-'6-ring the same occupational 

title, such differences may induce tension ex­

pressed by lack of satisfaction in the job role 

in the groups who a r e located lower in the hier­

archy of stratum grading . 

b. :if all groups are at the same occupational lc::vel 

ana all are in the same occupational stratum, then 

identity of the satisfaction level is to be expect­

ed, tens ion may b e held to be absent as a conse-: 

quence of identity of position . 'l'his follows as 

a converse proposition from 2 \ a) above . 

Postulate J 

To the e xt e nt that tension is shown to exist due to 

real or imagin~d differential social positioning in the 

social strat a , then the group not disadvantaged can b e 

regarded as dominant over the ~roup so disadvantaged, or 

be deemed to be so by the disadvantaged. .h.ttitudes of 

a negative type thus are indices of unfulfilled moti­

vational urges projecting strains on to the believed 

real dominant group in spite of functional-structural 

equalities b e tween the grou ps . These differences could 

be fictional or real but the strains are r eal. 

Fo stulate 4 

The social stratification position of newcomers to an 

occupational stratum is a t a disadvantage relative to 

those who, historically, were socially located earlier 

in the group in time. As a cat egory of worker (apart 

from race a ltogether) :.i,'uropeans precede J.fricans and 

thus are dominant or deemed to be so . .Uifferential re­

sults may b e expected within the group due to historical­

time factors. 

Postulat e 5 
The social posit ion of ne"\vcomers is different from, a nd 

independent of the socia l position of those who are 

earlier entrants into the occupational level . Identity 

of occupational levels is not, necessarily , identity of 

social levels and expected titotivational expressions. 

A new white worker , notwithstanding Postulate 4 a bove , 

might rank socially higher in the same occupational 

grade than an African located earlier . It is the 
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location of groups which concerns us, not individual 

locations. This differential location, if st ructured 

into the system, could, we su ggest , cause differential 

motivational expression. 

Postulate 6 

As the groups increase in knowledge or skills, if still 

separated by any other attribute, they will become more 

separated if str~ss is placed on the separative attributes, 

and conversely, will be assimilated to equality, if skill 

identity is attained and less stress is placed on this 

as a s eparative attribute. The 110t i vat ional s ituation 

i s thus dynamic, positively. or negatively, and can b e 

increased or diminished in spe~d and direction by changes 

in the functional relation ships of th~ groups or the 

presence or absence of attributes "\vhich lend thE-mselves 

to cohesion or to dissociation. 

These research postulates suggest that there is 

a direct associa tion between cultural and social differences 

and where t"\vO (at l east) groups are culturally different, 

the risks of social conflict are high even if' occupationally 

the personn e l in most attribut es is identical. If no conflict 

emerges in the direct physical sense , then the dominant group 

will be 11 s atisfied" with its relatively dominant position and 

the suborainate group will be "dissatisfied". In Homan's 

sense, industrial conflicts emerge in part only in the in­

dustrial setting butcan be locat e d in the e xternal social 

syst ew . It follows that measurable differences in behaviour 

indicate a measurable difference in the actors' orientation 

t awards the common value system, yielding satisfaction to some 

and dissatisfaction t o others within the mining closed system. 

I n lat e r sect ions we me2.sure the v ari able respon­

ses of European a nd African workers and we show that there is 

a variability of response. From the postulates set out above 

it follows that, in spite of structured e quality of the two 

groups (status, wages , prospects) other factors must deter­

mine the variabl e e xpressing tensions due to attributes other 

than those under managerial or workers ' control. The 

variables b e tween ~lack and '\,/hite must, on the basi s of the 

postulates be located in the external cultural system and 

the tensions are a measure of the intensity of the Black 

and ·~~bite rel ationships out side the riline. 
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C. }~ASUREM~NT OF OCCUPATIONAL RESPONSE 

PATTB ... lliS 

A variety of measures exist to gauge occupational 

responses. These fall brcadly into two classes. 

1. The employee is asked to express his degree of 

occupational satisfaction directly by answering 

quest ions . ....n example of this method is Hoppocks 
1 

research-'- where its usefulness becomes apparent in 

the investigation of v a riables. By a n alysis one 

can compare the morale of er:1pl oyees in terms of 

the variables of social class, educational level, 

sex , a ge , et c . 

2. Tn.ventories of morale a re used on the assumption 

that it is possible to SUl!lmate many motivational 

responses and ultimately arrive at an overall in­

dex that e xpresses the collective employee mora l e . 

An exampl e of scaled inventories is that of The 

Science tlesearch Associat es2 . The the ory of sca l a r 

analysis h as reached an advanced l evel i n the hands 

o f Guttman , l{ile y, Boga t a and students of Ivii chigan 

and ~i.ut gers Unive rsit ies3 and a t the lias sachusett s 

Institute of Technology. }iot ivat ion and r esponses 

are rat ed on a scale o r scales. 

The class ical Hawthorne Study4 typifie s a me thod 

of dealing with t he eff e cts of group pressures of various 

types and of sup e rvisory behaviour of the employees: a n 

evaluation of morale is arrived at by direct study of group be-

haviour and elementary group dynamic a nalysis. 

The a nswer to the qu e stion is important to in­

dustry because it offers a clue t o ma n ageme nt towards wa ys 

of motiva ting employees by incentive developments and it 

l eads to interpretative understanding of group-social forc e s. 

An s wers can b e found in three directions -

1. A priori lists of factors can b e present e d to em­

ployees who are then ask ed to rate and rank the s e 

in order of d esirabil ity . ~xn.mples are - improved 

corr~unication, supervision, p r omot i on, wages , etc ., 

( Special area inquiries ) 

l HOPPOCK,' R: J'ob S2.tisf.::..ctic.n , N .Y . . llarp€r, 1935. 
2 S . R .A . Employee Inventory , Chicago, Scienc e Research 1953 . 
3 - RIL~Y , H .1-v., .t.ULJ!;Y, J . W. and TOtlY, J. Sociological Studies 

-in Scale Analysis, 1i.utgers Univ . P re ss , 1954 . 
4 - rtoethlisbe r ger & Dickson: han a {;e1.1ent a nd the Worker, 

Ca mbridgel l1ass ., Harvard Uuiv . Press, 1947. 
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2. Employees can be asked to indicate which aspects 

they like or dislike in the job situation . A 

subsequent analysis of the listed aspects reveals 

t he existence of some of the problems. The frequen­

cy of response for each forms the basis for event­

ual weighting. (severity scales). 

J . The administration of nrult i-item inventories or 

questionnaires which make it possible to apply 

statistical techniques of analysis over any 

selected field . (Statistical surve y enquiries). 

As a r esult of research in the directions indicated, 

v ariou s inventories of components have been established by 

various wri ters: most of these lists show a broad similarity 

depending on the technique used to elicit the information . 

In our review of the literature on this point it is clear 

that there is a difference in the primacy of components, de­

pending upon whethe r the investigator was looking for things 

the employee liked about his job or things he dislik ed . This 

led us to the inference that we must accept the c.oncept that 

some components of motivation are "satisfiers" while others 

are "dissatisfiers" . This provides a basic duality within 

the inventories of some considerable value to us at a later 

stage of t his study. Two poles of satisfaction-dissatisfact­

ion constitute extremities of a possible continuUI.J . 

D. PREVIOUS STUDIES 

The degree to which studies in occupational moti­

vation (sociological or socio- psychological) have been made 

a basE·for fruitful theorising i s disappointing indeed . 

There are few studies in which theory was us ed as a starting­

point for these investigations. The pioneer Hawthorne 

Studies
1 

under the guidance of Elton Hayo is not primarily 

theoretically oriented, nor was it int e nde d to be. In an 

indirect way, howev er , it has a contribution to make to 

theory . The discovery, that the relationships b etween employ­

ees and their supervisors tend to influence output more than 

any other manipulation of environmental conditions and that 

the informal associations of a group of men at work act as 

an inhibiter, expander or stabil iser of product ion , were 

made the basis of a n e w approach in industry a nd led to the 

deve lopment of small group studies
2

. The research work which 

as a consequence , followed the changes in industrial practice 

1 - l-'1AYO , ELTON: The Human Problems of an I ndustrial 
Civilisation, N .Y., MacMillan , 1933. 

2- HARE , P ., BO.rtGATA,F., BALBS, R.F.: Small Groups, Knopf, 
N.Y.t 1954 . 
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have fulfilled the function of theory . As far as we can dis­

cern, the application of formal sociological and socio­

psychological theory to the analysis of a man's motivations 

towards his job, has been limited to the study of social 

groups. The theories of Lewin1
, Hughes2 and Homans3 in 

sociology have led t o a study of groups and their dynamics. 

The typical focus is on the group as the unit, the individual 

plays roles primarily in terms of the position in the group 

or his contribution to the evolution of group-culture-process­

es . This has led to a dual approach: to studies of indi­

viduals within groups, such as in group dynamics or to studies 

of total systems, externally studied ,as in social action 

theory , such as the Parson's system . The frame of reference 

of both rejects the individual as a focus of explanation and 

both, in different wayg are group oriented. 

E . SO~~ RESULTING CONCEPTS. 

1-lithin the framework of such studies useful con­

cepts have been developed, some of which we propose to dis­

cuss briefly in connection with this invest igation : 

l. A group can be viewed as having a formal structure 

which is dependent on the nature of the conmrunicative 

interaction among its members and this, in turn, is 

dependent upon the intended functions of the organisation . 

This viewpoint can b e structured so that it can define 

influence or authority and, therefore, can exercise pro­

found effect 4 in directing the activities of personnel 

or defining the orientation of the members towards 

goals . Structure constitutes a limiting condition of 

b ehaviour within the system 1.,rhen r e lat ed to functional 

goal definitions. 

2. Cc.hesiveness of a group is conditional on i ts integration: 

this can be demonstrated by the d egr ee of ~ttraction of 

member s towards mutua l goals where t he group h as the 

1- LEWIN, K.: Resolving Social Conflict, N . Y . Harper, 1950. 
2- HUGHES, E .C. : The Knit ting of i3.acial Groups in Industry, 

Amer. Social Review, 1946, 11, pp 512 - 19. 
J- ROMANS , G.C .: The Human Group, N . Y. Harcourt, Brace , 1950 . 
4- BAVELAS, A.: Group Dynamics, Evanston, Illinois ~ Ro,.,r, 1953 . 
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ability to control the behav i our of its members 1 , 

eit~er posit ively or n egativ e ly. The higher the degree 

of mutual attraction to common g oals, the greater the 

degree of cohe sion and t hu s of group power to affect 

issues. 

J , Where there is go a l orien ted action the group is like­

ly to b e led by leaders who g ive direction to t h e group 

as a n ent ity2 . The ir posit ion and functions depend on 

the cohesion and c onsensus of the group . The practical 

applica tion to sup e rvisory functions in industry will 

be obvious. 

One o f t h e mo st important sets of c o ncepts on in­

dustrial group s 3 is that of "employee-centred supervision" . 

Beginning with the findin gs of Hawt h orn e Stu dies one is 

forced to accept t h e fact that a superviso r is successful 

to the d egr ee to which he focuses on the n eeds of the employ­

ees under h is gui dance rather than on production
4 

The 

a t titud es of the super visors later investigated bear on this 

point. 

The i ndustrial group is approach ed by Argyris5 

from a n entirely d i fferent view. He co n centrates on the i n ­

dividual rather than the group which, therefore , means that 

he a dvan ces a forceful defence o f the individual's i nt egrity ­

indeed a very stimulating c orrective for the group - approach . 

Th e individual approach is meaningl ess , however, if no 

reference i s made to situational group controls . The mi n e 

is a social system and behaviour is only to be understood 

within the con texts of the social system . To concentrate on 

the individu a l is to retu rn to the "ra bble hypothesis 11 

abandoned b y Mayo. At the l east it i s a different l evel of 

ab st ractio n and is thus i rrel evant to this study . 

As ha s been point e d out , the ma jor failings of pre­

viou s work on job attitudes , has been its fragme ntary nature. 

1- SEASHORE, S.E. : Group Cohesiveness in the Industrial 
Work Grou p, Arbor; University of Michiga n, 1954 . 

2 - KATZ, D.: Morale and Motivation in Industry, Pittsburgh 
University Press, 1949, pp. 145 - 171. 

J - OLMSTED, M.S.: The Small Group, Randon House , N. Y . 1959 . 
4 - KATZ , MACCOBY & MORSE: Productivity , Supervision a n d 

H~ ·rale in a n Office Situation , University of Michigan , 
Survey Research Centre, Michigan , 1947 and 1954 . 

5 - ARGYRIS , C .: Personality a nd Organisation, t h e Conflict 
between System and Individual, N . Y . Harper , 1957. 
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Studies in which motivational facto r s are exhaustively 

probed usually include information on the effects of these 

motivations. Studies of effects however, seldom included 

data as to t h e origin of the attitudes1 Often too , cases 

in which effects are stuuied , yield inadequate informat ion 

about the attributes of the members of t h e group, their 

n eeds , their aspirations or their standard of living . In this 

study we accept t h e p rimary n eed to be an investigation of 

occupational motivat ion i:1 its totality: a s tudy in which 

motivations and their effects are investigated together 

with other associated factors including the effects of the 

external and internal group determinants together with the 

factors involved in producing.., dif ferential responses as in-
2 dicated in our prel iminary postulates . 

In t he discussion which follows an att em];t is made 

to advance a r e presentation of the problem a n d to indicate 

an appropriate methodology. 

For many years a technique has been used by 

Flanaga n3 in his investigations into the "critical incident" 

as a bas~ for developing a theory of job specification. 

Flanagan's u ltimate goal was to develop a device b ased on 

measuring high and low perforillance on the job . His criteria 

are external to psychological processes4 of the indi vidual 

reporting on h is attitudes . In the present study the materials 

are based on the interviewee's judgement of his psychologic­

state during the crit i cal event. This , in t urn , serves as an 

index to pressures operating in the internal and external 

systems of which he is a member. This approach makes the 

cri~cal incident an internal factor whose origin is derived 

from externality . Flanagan's "critical incident" concept is 

utilised here but with a different approach so far as we in-

1 - As a n example of how litt l e p lace "attitude and its e f ­
fects" h ave in the literature , refer to p.l22 of Indus ­
trial Sociology , MILLER , D . C . and FORM , W.H., Harper , N . Y ., 
1951 , where two pages ar~ devoted to the probl em out of 
896 pages ! In the new book- Man, Work and Society (1964), 
NOSO\v , S . and FORH, U .H., N.Y. Basic Books , the problem 
i s not even mentioned . 

2- Cf . Postulates , page 9. 

J- FLANAGAN , J . : The Critical Incid'-nt Technique, Psychol. 
Bull. , 1954, pp . 327- 358 . 

4 - ZALESNIK, CHRISTENSEN c ROETHLISBERGER: The Hotivat i on , 
Productivity and Satisfaction of Workers, Boston, Harvard 
University , Division of Research, 1958. 
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c lutie subjective-objective respunse anal ysis. 

Another social scientist who had studied variation 

of responses concerning occupation at different times is 
1 Hersey In his study, for example, the cyclical nature of 

emotions concerning the job is rel ated to the frequency of 

accidents . His central discovery was that a large proportion 

of accidents occurred during the interviewee's "low" morale 

periods. Hersey, while dealing with the psychological con­

ditions of indi viduals, refers their causation to group in­

fluences. He du es not, however, analyse the group factors 

inv0lved so intensely as those of the individual psychologic­

al responses. 

Socioll)gists a nd anthropologists have investigated 
. 2 f indust rial work groups as well in terms o Tilotj_vations, 

attitudes and mora l e , but here the focus is on the nature of 

formal and informal st ructure <::.nd leadership in groups, or 

the effect of conflicts between the informal lea d e r a nd the 

formal hie rarchy, some concentrate on the causes o f industria l 

disputes a nd their r e lation to Joint Consultation organisation. 

The crucial axis of the approach in this survey is 

to bo found in the techn iqu e whereby the individua ls invest­

igated were ask e d not only tu verbalise the state of their 

morale on given 1ssues but also to give illustrative e xamples 

of their emotions/state in ~ series of critical incidents 

occurring in their past working exp erience . It is a ppreciated 

that data relat ing to an interviewee's past is necessarily 

highly qualitativ e, some kind o1' quantification is necessary . 

This involves me thods of i nt e rpre ting v e rbal sto::.tements and 

involves the use of "contents analysis" . The development of 

the procedure for content analysis is outlined by Las·vvell3 

4 and Berelson : this method is used to transl a te qualitative 

l- HEKS~Y, R.B . : Emotional Factors in Accident s , Pers. 
Journ. 1936, No . 15, pp . 59- 65. 

2 ARENSBErtG & MCG~BGOH: Det e rmination of Morale in an In­
dustrial Company, Appl . Anthrop . Jour. 1942 , pp . 12-34 . 

3- LASWELL, H.: Language and Politics, N .Y . Stewart, 1949 . 

4- BERELSON, B . : Content Analysis in Communication Research, 
Illinois, Free Press, 1952 . 
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material into quantitative terms. In a content analysis 

qualitative material is analysed by the assignment of 

"thought units" to categories which are themselves organised 

in a classificatory order . 

These subjective categories can be made objective 

by the utilisation of empirical criteria and it is possible 

to obtain a high degree of r eliability. The frequency of 

occurrence of classified categories provides a quantitative 

basis for precise tests of hypotheses or postulates and for 

the organisation of d ata into meaningful classifications and 

conce ptual categories. Content analysis should be, n et an 

e nd in itself, but a step towards the development of 

hypotheses and thus be a useful instrument of research. 

-- - ooOoo-- -
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CHAPTER 1 

THE DBSIGN OF THE PROJECT 

The general design of the project remained constant 

from the inception to its conclusion; it is possible, there-

fore> to detail the basic features of the project . In the light 

of two experiments changes were made in methods of analysis 

but the major approach was undisturbed. 

1. The Role of Feeling States 

A primary characteristic of the study is the re­

quest made to the interviewee to describe periods 

in his life which he could identify as being "high" 

or "low" in his description of his job. These two 

polar emotional states are extreme conditions . 

The need for a refining instrument is met in this 

study by specific and intentional questioni ng to 

assess depth of feeling . The two extremities can 

be referred to technically as "positive'' and "nega­

tive" self f e e l ing. The terms are define d and dis­

cussed by l\icDougal l 1 and appear to be applicable 

to the model . This procedure has the advantage that 

it avoids sen.antic problems inherent in the we ight -

ing of verbal descriptions; no comparisons need be 

drawn from one individual to anothe r nor is it 

necessary to evaluat e the liability of the assess­

ment so far as the emotional state is evaluated by 

the int e rviewee himself and is not infer~ntial . 

All that is necessary is to get a worker to evalu­

ate his feelings on stated issues within a specific 

period of time, to identify the extremitie s of this 

period of time and to select those extreme situ ations 

by defining the pos i tive and negative self feeling 

states . This constitutes the actor's subjective 

view of objective situations as evaluat e d by him­

self. 

1- McDOUGALL , W.: Introduction to Social Psychology, 23rd 
ed. 1936 , Methuen , London, p. 373. Cf. also Parsons' 
:J::atte~n~lte~nat_=!ve~ detailed in footnote p . 34 . 
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2. Identification of Components of Job Motivation 

The ranking of the components, that is sub­

devided parts of motivational complexes which are 

embodied in total job attitudes, can be obtained 

directly from the interviewed worker by asking him 
. 1 

to evaluate and rank predeterm1ned components . 

Some of the factors that may influence such a self­

evaluating procedure are likely to be: 

a. It is possible that unconscious operators 

may have an effect on the responses ; for 

example, habitual conformists conceivably 

may upgrade their evaluations rather than 

appear to be critical deviates, or conversely, 

components may be selected as aggression ex­

pressions. 

b. Resulting from over-evaluation of pressures, 

the normal response curve will be exaggerated 

-the result b e ing atypical, or be eratic and 

non-standard responses. 

c. Loyalty to the work group may also h a ve a 

determina tive role, the response being 

governed by this rather than a personal 

evaluation. 

J , Job Motivation as defined by Effects 

The identification of components, within the frame 

created by the research worker as we h ave point ed 

out, does not depend on the inferences drawn by 

anybody other than the int ervi e wee hims e lf, nor are 

they based on the group generalisations of other 

employees . This, in turn , highlights Wallace 

and \:eit z 1 s
2 

view that criteria studies are >veakest 

in industrial psychology, b ecause, in the pas t, 

the fact that extern al f a ctors influence product­

ivity , was never fully ac c e pted in its complexity. 

1 - Cf . Appendices II, III and IV . 

2 -Annual Revi ew of Psychology, S t anf'ord Univ. Press, 1955. 
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Other investigators like Brayfield and Crocket1 

found that criteria measures based on super­

visors ratings, a re untrustworthy as a result of 

inhe r ent weaknesses in the rating system itself. 

If, in the interviewed worker there is a degree of 

self-insight a nd readiness to rapport, then h e is 

the best source to supply information concerning 

his own at titude s and whether his interactions, 

on and off the job, with othe rs affect his own ad­

justment. We return to the v al idity of these 

intervie w reports when we discuss e ffects and re­

sults l ater. 

4. The Interviewin g Technique 

In this study the u semi-structured112 int e rview 

is utilised, In this technique the interviewer 

uses a specified set of questions with f urther 

questioning as the course of the interview de-

velops . In the structured interview, by contrast, 

the interviewe r is restricted to the specific 

set of questions as they are d etailed on his 

questionnaire; in the 11 fre e 11 interview the int e r­

viewer extracts , from discussion , only the rele­

vant information. The semi-structured interview 

therefore, has all the merits of the structured 

interview and, in addition, includes a method 

which can be as keen as that o f psychiatric ana­

lysis. The reason for the choice of this technique 

is, firstly, to allow the interviewed worker the 

widest freedom to sel ect t h e incidents which h e 

wishes to describe , and, secondly, the questions 

can be so framed that the desired factors-motives­

e f fect can be obtained wit h relative certainty of 

accuracy . 

1 - BRAYFIELD & CROC~TT: ~mployee Attitudes a nd Employee 

Performances , Psychologica l Bullet in, No. 5 , 1955 , 
pp . 396 - 424 . 

2 -MERTON , R.K . e t a l: The Focussed Interview, Glencoe, 

Illinois, Free Press, 1955. 
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5. Reasons for the choic e of this approach 

After studying various other possible approaches, 

sufficient evidence was found to indicate they 

could not profitably be used in this instance . 

Examples of methods rejected after investiga­

tion are: 

a. The group-comparison method 

The chief technique use d here has b een to 

compare two or more groups for which some 

known measurable characteristic could be 

taken as a variable . The Survey Research 
1 Center contrasts, for example, g roup s of 

11 high11 and 11 low11 productivity with groups 

of 11 high11 and 11 low11 morale. In other sur­

veys, again, higher a nd lower productivity 

groups are compared. In spite of their 

understanding of the problem and their con­

tribution to the theory of job attitudes , 

group assessments show various shortcomings 

of which the following are outstanding: 

l. It was shown that during similar sur­

veys a considerable time lag exists 

between the measures of the variables 

which led to the formation of these 

groups and the criterion measures 

which served as the d ep endent variable. 

It could therefore b e , that an indivi­

dual with a 11 high moral e 11
, or positive 

self feeling as it is termed in this 

investigation , at the inception of the 

survey , could have a 11 low11 morale 

when the dependent variable had to be 

defined, the span being between two 

points of time . 

. 11. Added to the foregoing, further pro­

blems were encountered when decisions 

have to be taken as to the measures 

that furnish the various variables. 

1 - KATZ & KAHN: Some Recent Findings in Human Real ations 
Research. ANN ARBOR: Univ. of Michigan Serv . Res . Center, 
1952. See a lso KATZ: Productivit Su ervision and 
Morale in an Office Situation(Part 1 Univ. o f Michigan, 
1951. Also MJ~N,F . et al : A Comparison of High Morale 
a nd Low Morale Employees , quoted by Herzberg in The 
lVIotivation to Work, John W"i l ey & Sons , N .Y . 1959 . 
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A typical problem could be that a man who 

finds work and promotional opportunities ex­

cellent registers highly on the morale test but 

may actually feel "low" about the job when he 

is confronted by such problems as wage or pro­

duction difficulties, or specific aspects of 

working conditions. 

111. Where two groups are compared whose members are 

from different cultural groups, variabl e s are 

likely to be culturally based rather than based 

on the job situation. ·we discuss this point ,in 

detail later. 

Factors leading to job assessments and the effect 

of these assessments must be related to one another in 

different ways for each individual who is questioned, other­

wise there is very little pre dictive power obtained from a 

correlation between, say, productivity of a group and its 

morale. Again, the unity of relationships between working 

conditions and the resultant behavioural responses could be 

obscured by the complexities inherent in the design of this 

kind of study, quite apart from complex problems of methodo­

logical analysi s of the resulting materials of the investigator. 

b. Time and Motion, and Observational Studies 

This method, by its very nature, could not have 

been employed in this investigation in spite of 

the fact that obsawational studies, and to a 

lesse r degree time and motion studies, form 

the core of much work in industrial sociology 

as well as studies in g roup behaviour i n other 
1 context s . In this study this would have been 

impracticable : we had neither the time nor the 

funds to engage in prolonged observations. An 

additional hazard exist also in t h e use of 

observation --including the fact that the 

approach of the int e rviewe r could affect the 

interviewee, it is more likely that the obs~·rver 

(intervi ewer), over a lengthy period of ob­

servation, would exert much more profound in­

fluences , as a function of time and close 

association with the worker. 

1- Cf. WICKERT, F.: Turnover a nd Employees' Feelings of Ego­
Deve lopment in the day-to-day Operations of a Company, 
Personnel Psychology, No . 4, 1951, pp. 185- 197 . 
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We need only quote the Hawthorne Studies where no 

manipulation or inc ent ives affected productivity· 

as much as the exposure to observation. 

In choosing the retrospective (recall) method of 

interviewing as offering the best opportunities for obtain­

ing meaningful results, it is felt, with the interviewee 

actually divorced from the situation in time, this being 

past, he would not have any deterrent to give an accurate 

account of his feelings. His descriptions would be person­

ally subjective and, therefore , not in any way derived from 

gener~lisations of similar circumstances or the immediate 

occasion. His verbalisations make the subjective materials 

explicit and obj ective to the investigator . 

THE P.KELIMINARY TEST 

Before embarking on the major study it was 

necessary to test the . reliability of the approach by 

supplying empirical a nswers to the following questions: 

i. Can coherent accounts b e expected from inter­

viewees covering the positive self feeling phases 

and n egative self feeling phases in their life 

history related to the situations in which the 

emotions h ad emerged? 

ii. Equally important, would it be possible to develop 

a scientifically valid interpretation of the v a r­

ious fac t ors by means of sets of classified cate­

g ories assumin g d ata was satisfactory from (i) 

above? 

iii. \vould sufficient detail be forthcoming to present 

a scientifically a ccepted account to reveal the 

effects as di stinct from causativ e factors? 

To answer these questions it was n ecessary to de­

velop instruments as follows: 

/ 

a . An Interview-development Schedule 

The development of this scedule was required to 

yield answe :tzR.to ~he basic questions from.whic~ . 

inductions can be made. This approach, in the 

first ins t ance , was limited to the following 

basic questions: 

1. 11 \vill you please tell me a past experience 
r-------. 

Po sitiv e of yours in which you felt exceptionally 

Self happy about your job. It need not be in 

Feeling your present job nor with this company." 
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2 . "Now that you have told me abou t this 

Negative happy phase, can you also relat e a past 

Self experience when you felt exception a lly 

Feeling unhappy abou t your job? 11 

Addition al probe questions, such as: "How long 

a go was this?" "What were the effects of this 

incident?" 11We r e there a ny special circumstances 

to prompt this incident?" had to be inserted to get' 

more detail. 

INMESTIGA'.r.ION- 1 THE PILOT 

a. The Pilot Group: 

The group , consisted of eight workers comprising indus­

trial relations officers, underground op eration supe r ­

visors and artisans of both races, was selected to give 

a cross section of opinion to check the work ability of 

the e nquiry in its most general approach. All but one 

of the interviewees was able to relate occasion s whe n 

they felt except iona lly positive or negative about their 

jobs. The descriptions were vivid and it appeared that 

the questions were meaningful. 

b. The Development of a n Analytical Procedure : 

It became evid ent that more exact specification of the 

various elements or components which might l ead to posi­

tive or n egative feelings about the job, and of the 

effects of these f eelings on performance, h ad to be de­

veloped . Due to the small numbers involved i t would 

have been unwise to attempt t o test any hypotheses and 

this was not our purpose a t this stage but it was noted 

tha t the intrinsic nature of the job, the characteristics 

of supervision , the interviewees' work group, pro ­

motional opportunities, the character of the company, 

where the events occur red , helpe d to d e t e rmine f eelings 

about the job . 

It wa s clear that it could be s tat ed, without r eser­

v ation that this technique could provide ma terials that 

were capable of b eing analysed a nd it was like ly to pro ­

vide sufficient s cientific material for t est ing hypothes­

es or provisional postulates such as t ho se offered in 

the introduction. (Page 9). A further comment in co~ 

nection with this first e xpe rimental group is n ecessary: 

examination reveale d tha t the expectation 
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that the data would consist almost wholly of the "criti­

cal incident" 1 type of report had to be modit~ied. An 

excessive frequency of this occurrence would have yield­

ed interesting psychological information but it would 

have seriously disturbed the intentions of the present 

study. It was clear that minor incidents could dis-

turb situations seriousl) · and, thus, must be integrated 
into the a nalysis. 

The following examples of interviews, which fit 

the "critical incident" concept are given below: 

Positive Self -­
Feeling related 
by the inter­
viewee. 

Negative Self 
Feeling related 
by the inter­
viewee. 

> 

7 

An underground operation supervis­
or tells of an excavation where on 
his suggestion, a new method of 
concreting certain tunnels had 
been used. His contribution saved 
an enormous amount of time and mon­
ey . The effects were: 

"New inspirations •••• I felt I had 
performed a worth\vhile job" 

An underground operat ion supervis­
or felt extremely good when h e was 
selected to be in charge of a shaft 
deepening project. Now, many 
years after the successful complet­
ion of the project, he still feels 
that h e "planned the entire job" 
and enjoys it when this shaft is 
ta.lked about. 

An Artisan was instructed, shortly 
before going home, to go out in the 
rain and check the material which 
had arrived from .the store for his 
job the fo.llowing day. The mater­
ial h a d been off-loaded at the shaft, 
which is roughly JOO yards from the 
foreman's office . As he did not 
have a raincoat he knew that he 
would be wet by the time he had fin­
ished checking, furthermore, he said: 
"I did not like the tone of his 
voice .•• just like a corporal in 
the army .•• and when instructions 
are g iven that way I lose interest 
in the job;, 11 

A personnel offic er , who was prev­
iously engaged in a chartered ac­
countant's finn, had to perform some 
of his principal's duties while he 
was out. Being a big concern and 
virtually no facilities for train­
ing him, he felt neglected, He had 
no friends outside because "the y all 
had interesting j obs ." 

i - A critical incident is defined as an incident critical in 
its nature to the ego but of low probability of occurrence 
..• the seldom encountered experience not t h e most potent 
or most frequent or typical. 
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The foregoing cases depict specific incidents 

whi.ch make the interviewee feel "positive" or 11 negative" 

about his job, but they yield accounts also of an overall 

fe e ling about the jobs which i8 likely to affect the immed­

iate reaction depicted but which also regulate~ action over 

the total relationship with the job, physically and socially 

and over a long period of time. The linked relationship 

which exists between the specific reaction-response and the 

total cont~nuing job-appraisal is likely. The phenomena of 

projection from the specific to the general is held to be 
. ' 

hyph~thetically, most probable. 

In the de script ion of 11 critical incident 11 situations 

the term 11 sequence of events" or "sequence" has come into 
1 general usage ·, The terms s~ gni:fY the expansion from the 

specific incident to a generalised total response : it will 

be seen later that complexes of minor non-critical incidents 

can induce the same e ffect albeit the analysis becomes in­

creasingly difficult as these components multiply in almost 

every permutation and combination . A limited rrumber of" ·· 

combinations are discussed lat er. 

Narrowly delimited events, about which e xceptional 

feelings can b e related, are classified as "short-range se­

quence of effects", and can, to some e xtent ., be identified 

with Flanagan's "critical incident s 11
• In our definition of 

"long-range n·1nor incident sequence of effects 11 we had to 

devise rules of significance according to ~he following 

criteria: 

a. To be of significance a long range sequence of effects, 

as defined, implies a mininrum period of s everal months. 

No upper time limit is imposed on the period of the se­

quence. 

b. In long-range sequences of minor effects the interviewee 

~ust be in a position to verbalise the intensity of 

these f eelings about the ev ents. Minor fluctuations 

of f eeling h ave to b e ignored; for example : a n employee 

who is generally v ery happy in his job could have an 

occasional setback. This setback , however, does not 

deter h im from reporting h is att itude towards the job 

as entirely satisfactory . 

c. Long-range sequence effects must be clearly demarcated 

1 - After CAPLOW & MCGEE's usage : The Acadamic Marketplace, 
N .Y., Basic Book s , 1958, pp . 135- 156, 
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from the rest of experiences. In other words: the re­

port, bounded in time, should therefore, describe the 

events that started the sequence and those that termi­

n ated it, if it was not presently continuing. It must 

be point ed out that a sudden beginning o~ dramatic 

end was not expected --all that was required of the in­

terviewee was that he should b e able to say "this is 

how it started .•. 11 and ''this is how it e nded", the r eby 

signifyi n g a period of time - a n isolation of the se­

que nc e from other, prior, p r esent or future events. 

d. The incidents had to be minor and non-critica l and had 

to occur in sequences of events in time. 

EVALUATING THE RESULTS OBTAINED 

FROM INVESTIGATIO~ I 

The r e sults of Investigatio!LI did_..nc,t meet · t.he·-ex­

pectations origina lly visualised a nd required us to develop 

the more detailed tools set out above and it was decided there­
fore, before starting a second investig ation, which for ob-

vious reasons was nec-essary, to determine the reasons for 

some of the une xpected results. The following inferences 

are drawn from Investigation I: 

a . Postulates unde rlying the expected responses were 

incorrect: the response 11 s pectrum" was too wide so 

far as the r e p l i es of the interviewees yi e lde d much 

non-classifiable response s a nd therefore , the v alues 

assigned to the inaependent variabl e s were too 

diffuse , inadequate or unabl e to be utilised for 

analytical purposes . 

b. The a ssumption made c onc e rning the we i ghting giv en 

to certain c lassifi e rs (i . e. mon ey, status, etc .) 

was inaccura t e as different occupationa l groups 

s tressed different components: the assumptions of 

unive rsality o f the concepts wa s , the r e fore , unsound. 

c . The int e rre lationship o f the v ariabl es was too com­

plex for the n eeds of the experiment. This f o llows 

from ( a ) a nd (b) abov e . These required simplifi­

cation. 

I n assessin g these inferences i t was decided to 

tak e one step at a t i me: it was decided to int r oduce t h e 

following steps in ev alu atin g the results of Investigationi 

I in proj ect ing steps towa r ds a second invest i gation. 
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a. This analysis1 perm.itted noting statistical 

associations existing in the data regardless of 

what the causative factors were. It permitted us 

also to see which of the indicators (or their com­

binations) clustered into associative patterns. 

Stuart H.ice 2 says that "mental states have been 

discussed in a manner very much as if they were 

objective realities which could be defined and 

measured. Now attitudes and motives offer a valid 

subj ect of scientific inquiry , but they are not 

susceptible of measurement. It is only when they 

find expression in behaviour that they yield to 

quantitative analysis 11 J , Verbalisation of sub-

jective states is objectived b ehaviour. It was 

at this point in the process of evaluating the 

results that we can, more easily, study measures 

for est imating responses . This was possible after 

the application of the questionnaire to the inter­

viewee and the indicators utilised as classifi­

cation headings had been sat isfactorily d eveloped. 

b.. -Any statistical inferences drawn from Investi-

·gation I are invalid for the reasons stated. 

This is not to suggest that this investigation 

was valueless: it has served, as indicated above, 

to provide a framework and a closer definition 

of objective than a direct approach to the central 

probl em would have allowed , The inductions re­

late to: 

i . the necessity for preparatnry creation of 

indicators to permit classification of data . 

This has been done and included i n Append.II. 

ii. the questionnaire as an instrument designed 

to permit the emergence o f the indicators in 

(i) above and the manner of its construction 

to allow the material s yie lded t o be classi­

fied by the indicators . 

1 - It is preferred to use the concept 11 indicator11 rathe r than 
"variable 11 • For the role of indicators in classification 
syst ems refer to Sect . B(3-4) pp. 35 e t s e q L a nguage of 
Social Research, LAZARFIELD & ROSENBRG, Free Press , N .D. 

2- RICE , Stuart: Method in the Social Sciences, Univ . of 
Chicago Press, 1931 . 

3 - For a list of indicators use.q::- >ee Appendix II p . 
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CHAPTER 2 

INVESTIGATION II 

MODIFICATION OF OBJEC~IVES 

A second pilot project was d eveloped to verify that 

the technique would be acceptabl e to the interviewees as an 

operational tool and likely to produce scientifically-orient­

e d material useful for t e sting hypotheses or postulates . 

An attempt was also made to r egroup the occupa tiona l status­

es in terms of a more homogeneous job spectrum in place of 

the diversifi e d group of previous investigd.tion. In this second 

pilot project all the int erviewee s were in charge of workers, 

in some measure their work t a sk involved that of supervisory 

functions. 

This second pilot project can also be used to t est 

general hypotheses concerning job responses such as the 

following: 

a . Job responses, result f rom short-range effect se­

quences , a r e likely to have diffe rent e ffect s i n 

terms of personal evaluation by the interviewee 

of his retrospective experiences from those effects 

caused by long-range sequences . 

b . Short -range effects are the results of diffe r ent 

kinds of responses derived originally from different 

social positionings of the intervie,ve e s . Here we 

test our original postulates which pass over f r om 

postulates to hypotheses. 

The group in t his investiga tion was selected from 

European and African underground and surface supervisory 

personnel working on widely diversified projects. For this 

second investigation eighteen employees were int erviewed . 

Six of these were engineers working in different sections 

of the plant, the r emainder were shiftbosses , mine captains 

and sectional foremen. All h ad supervisory funct ions over 

t h e labour of other workers and it is this last attribut e 

which unifies the population. 

As in the first investigation the answer s were d e­

scriptive, vividly told a nd, as had been hoped were intense-
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ly personal. There were reports of positive self feeling
1 

relating to various accompl ishments -mostly in the techni­

cal field . The negative self feelings occurred in most 

cases where the interviewee received non-sympathetic answers 

to his appeals relating to his bonuses , for higher incentive 

pay, ~or a change of jobs which was rejected or for infor­

mat ion about his future prospects in the company. The most 

negative states a ppear where replie s to the worke rs' queries 

were inconsist~nt or evasive. The two a spects togethe r l ead 

to . the conclusion that me n like their work but do not like 

rejection of the ir p e rsonally estimated worth . 
-<.-' 

Yithout a single exeption, all the interviewees we re 

able to give sequences of events which a llowed cla ssification 

by the indicators. The presentation of the se interviews 

could easily be classified typo logically by grouping the in­

dicators and analysing them afterwards. In spite of minor 

problems which r e quired adjustment the second pilot investi­

gation yielded theore tica lly meaningful results even from an 

examination of the small number of r e sponses . It showe d the 

indicat ors were acceptable as classifiers of the materials 

of the questionnaire a nd the interviews. 

When examined in d etail , however, the anal ytical 

scheme was found to cont a in a me thodological e rror, which 

could give rise eventually to problems a t the interpre tative 

level . It was found that interviewees showed no discrimi­

n at ion between factua l d escription and their inclusion of 

values inherent in the descripti.on . For exampl e : two int e r­

viewees would give two completely diffe rent responses when 

the one said tha t h e had receive d a merit increment and the 

other, that his work was highly est eemed . In our pre s ent 

scheme no provi s ion existed for this subtle difference of 

evaluation . Both interviewues h a d positive self f eelings 

y et evalu ated a common 11 approval situation" in diffe r ent 

t e rms and thus ascribe d differ~nt we ighting to the s ame in­

cident . If this varia tion in l ev e l applies to t h e positive 

s elf feelings it e qually applies to negative self feelings, 

· and it was n ecess ary to take cognizance of this f a ct by de­

vising a corre ctive d evice. 

Cogniza n ce of thi s fact l e d to the following 

1 - These l ev e l s correspond t o a r eas in which self assertion 

is linked with positive sel f f eelings and self abasement 

with n egative self f eelings . These ego responses a r e 

important , obviously, fo r p rodu ction studie s. 
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modif~cations of technique: 

1. Additional questions required to be asked which would 

yield information relating to the subjective states 

a nd r eactions to events during both " high" (positive) 

and/or ''lo'\v11 (negative) periods. These questions , 

therefore, were required to supply the answer to why 

the interviewee felt the way he did, or what these 

events actually meant to him . In short , the technique 

must allow for wide variations within the indicators 

even if the level and intensity is hel d to be identi­

cal . 

2 . The factors eventually l e ading to job mot ivational 

eval uation require to be devided into two classes : 

a . The first class '\vhich may be de scribed as the 

individual's self feeling in the situ ation 

before he report ed his changed attitude towards 

his job, he was required to d escribe d efinite 

situat i onal changes of events. This st ate , the 

first, is termed "PRIHARY SOU.KCES of SELF 

FEELING". This corresponds to Parsons 1 Pattern 

Alternative "affective neutrality11 where the 

feeling state is neutral. 

-, b . The congruent set which is termed the "SECONDARY 

SOURCES OF SELF FEELING " to d escribe the re­

sulting feelings to the impact of events and was 

required to b e arranged in sequential order aft e r 

the Primary Source had operated in the interviewee . 

This corresponds to Parsons 1 "Gratification 

Deprivation L evel of Pattern Alternative" . The 

events cause a shift to a gratification l ev e l 

which is Positive Self Feel ing £E to deprivation 

which is Negative Self Feeling, which is broadly 

the same as Parsons ' Affectivity -Neutrality 

Dilemma. 

c . Anothe r modification derived fr?m Investigation 

II was necessary . Previously it was assumed that 

the intensity of the responses did not require 

comment. It was discovered that a considerable 

d egree of variation existed in t h e felt im­

portance of the responses regarded evalu atively 

from per son to person. Apart from the extent of 

the effects, some of t h e sequ ences of ev ents were 

acknowle dged to be more critical and h e nc e more 

personal-subjective to one than to another inter-
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viewee placed in an identical situation. This 

aspect made it clear that there were multiple 

and varied components, which, if suitably or­

ganised, would enable us to form estimates of 

attitudinal responses in considerable detail and 

graded in intensity. It was required therefore 

to have acceptable answers to the two following 

questions which were specifically f rawed to cover 

this condition. 

i . The first question1 asked the inter­

viewee to intimate whether the events 

described by him made -

a. his future career different, 

b. any changes in his attitude to­

wards his security. 

ii. Whether -

a. his attitude (in his estimation) 

had affected his feeling towards 

his employers , or 

b. towards his job in particular, and 

c. towards certain individuals in 

general (i . e . foremen , supervisort etc.) 

This was likely to yield further information re­

garding the ramifications of the response to the situation 

of the interv~ewee. 

---ooOoo---

1 - It will be noted that t:tie<Iicho"t'Omy - "Short Range" and 
"Long Range" effects and/or one crucial incident with 
no Long Range effects compared with effects which carry 
over throughout the working career, correspond to Parsons' 
Pattern Al ternative, "Particularistic -Universalistic'' 
Patterns a nd to "Specificity and Diffuseness" Patterns . 
The r e levance of these quest ions , and the responses to 
the questions indicated later, would permit a full 
scale investigation of the data presented hereas empiri­
cal material for testing P arson s ' hypothe tical 11 Pattern 
Alternative s''. A crude relationship is s hown above but 

1
which cannot be developed h ere . All five p at tern alter-
~ative s appear in our data as analytical possibilities . 

(I am obliged to Prof. James Irving for pointing out the 
prese nce of these patterns in the material and for his 
discussion on the point.) 
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CHAPTER J 

OUTLINE AND PREPARATION FOR THE 

MAJOR. STUDY 

(INVESTIG~TION III) 

1. The Choice of the field of Investigation 

With a preplanne d technique and a set of operational 

postulates to b e tested , we are now ready to apply 

these to the local situation . The fi eld to be investi­

gated was dict ated by local possibilities and facili­

ties and the investigator's posit ion as Industrial Re­

lations Officer on the mines proposed to be investi­

gated . The conditions were: 

a. A middle- sized mining company employing appro xim­

ately 10,000 e mployees , 

b. A company that employs people of various ethnic 

backgrounds - both European and African - varied 

nationalities and tribes, 

c. A company that h a s active trade union organisations 

and a well organised industrial relations structure, 

d . A company that is in a competitive labour market 

and has no monopoly over employment of labour, 

horizontal and vertical mobility and transference 

can take place within the geographical area a nd 

jobs are easily obtained outside the company , 

e . A company in which the principles of modern manage­

ment are adhered tq, known to all grades as in line 

with modern management practices in unde:I"-developed 

areas, 

2. The Choice of the Group Investigated 

The following criteria were used in s e l e cting the 

particular group to b e studied: All interviewees a re 

supervisors of l a bour and in: 

a . A department concerning it self \vith a stable occu­

pation structure in which the tasks of the indivi­

dual workmen are uniform and repetitive, 

b. A d e partment lvhich did not anticipate too many 

personnel change s during the study, 

c. A d epartme nt e mploying personnel of varied ethnic 



- 37 -

b a ckgrounds and covering a wide range of skills, i.e. 

in which there will b e a wide ra~ge of job and social 

statuses. The European group of interviewees consisted 

of English, Afrikaans , Polish, Greek and It a lia n workers , 

while the African group comprised Bemba, Ngoni , Kaonde 

and Tumbuka tribes, 

d. A department that can readily b e observed without caus­

ing any disruption in output by the intrusion of the 

investigator, 

e. h department in which potential interviewees may rea dily 

be contacted without causing disturbances. 

The r easons for the selection o f a p art icula r department 

are governed by these conditions. In the first . 

investiga tions as has been shown, those intervie wed belonged 

to the same job stratum. Frequently they were approximately 

the same age and of the same ethnical background. This maj o r 

investigation, however, extends the investigations so a s to 

contain a wider r a nge o f job s supervised, v a ried salary within 

the grades, l e ngths of service, ages a nd ethnical background. 

1ife require the group to include a high percentage of Africans 

in supervisorx c a tegories of ,jobs equally with Europeans. 

Only this wider r a n ge of diffe r ence s in cultural b a ckg round 

and job roles permits appreciation of the i n fluences o f socia l 

and psychological stre sses in the same work structure . The 

group i s not a sample but h a lf ~£_~~~tal populat ion . 

A group limited to one profession would have yie lded 

results of doubtful generality . To deve lop findings indepen­

d e nt of the p eculiar circumstances of the engineer , f or in-

st ance, we r equire to study comparable g roups. Such a variety 

makes it likely that the personnel officer, or t h e mine c ap­

tain or the foreman, would show vari a nc e from the e nei n eer, 

within the common supe rvisory occupationa l framework . This 

group to be investigated is there fore extract e d from: 

a . underground supervisory personnel , ( 40fj~ of tot a l complement) 

b. surface pla nt supervisory personnel, (60% of total 

co mpl ement . ) 

c. personnel d ep a rtme nt,(50% of total complck~ient,) 

d. unde r ground and surface engineers,(including superv is­

ory funct i ons) , ( 50% of total compl e me n t . ) 

e . African supervisory personnel.(54% of t h e tot al complement). 
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All have in common supervisory role functions. 

For Investigat ion III, 114 employees were interviewed; it 

was known that resources would be adequate for such a study 

and that the volume of data derived from this number of in­

terviewees would be sufficient for an evaluation of the re­

sults and for the testing of the postulates and hypotheses. 

The Investigator made every effort to dissociate 

himself from his status in the company, and to assure in­

terviewees of the confidentiality of their responses and to 

maintain his status as a scientific investigator . An in­

dicator of success is to be found in the nature of the 

material supplied. After a brief introduction in which the 

nature and purpose of the investigation were e xplained, the 

interviewee was told to relat e his actual e xperiences only 

and to avoid hearsa y a nd second hand informa tion. It was 

assured that the interviewee understood the short-range and 
1 long-range sequences 

1 - cf. p . · 4Sas well: The classification of each sequence 
as short-range or as long-ra nge followed the basic criter­
ia described earlier(see p . 26) . In our coding we found 
that it was very easy to become confused because often 
the interviewee would speak in onE breath of the actual 
duration of the events and in another of the durat i on of 
the feelings that were set into motion by the events . 
The classification of range was based entirely on the 
duration of the ev ents. The duration of the feeling was 
dealt with separately. This distinction within the range 
was extremely important because of a need to dif'ferentiate 
b etween short - range sequences of e ffects which have last­
ing consequences and those which have not. ~he distinct­
ion provides for four kinds of short-range sequences: 

a . The event s and feelings are a pproximately coincident­
al . A sharp spurt of feelings up or down lasting 
as long as the ev e nt itself is characteristic here . 

b. In this short - range sequence the fe e lings may persist 
long after the ev ent, for e xample, the turning down 
of a good suggestion by the immediate supervisor. 

c. Here the interviewee states tha t although the feel­
ings had died down, they are p eriodically reawaken­
ed by s ome stimulus, for example , bypasse d for pro­
motion. 

d. In this short-range seque nce a change of feeling is 
involved which is initially very sharp, then tails 
off, but never reverts to normal . 

For the long·- range sequence the distinct ion was quite easy 
since all s equences h e re involve reports in which the fe e lings 

_are coincidental with the events b ein g d escrib e d. 



- 39 -

Furthermore, no restrictions were imposed a s to which 

sequence the int ervielvee "Yi sh~d to relate first . After the 

first sequence was thoroughly dealt with, the intervi ewee 

was asked to relate a n opposite sequence, that is, if he 

chose a short - range first he was then purposely asked to 

give a long-range sequence next . As had been indicated, the 

course of the guided int ervi ew (as each sequen ce was de­

scribed), consists of a search for the factor s , bo t h primary 

and secondary , in the revealed d ata . 

The complete f orm of the semi-structured inter­

view is set out . in Appendix I which should be consulted 

at this stage . 

To apply the technique of content analysis, it 

is necessary to decide on one of the two accepted approaches 

detailed hereunder : 

1 . To assume an 11 a priori 11 approach, the 

mat erial being based upon previously defined 

schematic structures . For example : 

material could be arranged in such a manner 

to distinguish b etween evaluative and f act­

ual statements, which would mean that all 

material must be sorted into two categories 

which have been predet e rmined . This is 

usually the preferred method in the treat­

me nt of psychological t e sts; 

OH. 

2. To assume a n 11 a posteriori11 approach, 

where the material itself d e fines the 

categories for classification. As was i~­

dicated, and fo llowing L a swe 111 , this 

second appYoach erects categories t hat are 

meaningful i n terms of the empirica l materia l 

gathered. 

l- LASW'ELL , H.D. : Language and P olitics , N .Y. : E . \v . 

Stew·art , 1949. 
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It would have been possible in this investigation 

to have used either with success - in f~ct , the list of in-

d i cators and efi'ects in job resp-onses gleaned 

from a review of existing literature could have provided 

a classificatory framework "\vithout much more l abour . In 

some way s this would definitely have eased t h e task consid­

e r ably because of the precoding t h at might have been done 

on the material. 

In selecting the second method it was felt that 

a more valuable analysis could be produced as it emerged 

from the material itself', and perhaps , highlights certain 

aspects whi~h would not emerge when cast into ready-made 

moulds . It was therefore, felt that t h e material produced 

evidence which 1vas based on the data it self and that the 

ch aracteristics of the classification of indicators into 

categories are "situat ion- centred" and "subject - object" 

orienteu. 1 That is , it allows of interrelationship and 

the standpoint of' the actor t here the supervisors) and also 

for the standpoint of' the investigator objectively and takes 

account of the situation in which the incidents occur . It 

takes account thu s, of the components of the action system 

and , in total it indicates units of action in Parsons' sense . 

It was noted thaT. the verbal replies to the ques-

tionnaire coul...t b e cast into "sub-classifications" of state-

ments centering on a single event and/or situ~tion that led 

to a decl ared feeling or state . Examples of typical responses 

are quoted below: these lead to primary indicators and by 

further ana lysis to seconuary derivations: 

a. 

b . 

c . 

d . 

STATEMENT 

11 You can judge the r e sults f'or 
yourself" 

"The reasons for this act a r e 
evident" 

"I kne w it would not work" 
11 He was indif'ferent" 

INDICATOR 

- Pride 

- Frustration 

- Hecognition 

- Unfairness 

The responses of interviewees ~ere classified 

under twe nty- six indicators, of which 16 are primary and 

1 - FHIE.DiviANN, B . A.:& HAVIGHUHS'l' , .H. . J.: ivork and Retirement, 
pp . 41 - 44 , Chapter 2, Bssay No . 5 in NOSOW, S . & 
FOill1, W.H . : Man, Work and Society, Basic Books, N.Y . ,1962. 
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10
1 

are held to be secondary . Th . d" t 2 
ese 1n . 1~a ors and their 

1 - Cf. pages 46 et seq . for detailed primary7secondnry 
r esponse classifications. 

2 - To recapitulate the interviewing p rocedure: the nature 

of the survey was again detailed; the author informed 

the interviewee that he was primarily interested in hear­

ing about actual experiences . Long-range and short - range 

sequences of events were a lso again explained , The in­

tervieivee was told that he could 11 start with any experience 

you l i ke - either a time when you felt good or a time 

when you felt bad about your job, either a long -range se­

quence of events or a short -range incident . 11 After the 

firat sequence was completely explored, the interviewee 

was asked for the second. This time, however, he was 

given somewhat less freedom to choose the kind of story, 

If he had given a long-range sequence , he was asked for 

a short-range one . This note on procedural action is 

given so t hat the results, given in tabulated form in 

the next chapter, may be b etter understood by the reader . 

Since 114 interviews were conducted a nd efforts made to 

code the responses into 1 6 primary source categories , 

(from which the 10 Secondary Derivations are arrived at 

as detailed on p .49) the bulk of the various r esponses 

arrived at were computed as follows: 

114 interviewees times 4 (to get long- and short - range 
sequences covering positive a nd n egative self feelings 
about the job) divided into the total of 4062 indicator 
resp onses obtained from a ll the interviewees, giving 
an average of 8 .901 responses per interviewee . All the 
responses were the n electronic~lly c omputed and r educed 
to a base of 100 . In certain cases such as Table No . 1 
for instance, the p ercentage , in order to have meanjnB­
ful significance, was rounded off to the nearest . 5<fo . 
To put it in another way: each interview , as the sequence 
was described, consisted of a search for the indicators 
their classificat ion (into primary sources and thence 
to secondary derivations in the positive and/or nega­
tive self feeling stages) and the tertiary or attitud­
inal effects .(p . 49) Uhat one require s to r emembe r is 
that percentages, unless indicated , are not percentages 
of the 114 interviews but of the components of the 
total response mass . 

This explanat ion , the writer feels, shows that the numb er 

of interviews h as no necessary correlational relationship 

with the percentages given under each indicator in the 

various t ables since these p ercent ages were electronically 

computed from the bulk r esponse-mass obtained during the 

entire survey where each int ervi e w yielde d an average of 

8 . 901 responses per interview . 
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eombinat:Lons may be permutated into cluster response groups 

and were carded in triplicate on 4 x 5t inch cards to sim­

plify indexing. These were then cross- classified into three 

categories: 

1. pri1nary indicators, 

2 , secondary indicators, and 

J . classification of the r esultant effects, 

d e rived from 1 and 2 above. 

After the comple tion of the indexing accordin g 

to indicators, a detailed analysis could begin . Bach set of 

indicator cards was taken and analysed in terms of the verbal 

content indicators and their concomitant emotional effects . 

J. 1 Criteria J.{etgUlat ing the "Sequence of !!,'vent s 11 Concept 

The following criteria were u tilised to define "sequence 

of events" as they were e mployed during this investigat-

ion: 

a . The sequence had to describe an event(s) in 

which 11 something" was happening . The object ­

ive here was to limit the int erviewee's value­

injections and to confine his rendering of 

events to factual statement, 

b . It should be such a factual d escription that 

a definite beginning and end could be disting­

uished . The objective here was to d elitnit a 

specific period of time in which the ev ent 

h ad occurred, and could be classified as a 

short-range or long-range sequence . The end 

indicates the value orient at ion . 

c . The sequence description had to include a 

period when the interviewee's feelings were 

either particularly "positive" or "negative 11 • 

This , however, is to be distinguished from 

a "critical incident" as defined on page 16 

so far as it is not too intense or too in­

frequent and is not determinative of a 

limiting response . 

1 - Cf . Chapter 2 for other limiting conditions on 

sequences. 



d. The interview must be concerned with a period 

in the interview~e 's life \vhen he held a simi­

lar position to the one he occupies now . 

The objective here was to get comparable in­

formation otherwise it could have produced 

reports where a supervisor was r~::porting about 

his apprentic~ship; this guarded against the 

dislocation of time and status by past-histor­

ic reference. 

e. The description had to be confine d to his 

feelings in conr1action with the job itself -

external and unrelated data were not consider­

ed for inclusion. 

f. The d escription was required to have behav­

ioural(action) aspects contained in it . The 

objective here was to measure the depth of 

the emotional disturbance by relating the 

state of emotion to the behaviour. 

g. Even i:f it required to be supplemented by 

additional questioning, all reports had to 

show whether the event described, influenced 

the interviewee's job outlook for the future . 

h. Outside in:fluences, such as th~ death of an 

intimate friend, matrimonial discord or polit­

ical upheavals, would have been of great inter­

est but had to be ignored as they are related 

to the external systen1 an<J. we wish to coniine 

ourselves to the internal action system. To 

this degree the analysis is abstractive. 

4. The Definition of' "Sequence of l!,'Vents 11 

In the division of the sequences of events we establish­

ed the class ificat ion of long and short-range sequences 

which was d efine d when dealing with the second ~nvestiga-
.l 

tiori It is necessary to not e that some d egree of 

confusion cou.ld arise it' no further de1aarcation is made 

betwe~n the actual dura tion of events a nd the duration 

of feelings, these l>E~ing ind ependent variables . The 

event coulu l ast a second in time a nd. the effects in­

fluenc e behaviour for a lifetime afterwards. 

1 Cf. Chapter 2. 



T.he analysis of the duration of feeling, is an 

important part of this investigation because short-ra nge 

sequences, could have permanent effects. Specific attention 

should,therefore, be paid to short-range sequences, since 

v irtually all long-range seque nces would involve feelings 

which would be coincidental with the event which is de -

scribed. 

Hereunder is given a detailed definition of 

"short-range sequences 11
: 

In the delineation of short -range sequence& it 

was anticipated that the end of the sequences will be: 

1. To define the effects on the person since he 

(the interviewee) will be recalling the situations 

valuative ly; here goal(end) and values are re­

lated as in the Weber/Parsons systems. 

2. Spontaneous dissipation of feelings due to end 

(goal) attainment -equilibrium without value 

feeling. 

3. Ended by factors separating from outside tha 

internal system and thus involuntarily \vith 

frustration value feelings. 

4. Ended by the interviewee himself by 

a. escaping physically( terminating contract), 

b. escaping socially ( adjustment app roach), 

c. remaining in the system with aggression 

feelings. 

Listed below are the s hort-ra nge sequence possi­

bilities which we have concentrated on: 

1. Those which involve a sharp change of feeling but 

which eventually fade and have no further signi­

ficance . 

2 . Those \vhich, in f;pite of h avin g faded are periodi­

cally reawakene d. 

3 . Those where the fee l i ngs linger for a long time 

but l eft no permanent effect which could b e dis­

tinguished . 

4. Those where the events and feelings are recalled 

simultaneously but fade immediately when the 

eve nts end. 
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5. Those where an immediate feeling is. aroused but 

cannot be ascribed to a specific even~. 

6. Those where the feelings have been awakened and 

remained permanentlytdue to tl1eir psychological 

impact). 

To simplify the classification of indicators 

each sequence of events has to be reviewed by the investi ­

gator so as to understand the involvement with regard to: 

a. Measurement of the depth of the positive or 

negative feeling byinterviewee's self-evaluative 

assessment. 

b. To establish the range of the sequence. 

c. To establish the relat ionship between the dura­

tion of the feelings a nd the range of the se ­

quence. 

The permutations of these involvements finally 

present themselves in the following typ-ol-ogies whi-ch we u sed 
to a.scertain the durati~ of the- respdrl,:sesl: 

1. Short duration of feelings - positive short-range sequence 

2. Short duration of feelings. n egative short-range sequence 

AND 

J • Long duration of feelings - negative long-range sequence 

4. Long duration of feelings - negative short-range sequence. 

AND 

5. Long duration of feelings - positive long-ra nge s equence 

6. Long duration of feelings - positive short.- range sequence. 

The empirical data and the talmlat ion of thes.e re--

sults appear in the following chapter. The results ob­

tained are grouped under the indicators based on the duration 

of feeling and resulting i n the eventua l attitude which is 

related to the pattern of b ehaviour as expressed. 

6 . Definition of Indicators 

One of the b asic aims of this investigation is to 

ascertain within the limits a nd probabilities. o f the empiri­

cal data, what h appen ed in an event dist inguished by an 

interviewee, and how this "what happened •.• " influences-

his subj e ctive attitude. The "indicat ors " are the signs 

a nd symbols obj ectivised of the subj ective states of the 

int ervi ewees ~ they develop as a result of events that have 

1 -These permutations, as direct resultants of the sequences, 
comprise the major variants in t his survey. 
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happened in the action system. They assist the interviewee 

"in making up his mind" and directing his actions to ends 

(goals): here we have the characteristic orientation of 

the actor. 

Since different interpretations could be attached 

to the reports of different people we detail below the 

classification of the indicators. 

1 7. Primary Source Indicators 

As defined previously, the primary r eactions are 

those reactions in which the interviewee first became aware 

of a source or cause for his positive or negative feeling, 

These "source situations" are set out below as a list of 

indicators useu in classifying "source situations". 

1. The Job Situation Itself 

This indicator was used when the interviewee 

mentioned it in connection with the performance 

of the job. It containeu many and varied aspect.s, 

such as "routine jobs", "creative jobs", "in­

teresting jobs", etc . The value element is built 

into the job definition. 

2. Personal Life Reactions 

In spite of the fact that this is excluded as pre­

viously stated, we did howeve r, allow events to 

be recorded where personal life and the effects 

o:f his :fee lings about the - job or the e xtent to 

which events lead to one component of attitude 

about the job, They pertain to the external s y s-­

tem, however, and are beyond t h e control of the 

internal system, but they bridge the internal/ 

external. 

J. Security 

In this instance fe e lings of security, as such, 

were not considered since they are classified as 

secondary derivations, to be considere d later. 

Indicator signs o:f security such a s. home owner­

ship, company policy, etc., were taken i nto con­

sideration so far as they are within the internal 

system. 

1- As a re-sult o:f--bhis definition o f primary sources, secon­
dary derivations ma y be d efined as the int e rviewee ' s own 
evalu ation of the effect which the primary s ources had 
on him. 
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4. Job Status 

Closely interlocked with the foregoing is the ap-

proa ch to status: this was considered when the 

interviewee mentioned it as, an element of his 

feeling, for example, when he mentioned phrase$ 

like "I have so many people working under me," 

or "I am occupying a staff house," etc . 

5. Conditions of work 

This indicator is used when the interviewee de­

scribes the physical conditions of his job, the 

place of work, the adequacy or inadequacy of 

machinery, tools, labour, etc. 

6. Company Policy 

The overall characteristics of the company are in­

volved in this category; here the interviewee de­

scribes such aspects as. l .ines of communication, 

inadequate authority of the supe rvisor in assist ­

ing the job to be completed, the a ctual l .ine of 

authority more so when it was apparent that some 

interviewees did not know to whom they were r e ­

sponsible . 

7. Responsibility 

This indicator is self explanatory; but we ware 

interested in the fact whether the interviewee 

himself a ccorde d responsibility to his job. 

8. Supervision 

Statements about the s upe rvisor's willingness or 

his unwillingness to delegate authority, or his 

a pproach to render technical assistance to com­

plete a task c a n be c l assified here. Interperso­

nal relationships, in which the competence or the 

incompetence , fairness or unfairness of the super­

visor are criticaL characteristics. a nd are in­

cluded unde r this ind~cator. 

9. Interpe rsona l Relationships 

Coding of this c a tegory is restricted to state-

L~ ments i n which actual de s criptions are given by 

the interviewee about somebody else with whom he 

interacts. For further clarification two further 



-48 

eubdiviaions . were employed: 

a . interpersonal relations(with superiors), 

b. interpersonal relations{with subordinates), 

which were sub-categorised as set out in Appendix 

II. These sub-categories enabled us to dif1'eren­

tiate between the characteristics of interperso­

nal relationships which are purely soc.ial and 

those which were "socio-technical." as defined 

by Brown1 . A social statement would relate inter­

actions within the working hours but independent 

of the job, while socio-t~.:chnical statements in­

volve relationships that arise when interaction 

t ak es place in the performance of the job. 

10. Pror.10t ion 

This category, ~lso referra.d to as. 11 advancement 11
, 

is used when the interviewee mentions an increase 

in status coupled with increased responsibil i ty. 

11. Salary and Service payments 

All sequences of events in which a financial 

nexus is indicated are coded here; incentive 

bonuses, overtime payments, work contracts and 

merit awards are included. 

12. Acceptance 

The maj or criterion here is the intervi e \vee 's feel­

ing "that h e belongs" or obt- a ins some fonn of 

recognition expressed through acts of praise or 

blrune by persons in authority . 

13. Prestige 

Prestige includes its opposite - failura - the 

diminution of recognised achievement . Solutions 

to problems, success in a v e nture or a feeling of 

failure are included. 

14. Satisfaction 

\vhen the interviewee expressed hi s comp1et e satis­

faction with devel opments or his utter dissatis­

faction, these statements are included under this 

indicator . 

1 - Brown, J . A.C . Th e Social Psychology of Industry, London, 
Penguin Books, 1 954, p . 63. 
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15. · Workmates 

The criterion here was restricted to the inter­

viewee's views on the advantageous or harmful 

influence of his workmates on him in the com­

pletion of his task and where he could, without 

any tioubt, a scribe his success or failure 

directly to the inf'luence of his workmates. 

8. Secondary Derivations 

In the course of this investigation the ' interviewee 

was asked the quest ion , "how did this or that affect you? 11 

A feeling of prestige, for example, could come from \vords 

of praise a nu more often than not, these derivations have 

to be based on inferences by the i1westigator and not on 

the interviewee 's direct statement: they are secondary 

therefore in this sense to the sol:trce from which they 

emerge (the primary reaction). The primary sources , there­

fore, require to be identified before the secondary 

derivations can be indicated. 

The secondary derivations used in this investigation 

can be set out as : 

1. (Feelings of interest)in the perfonnance of the job. 

2. (Feelings of fairness or unfairness)on the job 

situation. 

3 . (Feelings of pride ) in work.111anship. 

4. (Feelings about salary) in ~he company. 

5 . (Fe e l ings about increased security) on t h e jo~. 

6 . (r'eelings about performance) of the job. 

7 , (Feelings o f "belonging " or 11 rej e ct ion") in the 

company . 

8. (Fee lings of responsibility) in tlle job. 

9. (Feelings of promotion or retardation) within the 

company . 

10 . (Feelings of gratitude or satisfaction) on the job. 

The enclosures within the brack ets represent the 

secondary deriva tions, the unb racketed portion of the state­

ments can be predicated as the primary s ources , 1 

Halo effects are produced by tertiary derivations 

which are defined on the next p a ge . 

1 - Cf . Appendix III 



-50 -

C. 'l'ert iary Derivat ions(Att itudinal eft'ect s} 

The category under this heading was set up to en­

able us to identi:fy stater.tents (and to estiJ•iate the fre­

quency of the occur:t·encej in which the intervie\vee cited 

instances '""here his f'eeling towa.ras his job, his colleaeues 

or his company had changed. llere, also, are included both 

positive and negative statelltents. The frequency o:f oc­

currence ctoes not concern this investigation. 

1. Labour Turnover 

In the analysis it was experienced, that a 

considerable spread exists between the two ex­

tremes w!1ere a man actually ueclines promotional 

transfers or resignation from his job. Inter­

viewees with negative job attitudes will striv e 

to ruake changes in jobs; others again, will con­

template resigning from their jobs but never e;et 

sof'ar as doing it. In this analysis it is possi­

ble, therefore, to distinguish between concrete 

ef'f'ects(such as actually taking decisions) and 

expressed et'l'ect s. · '1'hi s is not included in this 

investigation us it does not afi'ect nor does it 

yiel.d additional information . 

2. Interpersonal .i!..l'i'ect s 

Interpretations as given by the intervi<niee, al­

ways exhibited two facets: 

a. an improvement in interpersonal relations, 

b. a deterioration in interpersonal relations. 

These interpersonal ef't'ect s always have a 11 i'eed­

back" which can af'i'ect t he worker's domestic life. 

He is in a p osition to state that hi s domestic 

life suf'f'ered as a resul.t of tensions on t he job, 

or he :foun<i that he "coul<J. enjoy hi s social 

ac tivities" when he had good feel inF,s about his 

job. 

J. Neuro-physic a l ~rrects 

Job attitudes are afi'ected and ,.,any statements 

c ite changes related to neuro-physical and psy­

chological tension on the job. This is a non­

sociological category and is not included in this 

investigation's results. In spite of the fact 



51 

that these changes produced real neuro-physical 

symptoms, they do not lead to a diagnosis of a 

pathology. It is impossible during the lilrlited 

time all.ocateu to each interview to probe into 

the uynamics of the interviewee's personality, 

but we can, ho\vevur, report on the frequency 

with which people describe these anxiety states 

as resultin15 from pressures on the job. 

4. Production E.f!'ect s 

The 1'ollo,,;ing kinds of et'i'ect s are ui st ingui shed: 

a. The interviewee could not say that his \vork 

showed any difference in spite of the fact 

that he did not .feeJ. tl:e s<::..me about his 

job. 

b. The interviewee could definitely state that 

the quality of his work \.ras af±'ect ed, but 

that he maintained the volume o:f output in 

periods of ne~ative self feelings towards 

his job. 

c. There \ve r e changes in the volume of product ion 

but the quality \vas uaint ained. Cases were 

related in more or less concrete terms where 

the int ervie\vee has slowed down( during the 

negative period) or had speeded up(uuring the 

positive period). 

d. It is stated that "the job did not suff'er" 

and this one has to distine:,ruish betw~:en 

professional pride and ef!'ective self­

aujustment. 

e . An inability to meet the required volume of 

output as set by the senior supervisor, 

appeared only twice. These form the least 

reliable data, but they indicate that the 

intervitnv-ee saw himself as working better 

or worse. 

5. Status Effects 

In this instance we Here able to distinguish be­

tween two effects: 

a . When the interviewee acted in a higher 

capacity and had to revert to his substan­

tive job on the return of the person for 
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whom he had acted, 

b. when the interview·ee had to act indefinitely 

in a vacancy lvith a hieher rating than his 

O\vn. 

6. Achievement Et'f'ect s 

This category is set up to establish the inter­

viewee's view on his O\vn success during the 

period under discussion. Negative and positive 

reports are considered. 1 

---ooOoo---

1- The nature of achievement errects described in our study 

deserves some special mention. It is clear that \ve have 

no quantitative measure of' changes in output such as are 

available in many studies in industry. \1hat \ve have is 

the int~rvie\vee 's rl1port of an achievement in the per­

t'ormance of' his w·ork, accowpanied, for many, by a t'airly 

precise anu circumstantial account of' the way in which 

this effect on prouuctivity \vas perceived. Thus, \ve 

cannot compare any given instance of' change with any 

other with respect to the ar:~ount o.l effect. However, 

we can count the t 'requency \vith which people rep ort 

such changes in thei:r· work patterns. 
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CHAPTER 4 

TABULATION
1 

OF THE R~SULTS OF INVESTIGATION III 

FOB. 114 CASES 

A. PHI~~RY RESPONSES IN POSITIVE SELF FEELINGS 

Data relating to the responses of negative and 

positive feelings towards the job, form the basis of this in­

vestigation since we proposed to investigate whether differ­

ent kinds of responses are responsible for bringing about 

v ariable resultant feelings about the job at the end of a 

sequence. In addition, attempts are also made to ascertain 

the depth of these re~ctions so that we may trace the neuro­

sociological bases for these variations. 
·---·-

The examination of the results of the positive feel­

ing sequences is examined first, thereafter the negative feel­

ing sequences are examined . In both instances the primary 

source responses are pre sented, commented upon and an analysis 

is made to establish their range of interrelationships. To 

link the results at two levels the secondary derivations are 

later examined and a comparison made between positive and 

negative self feeling responses under the various indicators. 

TABLB NO . l 

PERCENTAGE PRII'iAH.Y RESPONSES IN 

POSITIVE SELF F~ELING JOB SITUATIONS2 

N = 4062 INDICATOR-RESPONSES 

'

STATUS INDICAT0.1{S Prestige 21.0 
Acce tanc e or Re'ection 1 .0 

i\10 K HOLE INDIC . Line of Resposibility 13.0 
j 4. Job Situation 12 . 5 
I • 5 
I'=F=I=N-A~N~CE=--=I~N~D~I~C~A~T~O~ri~S--~~6~.~~~~~~------------------~--~6~.~ 

IHISCELLANBOUS INDIC ·i 7 . J. 5 
8. ! J . O 
9. Int erper s onal Rel . (Superiors)' J .0 

10. Interpersonal 1~el. (Subordinate) 2 . 5 
ll . Company Policy 2 . 5 
12. Supervi s i on 1 . 5 
1). Conditions of Work 1 . 0 
14. Personal life . 5 
15 . Securuty . 5 
16. Wor~nat es . 5 

100.0 

l - For all Tables in this investigation the basis of com­
putation is that set out on P. 41 ' -the percentages 
are for r esponses , not for number of interviews. 

2 - All differences shown in t h e tables contained in this 
text are s tatistically significant at the .01 level of 
confidence or b etter. "C1~ . p.87 for Chi Test" 
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Conunentary on Table No . 1 

The responses are ranked in order of percentage 

frequency in terms of positive self feelings towards the 

j ob. 
tors: 

The table is subdivided into fou r classes and indica-

a. Stu.tus 

b . \fork hole 

c . Finance 

d . i•liscellaneous 

1 . The responses relating to "prestige" head the rank 

order since this appears in 21~ of the sequences of 

events where positive feelings were reported , 

J:!:ach of these interviews cant ained an element of' 

status-priae in spitn of the varied nature of the 

jobs being reported upG~t. A mining engineer report ­

ed about outstanding ac11ievenwnt s in planning a new 

underground project, another engine~r reported 

about the impressive design which he had made for 

a new c onstruction, etc. 

2. Next in the rank order of frequency is "acceptCULce" 

which, by its very nature can come f'rom ma ny sources 

- from superiors , subordinates or horizontal equals 

in the industrial hierarchy . In this instance, 

however, the effectiveness of "acceptance" for pro­

ducing positive job attitudes requires th~t it has 

achievement as defined by the hiera rchy as its bas­

is. It is, therefore, objective-subjective . 

There is a double val.uation - of the man and also 

his employer. .t<"'or example : a mine captain re-

ports that he has to accompany a high ranking per-

sonality on an underground visit . The visitor 

later told the underground manage r that h e was 

highly impressed with the mine captain's section 

and that he gained the impression that ef1'iciency 

appeared to be the watchword . This compliment 

was later passe d on to the mine c aptain to whom it 

came as a profound surprise, since he had worked 

eleven ye a rs for the company and this was the first 

time that he had been recognised for anything but 

impersonal annual increments. A reue finition of 

the 11 ego" thus can develop as a consequence of 

acceptance. 



J. 11 Responsibility" followe d in the rank onler of 

frequency. This rea ction includes, responsibility 

fo r one's own decisions, responsibil ity for the work 

of others, a lways given new or challenging jobs but 

nnne having the actual characteristics of a uvance­

ment - i n other words , the lack of formal promotion 

did not aff ect pnsit ive feelings resulting from the 

increased responsib i l ity . 

'l'he following r eport substantiates this : a 

shift boss in his early forties has to take ove r 

the duties of his mine captain who had to take ur­

gent leave for a short period . In sp i te of his 

inexperience and recent transfer to t h is section, 

he was asked to take charge of the section . He 

was given the tj_tle of 11 actin g mine captain" and r e ­

ceived the customary acting allowance but he said 

that it gave him the opportunity to "prove himself". 

Determined to do the job well he consulted the 

11 standard practices manual", r earranged two jobs 

and put in extra hours without expecting extra r e ­

muneration. 

4. The "job situation" reports relate t o various as­

pects of the job which gave positive satisfaction. 

These aspects are related to the nature of the job 

and nffer no reward in themselves . 

5. "Promotion" , in point of .fact , represents tlle cul­

mination of the first four reactions , as it denotes 

growth, recognition, acceptance, achievement and 

responsibility . Of particular interest to this 

investigation is the fact that 42% of' all the inter-

viewees e xpecteu promot ion . 

likely to be unsatisfied . 

Obviously, many were 

6. ~xcepting 11 salary" , for 'vhich additional information 

is required before it can be aaequatel y analysed 

its part in producing " good" job attitudes, is ob­

servable in the Table under discussion: only the 

first five responses contribute towards increasing 

job satisfaction . They cover 75% of the responses -· 

the remainin g 11 cov ering 25~ o f the possible re-

sponses . By comparing these five categories with 

the other eleven it can be not ed that these five 
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are solely concerned with th~ job itself in var­

ious degrees, ~1ereas the remaining indicators 

cover external operative factors . 

It is recognised, therefore, as a fact of car-

dinal importance: the remaining eleven factors are 

rarely instrum~ntal in bringi ng about positive feel­

ings regarding the job: they do not feature in the 

job itself but rath~r on the characteristics and 

context in which the job is done . Closely linked 

with the foregoinrr, and exercising a certain degree 

of inf'luence, are such components as company poli­

cies, administration, interpersonal relationships, 

supervision , salary and working conditions. The 

s a tisfying positive feeling reactions relate t o the 

job itself anu the dissatisfying negative feeling 

r~actions relate to the job situation. Th~ import -

ant fact emerges that: only a third of the react-

ions i . e . five out of a possible 16 re sponsu s 1:_~ 

significance in defining the component s of job sat ­

isfaction, which means that only a small proportion 

of reactions can be considered as active ingredients 

to'··ards positive att itude formation . The compon-

ents operating in a positive direction are mnch 

more weighty than those operating in a negc.tive 

direct ion). 

Attitude Depth 

Comparing long a nd short - range sequences 

As h as been set out before on page 45 of this inv es­

tigation, the permutations of the sequence of events present 

t~.emselves in six basic groups , three oi' which are appropriate 

to positive feelings. One of the s e quences, as can be se~:::n, 

specifically asks for feelings which a r e aroused an<l t 0 rmin­

ateu quickly . ( No . 1 on the p~nnutation l ist) . The other 

two sequences relate to r~sponses in which the ev ent d escribed 

could be either a specific 0vent or a series of' events '\vhich 

had lasting effects on the feelings towards the job. 

and 6 on the permut ation list). 

( Nos . 5 

1 - Cf Table No ,J, page 51, vThere we h ave added a breakdown 

of the results of the 16 indicators 1vhich lead to long 

term t'avourable attitudes and for sequ ences which result 

in attitude changes of a short duration . 
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TABLE NO. 2 

PERCENTAGE DISTHIBUTION OF 

THE SIX Pl!.,l{I\iUTA'l'IONS OF PAGl!.: 4!) 

1·os1t1ve Negat1ve 
Self Feeling Self Peeling 

Long duration 21 .0 49.0 
' Short duration( short range) 65 . 0 30.0 

Short duration( long range) .L4.o 21.0 

Total 100.0 100 .0 

Commentary on Table No . 2 

The following observations can be made: 

"Positive" fe e lings about the job continue longer after 

the event which caused them had happened, due to the 

fact, shown in the table, that the long duration ' s 

f eelings are much weake r in frequency for the positive 

i'eelings than for the negative feelings, i.e. 21% as 

compared to 49%. 

In Table 3 below the results of the sixteen react ­

ions which lead to positive feelings about the job as set 

out in Table No.1 and a subdivision o f long and short dura t -

inns of the attitudes , are broken down: it must be borne in 

mind, however, that this investigation is solely concerned , 

in this i nstance , with the temporal duration of the feeling: 

TABLE NO. 3 

PEHCENTAGJ.!: COI•il.J ARI SON OF Fi:<.Il-iARY SOURCl!iS OF LONG 

AN.U SHO.rn' -HANGl!: A1'TITUlJES 'ill1BN F.C:J:;LINGS Al-lli 

POSITIVE TOWA}{J)S THB JOB 

N = 4062 ...J:ncLiG.ator-responses 

Long range. Short range 

1. Prestige 1? .s 34.0 
2 ·. Acceptance 16.5 42.0 
3 . Line of l(esponsibility 14 ·5 o.o 
4 . Job Situation 18.0 2 . 0 
5 . Promotion 11.0 J.O 
6. Salary 10.0 10.0 
? • ~ati sf act ion 4.0 0 . 5 
8 . Job Status 2.0 2 . 5 
9. Interpe rsonal l{el . {~uperiors) 2 . 0 3 . 5 

10. Interpersonal ltel . (Subordinate) 4.0 2 . 5 
11, 12, 13, 14, 15, l6.tAveraged) 0.5 0.0 

TOTAL 100 . 0 100.0 

-
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Commentary on Table No. 3 

l. 'l'he responses viz. "line of responsibility, 11 11 the job 

situation" and "promotion" are almost always associated 

with long tenn changes in job attitudes ; whereas 

"pre stige" and "acceptance" result in job attitudes from 

events where " achievement" occur in a short-range se-

quence. 

2 . The deduction made from this is that since long-range 

(or long dura tion) attitude changes are also associated 

with greater performance effects, as will be shown in 

Chapter 5 , page 73 , the first three react ions, prestige , 

acceptance and line of responsibility, are active com-

ponents for improving job att itudes. This does not 

mean, however, that "prestige" and "acce ptance" should 

be over-rated. They do, in fact , play a n import ant 

r ole in forming positive job nttitudes, but it is clear 

that their role is limited , comparatively. 

J . "Acceptance", the reaction with the highest frequency 

in the short range, is a b etter "satisfil.r" than 

This can be e xplained. in the following 

manner: the ratio between long duration and short dur-

ation attitude-changes favours "prestit;e". 

As shown in the table, " a cceptance" scored 421J'; 
for short duration changes to positive attitudes a s 

against 16 . 5% for long dura tion a ttitude changes . The 

corresponding values for "prestige" are 34~~ for the posi­

tive short duration changes anu 17.5% for tho long dura-

t:[on attitude cha.ng~s; .. 

B . SBCONDAHY lJ~hiVATIONS IN POSITIVE JOB SITUA1'IONS 

As was shown , the primary sources r epresent the 

coding of objective events which a r e related. In t .rli s sec-

tion an attempt wil.i b e made , within the limits of the em­

pirical data, to isolate the components that af'fect one r s 

job attitudes , by examining these resultant changes which 

are subjectively experi enceu by the int erviewees . Up to 

this point in the investigat ion the interviewee has b een 

required to reveal positive or nega tive self feeling about 

the job situation , but now an attempt is made to int e rpret 

the weight of these expressed feelings as objectively as 
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possible; hence the reason why particular attention is 

paid to the frequency with which the indic a tors were cited: 

the data obtained is collated in the following table: 

T Al:!LE NO . 4 

PEHCBI~~AGE Flili~U~NCY OF S~CONvAkY D~kiVATIONS viSPLAYbV 

IN P OSITIV.c; S£Ll<' l<'.c;ELING SITUATIONS 

N = 4062 l~icato~ - responses 

! 
Indicator. 1 Long Duration Short Duration 

He sponses Responses 

1. Acceptance 20.6 39.2 
2. Prestige 19 . 6 29.2 
J . Satisfaction 14.0 6 . 8 
4. Promotion 1.4 2 . 8 
5 . hesponsibility 14 . 0 6.7 
6 . Group Feeling J.8 J . 4 
7. Job it self 1u.o J .4 
8, Status 8.5 1.7 
9. Security 1 .4 2 . 8 

10. Salary 6 . 7 4.0 
-

I 
100.0 100.0 

Commentary on Table No . 4 

1. As a s e condary reaction, 11 satisfaction11 forms a major 

indicator because here the event s h a ve a significance 

in terms of giving the int e rviewee a feeling of profes-

sional growth in terms of industria l s tatus. In con-

trast to 11 pre stige 11 and " acceptanc e 11
, where long and 

short duration attitudes are about e qual frequ e n cy , the 

reaction of 11 satisfaction" shows wore than a ·twro. -to-one 

ratio in favour of the long positive change s toward s 

the job, i.e. 6.8 to 14 .0 

2 . 11 Sat is fact ion" appears very rare ly as a primary source . 

The reason for this app ears to b e found in the f ac t 

that the test group, which was drawn from a company 

which h a s a virile training programme a nd where job 

r o t ations occur frequently, v ery r a r e ly ment ions these 

progr ammes for :feeling p o sitive about their jobs 1 • 

1 - Training programmes, which might lead to job satisfact ion 
as we h ave prov~n thus far, must be linke d to 11 r eality 
need s 11 

- they must satisfy a n eed . I f they do not com-
ply to this prerequisite it will always b e found t hat 
training progrrunmes, however wel l int e nded, do not achieve 
what they are intended for. 
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This again is indicative of the relatively slight de­

gree to which these programmes have had an effect at 

the leve l at which the test had been conducted , Later 

on in this investigation mention will again be made of 

this incongruity. 

The basi c feeling of 11 ~cceptance 11 i s associated with 

the positive reinforcements or 11 prestige 11 ' to which 

may be adued 11 s atisfaction11 and 11 responsibil ity11 , 

of recognition and sp~cii'ic achieve1:wnt s can act as 

Acts 

partial r~inforcers . A short durntion sequence can 

therefore b e considered as repr~senting some fo rm of 

sub-reward, which indicates to the worker that he is 

making vertical progn~ss and thus forms a source for 

framing a positive attitude towards the job. When 

s ome of these r eactions are present in the job situat ­

ion, the individual can satisfy the fulfilment of his 

basic needs and h e then e nt ers .-4 period of positive 

feelings towards his job. 

4. The following observations can now be made: 

a . This u.nalysis of the secondary derivations leads 

to the conclusion that a sense of 11 sat i sfact ion11 

is the k ey to positive feelings about the job, 

The p rimary sourcl:! s define tht: 11 accept a n ce-re sponsi­

bility-job-promtion11 axis a nd lead to positive 

feelings of personal growth , The partial rein-

forcements stern from achieveme nt a nd recognition. 

basic n eeus in the satisfaction of these goals 

will b e discussed in d etail later . 

b. A very small percentage of f a ctors is responsible 

for positive feelings about the job . 

c. All the reactions responsible for po sitive fe e l­

ings about the job r elate to t he perf' ormance of __ !~e 

job itself rathe r than the situational cont e xt. 

d •. 

e . 

Positive feelinGs about the job stem fro m r e act ­

ions that are lasting rather than from those '"'hich 

are temporal in n a ture. 

When the positiv0 fee lings are of temporal nature 

they stem from specific ach iev e me n ts . 

To ascert a in the relat ionship between the v a rious 

primary inuicators the following t al>le was cor.1pil ed: 
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TABLE NO. 5 

PERCENTAGE INTERRELATIONSHIPS OF THE PRIMARY INDICATORS 

N.= 4062 INDICATOR~RESPONSES 

Indicators Frequency 

1. Acceptance and Prestige 
2 . Prestige and Acceptance 
J. Promotion and Salary 
4. Promotion and the Job 
5 . Salary a nd Acceptance 
6 . Salary and Prestige 
7, Responsibility and AcceptancG 
8 . Responsibility and Prestige 
9. Responsibility and the Job 

10. Job and Acceptance 
11. Job a nd Prestige 
1 2 . Job and Promotion 
13 . Job and Responsibility 

12 . 8 
8.4 
4 . 0 
9 . 2 
5.4 
8.6 
5.4 
8.6 

11.2 
3 . 6 
9.2 
3.2 

10.4 

100.0 

We are using the six major indicators only -the 

others, although of general interest, do not materially in­

fluence the data. The first indicator listed is the major 

indicator in the combination table -maj or in the sense that 

it is the l argest component in the pair combination . 

Commentary on Table No. 5 

1. In those combination sequenc es in which "acceptance" 

was r egistered as the major component (12 . 8%) , 11prestige" 

also appears, whereas only 8.4]0 for 11 prestige 11 as the 

major in the next c ombination was registered. This 

means , therefore, that 11 prest ige 11 is more independent 

of "acceptance 11 than 11 acceptance" is independent of 
11 pre st ige 11 

• 

2. 11 Prestige 11 is shown to be more frequently associated 

with other reactions than is 11 acceptance 11 which again 

underlines the subjective value attached by the inter-
1 viewee to professional growth • 

3. It should be noted that 11 prestige " c a n stand independent­

ly of 11 acceptance 11 as a source of positive feelings 

about the job. 11 Acceptance 11 appears to be more rarely 

independent of 11 prestigl' 11
• This evidence supports the 

fact t h erefore that 11 acceptance 11 is no t related to a 

specific sense of achievement and is, there fore, a 

r elatively general but weak cause of positive feelings 

about the job . 

1 - Professional growth is de:fine d as the int e rvie wee r s 
own feeling of vert ica~ progression in his job . 
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C. CHAHACTE:HI~:i'TICS 01'' 'l'}lli F l<IMARY SOUl<CES IN NEGA-

TIVE SEi.tUENCES 

The distinction previously referred to between 

"satisfaction im.ticat ors 11 and 11 dissat isfact ion in.licators" 

in forming job attitudes, showed that the principle responses: 

prestige, acceptance, line of responsibility, the job, anu 

promotion fanned the foundations of job satisfaction. The 

logical conclusion to be urawn appears to be that the remain­

ing responses, 'vhich describe the situational context in 

which the job was done, contributt:s towarlis job dissatis­

faction . 

Comparing positive anu neg~t ive self feeling 

about the job in the following table it is found th<t the 

evidence shows that the primary sources reveal a clear d~­

marcation between the sat.isfaction am.l the dissatisfaction 

indicators - that is between indicators associated with 

positive self feelings and those with negative st:lf feelings. 

TABLE NO. 6 

PERCENTAGE COI,D? AHISON Bl!.:T1¥El!.:N l'OSITIVE AND N:h:GATIVE 

SELF FEELINGS AS J?ISPLAYh:D IN THE PkGUI..RY IN.L>ICATOR.S 

N = 4o62 Ind~eator-responses 

Indicators . Pos . Self Feel. jNeg. Sel f Feel. 
~uration 1 Duration 

Long Short Ave .I Long Short Av e . 

l. Prestige 14.5 ! 36.9 d 5.J_7 2 . 5 5 . 8 4.1 
2 . Acceptance 9.7 40.1 24 •. 9 4 .3 18.9 11.6 
3. Line of Responsibility 12.0 o.o 6.0 1 _; 9 3 .7 -'T:B 
4. The Job 

I 
22.6 1.7 12.2 9.5 2 . 9 6 . 2 

5. Promotion 15 .3 1,6 - a-:-5- . 5 .6 5 .1 5.4 
6 . Salary 8 . 2 .. 8. 7 8.5 13.7 4.3 9 .0 
7 . Satisfaction 3.4 ·o.o 1.7 4.3 2 . 9 J . G 
8. Job Status 2 .8 "J,l 2 ,. 9 3· 9 0 . 7 2.J 
9 . Interpers.Rel. ~Sup .) 2 .8 4.7 J.8 l:~.J 8.7 10.0 

10. Int e rpe rs. H.el. (Sub.) l.9 3.2 2 . 6 1.0 1.4 1.2 
11. Company Policy 1 . 9 0.0 0.9 19.J 21.7 20 .5 
12. Supervision 1 . 8 o.o 0.9 12.3 10.9 ll.6 
13. Conditions of Work 0 . 9 0.0 o.4 ;6 ·.1 6 . 5 6.J 
14. Personal Life 0.9 o.o 0 ·.4 ·?. .J 6 . 5 4 '.4 
15. Security 0 . 9 u.o 0.4 l..O 0.0 o ·.5 
16 . Workmates 0 .4 u.o 0.2 1~0 0.0 0.5 

100 , 0 100.0 100.0 100.0 100.0 100.0 
I ! 

' 
' 
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Commentary on Table No . 6 

1. It appears fror.t the table above that "company policy'' 

) i s the major contributor towa rds negative feelings 

,J.rG~ abnut the job. In 21.7% o1' the negative sequence s 

~~ this response was cited. It appears that two lilajor 

~ry . reasons are responsibl e for this: 

a. the impleme nt at ion of "un<le s ired" policies. Most 

of the responses unu.er this indicator viewed some 

aspect of company p olicies as "un1'air11 
- a typical 

case revolved aroun<l an e mploye e who states that 

his own career was j eopar<lise<l because of "company 

policy" to prefer technically trained supervisors 

to e xpvrienceLi practical men who had a sounu for­

mal training on the job, that i s, it discriminates 

in favour of' some anLi against others. 

b. The other typ~ of response r uvolve<l mostly around 

"company policy" and i ts in~~bility to curtail dup-

lication of e ff'o rt; its ine:f±'ectiveness to est a b-

lish rationalisation o f labour; the perpetuat ion 

of wasteful method s in the u se of l abour and ma ter-

ials, et c. - the rationalist complaint. 

2. The next r esponse, in order of fre quency, is that of 

" supervision": this must b e r~.::lateU. to company policy 

in bringing about negative feelings towards the job be­

cause the inefficiency of the supervisor was directly 

attribut e d to g~neral company p olicy. 

made of: 

Reports were 

a . the inability of senior supe rvisors to plan their 

jobs; 

b. the occurrence of breakdowns through l a ck of 

cor.nnunicat ion ; 

c . a general failure to inspire men who are unuer 

their supervision; 

d. the supervisor ' s l a ck of the necessary au tho ri­

ty to carry out his functions; 

e . a disinclination to u e l egate a uthority; 

f . the supe rvisor's failure to builLl u p or ma intain 

a team spirit among his men. 
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J. 11 Acceptance" \vas coded in fewer cases than was expect­

ell. In fact, when compared \vith the positive self 

feeling percent age , it registers less than half 

(11.6% against 24.9%). The interviews show situa­

tions where the interviewee did not receive enough 

(if any) recognition for work done by him. 

4 . The question of 11 salary11 will be discussed later when 

more information becomes available from the empirical 

data. 

5. Of the interviews regarding negative self feelings 

about the job, only a small proportion actually re­

lated to the job: this is the expected converse for 

in the positive self feeling analysis most of the 

latter was related to the job . An example of this 

type of material is given by a graduate learner under­

ground operator. His interview relates to the tirne 

when he was engaged as a student with a B . Sc . Degr ee 

in Mining Engineering and had to undergo an 18 months 

spell of additional practical training. He looked 

upon this prolonged spell as "superfluous 11 as he had 

in his view, his technic al training and was denied the 

opportunity to exercise his ability. He felt that he 

had become a mere number to the company during the 

training period. 

6 . The last r esponse worthy of mention is that of 11 condi­

tion of work11 -outstanding in this category were com­

plaints of the possibilities of performing the job 

efficiently. One fact should be noted in this context: 

interviewees claimed that they could do much more work 

if they were provided, at the appropriate time , with 

the necessary materials and equi p me nt. Reports were 

a dva nced that the employee h ad to 11 scrounge 11 the 

mat eri al needed for a job from from work~d-out sites ; 

others stated that half their t ime was consumed in 

"looking for the necessary parts" or to secure the 

parts they removed from broken-down machines. 

7. In conclusion note should be taken of the fact that the 

short-term attitudes are very much more frequent than 

their equivalents in the positive feeling range . In 

the negatives, failure to be 11 accepted"(ll.6%) is 

the key response in feelings which do not persist be-
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yond a short spell of time. In referring to Table No.6 

again, it appears therefore that· "acceptance", similar 

to its role in the positives, is only a partial re­

inforcer in t h e formation of job attitudes. 

* * * * 
The foregoing, with its various implications and 

deductions now require a further investigation into the 

interrelationship '\vhich might exist between the primary 

indicators in the nega tive self feeling r esponses since 

these responses seldom if ever occur in isolated units. The 

following table shows this interrelationship : 

TABLE NO. 7 

PERCENTAGE INTERHELATIONSHIP OF TH}!; PRIMARY 

INDICATOHS IN N~~ATIVE SELF FEELING RESPONSES 

Acceptance with company policy 

Satisfaction ib, id. 

Promotion 

Salary 

ib 

ib 

id. 

id. 

Interpers,Relationship with Su pervision 

Supervision with Interpers.Relationships 

Company ~olicy with Salary 

Working Conditions with C01.1pany Policy 

Job with Company Policy 

To'tal 

Commentary on Table No. 7 

7.3 
12 .3 

12.5 

17.1 

14.6 
12.8 

7.6 
8 .5 

7.3 

100.0 

1. Failure to be " accept ed " was usually described in con-

junction with some believed failing in company policy. 

As h as been pointed out previously in the positive sequence 

analysis "acceptance 11 was usually related to some form of 

achievement. This contrasting feature suggests: 

a. that a trivial failure, without 11 a cceptance", can be 

a source for job dissatisfaction; 

regarded as rejection, 

no acceptan ce is 

b. That without any "acceptance 11 at a ll, company poli-

cy forms the major foundation for job dissatisfaction; 

rejection(non-acceptance) leads to job negat ive 

self feeling. 

c. "Acceptance" in the positive sequences is generally 

related to the successful completion of a task, 
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whereas in the negative it is a ccepted as a re­

flection of a job situation brought about by some 

facet of company policy which is regarded criti­

cally. 

2. This dualistic character of response is also found in 

"promotion". For example: in the positive attitude 

interviews numerous instances were cited of "interest­

ing jobs11 , "challenging jobs", or "opportunity to 

prove yourself", whereas in the negatives it appears 

in 12 • .5% of the interviews as related to poor company 

policy. A promotion failure is rejective negative self 

feeling due to poor pror.10t ion policy. 

]. Further inferences to be drawn from the data are: 

a. lihen 11 satisfying indicators" are associated with 

negative job attitudes, these occur in situ ations 

surrounding th~ job rather than the job it self; 

b. It follows that v a rious components of the job 

itself and its rewarding qualities for positive 

self feeling can thus be comple tely obscured 

by negative self feeling; 

c. On the other hand, in the positive attitudes, 

the "job" itself appears most frequently with 

"responsibility", and in the negative attitudes 

it is teamed with "compa ny policy". 

4. The existence of the dualism mentioned in item 2 above, 

without having any subjective connotations in any 

particular situation, can be accounted for by virtue of the 

fact that responses cannot ever be i solated as b e ing in­

dividually responsible for the formation of any special 

a ttitude; responses are usua lly paired and in some cases 

even r einforced by multi-factora1 components. These occur 

in clust ers and obviously occur a t variable frequencies. 

Some are highly associated so that their association c an , 

within limits, be predicted as likely to occur in a ssocia­

tion one with the other . 

Since the primary responses have now b een in­

vestigated we turn to the secondary derivations in the 

t able set up on the next page where we have made a 

percentage comparison of the positive a nd negative 

self feeling responses towards job att itudes . 
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TABLE NO. '8 

PERCEN1'AGE CO}'lPAJU SON OF Tlfl!; POSITIVE AND 

NEGATIVE Sl!;LF FEl!;LING Hl!;SPONSES TOWARDS JOB 

ATTITUDl!;S IN THE Sl!;CONDAHY DEkiVATIONS 

N =! 4062 Indica~or-responses 

Indicators Positive Feelin g Negative Feeling 

1. 
2. 
3. 
4. 
5. 
6 . 
7. 
8 . 
9. 

10. 

Duration Duration 

Long Short Ave . Long Short Ave . 

Acceptance 20 .6 37 . 2 28.9 10 .1 19 .5 14 .8 
Prestige 19.6 27 .7 23.7 4.4 15 . 8 10.1 
Sat i sf act ion 14.0 6 .4 10.2 31 . 6 21.1 26 .3 
Promotion 1 . 4 2 . 5 1.9 1 . 3 0.7 1.0 
1lesponsibility 14.0 6 .4 10.2 5 .1 5 .3 5. 2 
Group Feelin g 3 . 1 3 . 3 3 .2 0.6 0.7 0 . 7 
The Job 9 . 1 J.J 6.2 12.7 7 . 5 10.1 
Status 8 . 4 1.6 5.0 7.6 3 . 0 5 . 3 
Security 3.1 2 . 5 2 .8 7.0 3 .8 5 .4 
Salary 6 . 7 9 .1 7 .9 19.6 22 . 6 21 .1 

Total 100.0 100.0 100.0 100.0 100.0 100.0 

Commentary on Table No . 8 

1. In contrast to the positive attitudes equivalent, the 

negative attitudes "sat isfaction" has by far the 

greater frequ ency. The explanation here is that the em­

ployee, as a result of l a c k of concern on the part of the 

supervisor(who personifies the company to the employee) 

f'or him as an individual , h e is dissatisfied with his job. 

It is accepted by the employee t hat he is a mere number anU. 

that his welfare is of no direct concern to the supervisor , 

who personifies the company . 

2, Another observation obtrudes at t h is level: the 

great variability in the positive and n egat ive per­

centages is directly att ributable to the interviewee's 

interpretation of his " satisfaction 11 criteria . Any oc­

currence, if it is not in keeping with the employee ' s 

definition, will b e interpreted as unsatisfactory a nd 

yielding negative self feeling. Rightly or wr ongly the 

definition of the situation affects attitudes . 

! 
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J. Since very little difference exists in the frequency 

of' "salary" in both the positive and negative se­

quences(with a respective yield of 6•7% and 9.1% 

against 19.6% and 22,61;) it is felt that sufficient 

empirical data is now available to discuss this as­

pect in greater detail. It is usually recorded as 

the source of grievance. 

a. Referring to Table No. 6 on page 6a again, it 

is noted that in the negative the 11 salary" has 

an appreciably higher frequency than the posi­

tive, which, therefore, means that "salary 11 is 

an active dissatisfaction index. In reviewing 

Table No, 7 on page 69 in conjunction with 

T able No . 8, (the interrelationship of primary 

sources) it is found that not only is this fact 

underlined, but that it readily affiliates it­

self with the indicator "company policy". In 

the positive attitudes , on the other hand, 

salary aligns itself with "promotion11 and 

"satisfaction" •. This means, therefore, that in 

the negative it is associated with unfair 

"company policies": 

i. it describes t he economic system and its 

internal structures with regard to wages 

and earnings as 11unfair 11 • 11 Company policy" 

is the employee's definition of the 

situation. 

ii. It ignores such employee characteristics 

as loyalty, craftmanship; timekeeping,etc., 

and takes no cognisance of sentimental and 

economic factors. 

b. In contrast with the foregoing i n the positive 

sequences , when "salary" was mentioned, they 

were int e rlocke d with and formed part of 

" achiev ement" - this , in fact , denotes much more 

than just money alone , because it also means a 

job satisfactorily done, This unde rscores a 

very import ant facet of employee relationships, 

b ecause to the employee thi s means progression 

through the industrial hiera rchical structural 

ladder and this is his definition of the modes of 

action to this end . 
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c. A further observation can be made in this connect ion: 

the basic reward in the industrial structure is, 

of course, economic salary or wages. From the 

viewpoint of the logic of the wage structure, 

equity in the distribution of economic rewards re­

sults when a salary scale reflects a ccurately 

differences in skill , education, experience and 

working conditions. It is important to note that 

no-where in the logic of job evaluation is ac­

count taken of social status or factors such a,s 

age , marital status or seniority. Workers would 

include these as variables in an equity definition. 

d. More specifically, there should be a relationship 

in any industrial situation between the volume of 

complaints and the d egree to which wages are ad­

versely out of line with its workers' contribution. 

Complaints are indices of maladjustments. In ef­

fect, an individual's social status represents 

what he invests in his job by way of energy contri­

bution and time and becomes a yardstick :for com­

paring his degree of reward with that o£ other 

workers . The criterion in a job is its reward . 

The respect and prestige a person receives from his 

supervisor are also rewards. The degree of energy 

and effort expended on any job is an investment or 

a contribution; the sense of responsibility a 

person develops for his work is similarly an in­

vestment. 

e . With these expanded c a tegories of rewards and in­

vestments, the interpretation of satisfaction 

goes beyond a theory of explaining the complaints 

associated with the condition o:f insecurity felt . 

It is obvious ly more complex than this. Satisfa c­

tion includes all phase s of job attitudes and 

opens up a more general theory of motivation with 

the introduction of the idea that individuals whose 

rewards are out of l ine with the ir social invest­

ments will attempt to bring these factors into line 

through behavioural responses either in the indivi­

dual or by group pressures. The variety o:f ways of 

behaving to redress the balance seems almost in­

finit e and all are aspe cts o:f the dynamics of a ction 

systems. 
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f. In an effort to a rrive at t he definitive quali­

ties of the secondary d erivations in attitude 

formation we give the following table: 

T Al:!L.h; NO • 9 

TH~ INT~kkELATIONSHIP OF 

THE S~CONDARY D~HIVATIONS 

(A percentage comparison) 

J Poaitive i Ne_ge.tive - I I 

Acceptance and Prestige 10.2 I - -I I 

Acceptance and Satisfaction 11.4 -
Acceptance and Unfairness - 2J. 7 

Sat i sf act ion and Acceptance 17.5 -
Satisfaction and prestige 8.6 -
Satisfaction and Unfairness - 19.7 

Salary and Acceptance 22.7 -
Salary and Satisfaction 19.4 22.8 

Salary and He spon sibility 10.2 . -
:::ialary and Unfairness - JJ.8 

TOTAL 100.0 I 100.0 

Commentary on Table No. 9 

1. By comparing the positive attitude sequence with the 

nega tive it is noted that " acceptance " in the positive 

is associated with i'eelings of "prestige" and "satisfaction". 

2. In the negative attitude sequence interviews "ac-

ceptance11 is most frequently associated with "un­

fairness" - a fe e ling which comes from the treatme nt of 

the supervisor or the company(rejective reaction of negative 

self feelings). 

J. It should be noted that the response of 11 unfairness 11 

did n ot appear in the positiv e self fee ling s inte~iews. 

4. The empirical dat a defines the major differences between 

the .negative att i tudes and the positiv e attitudes: 

a . the positive attitudes ' responses, viz.,prestige, 

acceptance , line of r esponsibility , the job, and 

promotion featured in approximately a third of 

the interviews. 
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b. As was noted, the percentage differences in the 

negatives are very small; and for the positives 

only a fe ,., responses could contribute towards 
11 satisfaction". Ji'rom this great variability 

the follGwing inductions can now be made: 

i. the results sho\v that there are more re­

sponses leading to job dissatisfaction 

than to satisfaction. 

ii. As a result of (i) above "satisfaction 

indicators" will have to be sought out­

side the known dissatisfying indicators. 

following up the dictum developed in item 4(b)(ia) 

above, and by superimposing the data obtained from 

Table No. 6 page 6~, substantiating inferences can now be 

produced: 

a. The responses with the greatest frequency in the 

negative sequences hardly feature in the positive 

sequences which are 11 company policy 11 and "super­

vision"; 

b. the responses with the greatest frequency in the 

positive sequences had a minor role in the nega­

tive sequences, which are "prestige", "acceptance", 

"line of responsibility", "the job", and "pro­

motion11. Hence the reason why these responses 

are now termed basic job satisfaction indicators. 

c. To be more specific in the demarcation of these 

responses, it appears that from the duration of 

attitude effects and their frequencies, that 

the three facets of the job, namely, the work 

in itself, the responsibility attached to this 

work, a nd the promotional possibilities offere d 

by the job, fonn "en bloc 11 the major indicators 

involved in producing positive job attitudes; 

d. "company policy 11 in its various forms and prac­

tices, linked with " supervision 11 , from the 

s upervisor and upwards, present the major job 

dissatisfaction indicators and can therefore 

have no influence towards positive job attitudes 

the d efinitions of 11 company policy" or the 

worke rs' attitudes are modifi ed, 
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e. In the light of the empirical data, the 

expansion of an original postulate is 

no'\v possible by st a ting that job satis­

faction indicators are those r e sponses 

which revolve around the perfomance of 

of the job, and that job dissatisfaction 

indicators concern themselves with responses 

that define job situations (bad working 

conditions, a poorly- defined company 

ploicy anct poor supervision, etc.) 

f. The evidence further leads to the following 

propositions: 

i. by changing poorly-defined company 

policies to well-defined policies; 

by changing poor supervision to 

satisfactory supervision, or even 

by establishing bett e r working 

conditions, these will NOT lead 

to positive job attitudes. 

ii.If the negative effects as outlined 

in (i) above are to be offset, it 

can b e accomplished by developing 

and sustaining thos e resp onses 

whi ch make positive job att itudes 

and they are , as was shown, 

PRESTIGE, ACCEPTANCE, LINE 0¥ 

RBSPONSIBILITY, THE JOB a nd a 

RBASONABLE OPPOKfUNITY FOR 

PROMOTION, 

---ooOoo---
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CHAPTEH 5 

INTERPHETATION OF MOTIVATIONAL EFFECTS 

ORIGINATING FROM PRIMAHY SOURCES AND 

SECONDARY DERIVATIONS 

As stated, there was a necessity to clarify the 

minds of interviewees as to what types of responses were re­

quired~ Anothe r implication is that they had to be bounded 

in time, that is, reports had to show definite "beginnings" 

and "endings". In presenting the data on the effects of 

pri11ary sources and secondary derivations, the reader should 

be aware that it is done with the ful l knowledge that these 

reports were elicited by specific questioning directed to­

ward the kind of behaviour 1vith which this study is concern­

ed: thus the limit s of content and time bind the responses. 

The responses being limited and controlled opera te a s ideal 

types r ather than actual models. At this point of the dis­

cussion attention should be focussed on another operational 

factor which imposes another limitation -namely, that of the 

subjectivity of the dat a obtained. It is realised that the 

int e rviewe e s' interpretations cannot a lwa ys be a ccepted as 

a direct conseque nce of their feelings as h a s already been 

pointed out: behaviour patterns are not governed by truth 

or falsehood or rightness or error, but values h e ld subject­

ively rnotiva t e b ehaviour wheth e r right or wrong. The direct 

statements of the interviewee is objective ly valid to explain 

his b e haviour a nd carries no connotation of its validity . 

Before proceeding it should be indicat ed that the 

1 - The crucial axis of the a pproa ch in this invest igation 

is to be found in the technique whereby the individuals 

investigated were a sked not only to v erb alise t he state 

of th~:dr morale on given issues but also to give illus­

trative exrunples of their emotions/state in a series of 

critical incidents occurring in their past working ex­

perience. It is therefore to b e appreciated that d ata 

relating to an interviewee's p ast is n ecessarily highly 

qualitative , some kind of quantification i s therefore 

necessary. 
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discussions on 11 ef1~ect S 11 will be maint ained in accordance 

with the framework of the content analysis as set out 
l 

in Appendix II, viz ., interpe rsonal relationships , 

attitudinal effects, demographic v ariables , attitudes 

towards the company, labour turnover, performance effects, 

anu other relateu responses and will be used as indicators. 

TABLE NO. 10 

PE:H.Cl!;NTAGE COhPARISON O!i' INTEJ:<.PJ!;hSONAL 

RELATIONSHIPS IN POSITI VE AND N!!;GATIVE 

SELF F'EI!-'LING Sl!;QUENCES 

Positive Attitude Negative Attitude f 

. L ong r ange 59.4 46.7 

Short rang e 4o . 6 5J.J 

TOTAL 100 .0 100.0 

Commentary on Table No . 10 

l. In spite of the fact that ma ny interviewees stated they 

<.lo not "take their jobs home" , the table shows that 

more than half actually uo so (59.4%), b ecause their re­

p0rts include as a component the effects of job attituues. 

It is interesting to not e that the interviewees who be­

longe d t 0 the higher bracket of supervisory personnel , re­

t urned 38% in the long range positive self f eel ing sequence 

as compared to 28% in the negative
2
self feeling sequence . 

The inference shown of these results is that managerial 

personnel( to which the supervisory categories naturally 

belong ) are more apt to allow their job att i tudes to inter­

fe re with interpersonal relationships than those who are 

scaleu lower Jown in the su pervisory field . 

2 . The distinctdifference in the frequency of effects between 

the positive and n egative ( 59 .4rjo compared with 46. 7~b ) 

points to the fact that the degree to ivhich a person allows 

his feelings about his job to spill over into his inter­

personal relation ships is more a function of the social 

dynamics of the job(supervisory) situation than of the 

individual himse lf , particularly, if he is placed on the 

higher l evels of the managerial hie rarchy . 

1 -

2 . -

'' Interpersonal" is here - take-ntomean-·tl:i._e _ free --a nd un­
controlled influ ence exercised by one idividu al on 
another in a spontaneous pattern of verbal anll. social 
interact ion. 

Gathered from empirical data but not s hown in t ables . 
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J. Theconsistent, but not very significant tend ency, for 

the long range sequences to includ e effects on inter­

personal r elationships more frequently,(59.4% against 

46.7%) than the sh ort sequences, (4o.6% against 53 .3%) 

indicates that positive self f eelings towards the job 

more readily affects interpersonal relationships than the 

negative self :fe ~lings. 'fhis as_.)ect, naturally, acc e ntuates 

the role of the sup e rvisory function in industry. 

4. Having dealt with int erpersonal relationships above , 

it is n ecessary to discuss the attitudinal effects as 

they a r e perceived :from the empirical data further. It is 

therefore n e cessary to compil e the table given b e low. 

TABLE NO. 11 

PEH.CENTAGB CO:t-'IPAi.USON OF HOTI.Y_h.TIONAL 

~FFBCT~ IN THE POSITIVE AND NEGATIVE 

SELF F~BLING SEQUENCES 

Positive Negative 
Self feeling Self f eeling 

Towa rds the company 41.6 33.1 

Towa rd s the job 16.8 1 7 .4 

Towards security 8.1 6 .8 

Towards confidence I 28 . 8 7 . 8 

Towards personal relationships 4.7 J4.9 
' 
I 100.0 100.0 
' 

Commentary ·on Table No. 11 

1. There is a distinct difference between the motivatibnal 

effects manifested in the positive self fe e ling and 

those in the negative s0lf f eeling. This leads to the 

following observ a tions: 

a. the b e neficial influence of positive self f eel­

ings about the j ob is extended to the persons 

att itudes towards the company, via t h e supervisory 

function, a nd 

b. even towards increased self-confidence , as a 

re sult of the role of 11 accept ance 11 in the work 

situation . (Cf. Table No .8, p . 67) 

2 . The metivatiorulieffects detailed in (1) above, c oupl e d 

with t he increase of positive f eeling about the job, 

are more noticeable in the long range sequences. 

I 

I 
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J. The motivational effects in the negative self feelings 

are external to the person himself, that is, they are 

situational, and here too, as with performance effects, 

we can compare positive s~tisfaction with necative dis­

satisfaction. The results presenteLl in this table are a 

further extension fror,l the conclusion drawn on the vrevious 

f'inJ.ing that for positive self feelings, the specific atti­

tude towards the job is likely to persist beyond the im­

mediate time span of the incident . 

4 . The resultant permanent motivation& ef'fectsare signifi­

cantly greater in the positive self feelings(59.4% 

against 46 • 7% )1. 

With regan.l to demographic variables which operate in 

this study, we confine ourselves to the following observa­

tions: with the two exceptions of "line of responsibility" 

and "the job", there was essentially no J.ifference in the 

weighting of effects produced by various responses. It is 

a fundamental conclusion arrived at in this study that 

responses are not equal in produ~g positive or negative 

self feelings, but IF n. pen1anent attitulle is prouuce~ 

any response it is likely to prouuce an equally permanent 

effect . 

In conclusion, to ascertain the role- effect ofmo~ivati~n 

in an industrial environment 1vhich has a definable hierarchi­

cal ladder of supe rvision, the interviewees were asked to in­

dicate, where possible, whethe r u e finite events which can be 

Liistinctly Jemarcated affected their fe e lings towa rds the 

company . The r e sults ohtained in this surve y followq .• 

TABL~ NO . 12 

li .. ;spoNSR CHANGES AS .EJG>l:E:::>SED BY THE INTEH.VIEWEES 

TOWARDS THE CONPANY I N .PO:::>ITIVE AND NEGATIVE 

SELF FJ£ELING SEQU.C:NCE:::> RESULTING FhOH OUT­

STANDING INCIDENTS ·,_·~s A PERCENTAGE COMPAHISON 

Positiv.e Neg ative 
Self f eeling Self f eeling 

Long range s e quences 52 , J 69.0 

Short range s e quences 47 . 7 Jl . O 

TOTJ.'\L 100.0 100.0 

J - Cf. Table No. 10 
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Commentary on Table No , 12 

1. In both the long and short rang8 sequences approximately 

half of the interviewees (52.3'}.) and 47 . 7~~) stated that 

one outstanding incidunt aroused a more positive feeling 

towards the company. 

2. Arising from (1) above, this sizeable percentage in both 

the negativ e and positive self feeling attitudes argues 

that any company may expect the de~ree of loyalty it gets to 

vary in direct proportion with the degree of ,job satisfaction 

its employees feel . This is also borne out by the fact that 

the relationship between ''job attitude" and 11 attitude towards 

the company" is greater in positive self feelings than in 

negative self feelings(Cf, Table No . 11 , page 75) 

3. As a result of the fact that a large number of negat iv~ 

sequences revolve around "company policy ',1 , it r einforces 

~he propositional statement that job attitudes are activat­

·ing forces in forming attitudes about the company. 

4 . Table No. 12 on page 76 shows furthermore that posit i ve 

attitudes generate more influence than negative ones (52.3% 
against 47 . 7% and 47 . 7% against 31%) . 

5. As an obvious con sequence of "attitudes towards the cam­

p any" we have the relat ion ship between positive and negative 

self feelings which is set out in the table hereunder: 

TABLE NO. l .J 

PERCENTAGE CO~~ARISON OF THE EFFECTS OF 

COMPANY POLICY IN POSITIVE A ND 

NEGATIV.E SELF FEELING SEQUENCES 

Long range sequ ences 

Short ran ge sequences 

T..OTAL 

Commentary on Table No . 13 

i 

! 

Fositive 

80.0 

20 ,0 

100 . 0 

I 
i 
! 

i 

Negative 

74.6 
25 .. 4 

100,0 

1. Significant is the fac t that the negative self feeling 

frequency is three times g rea t e r (74.6% against 25.4%) 
for long range than it is for the short range , which means: 

three times l ess resignations(separations) result from s hort 

range sequenc es . 

2. Thu s i n the n egative long range sequence 74.6'/o as s ho1-.rn 

a bove in Table No. 13 of the interviewees h ave already 

withdrawn from the job, perhaps not physically as 
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such yet, but it can be assumed that their performance efforts 

will be in a direct r~lationship to the motivat.ional. effects 

felt. 

J. It falls largely outside the scope of this study to assess the 

effects of positive job attitudes in increasing the commitment 

of an individual to his job, but this aspect is mentioned in 80~ 

of the positive sequences and only from interviewees who had offers 

of jobs with promotional possibilities elsewhere. 

4 . By combining items (1) and (J) above, the data obtained under­

lines the propositional statement that negative self feelings 

are potent factors in l abour turn over. 

5. Interlocked with and as a r esult of item (4) above, the inter­

viewees' assessments of perfnnnance effects reveal two out­

standing variables in t erms of productivity: 

a. subconsciously all interviewees arrived at a standard 

norm of task performances per d a y and were able to stnte 

that prnuuctivity rose beyond standard norms in a state 

of the positive self feelings and, conversely that pro ­

duction and output below operate when they are in a condi­

t ion ~negative self feeling. It follows from (5) above 

that if various indicators are associated with positive 

self feelings, these indicat ors indicate 11 at the norm 11 

product i on level a nd " above the norm", and conversely if 

any indicator is associated with negat i ve self feelings 

then it is associated with "lower than the norm 11 product­

ivity level. We have shown in previous sections that 

c e rtain indicators are associated with positive and others 

with negative self feelings(page 70) and that the finding 

in this section reinforces the p revious hypotheses. The 

proof of association between positive and negative indi­

cators and high and low productivity is thus, not direct, 

but logically inferential for the data. 

b. The other variability noted was the wide disparity re-

garding specificity. Some reports d e scribed the per-

fonnanc e accurately, even in assessing the volume and 

the rate in which the task was performed . In other 

cases though no exact d e tail could be given , int erviewees 

stated that they could perform with "more enthusiasm". 

To ascertain the eff'ects of performance a nd productivity 

the table on page 79 was compiled ±'rom the data to in­

dicate the performance effects in the positive and 

negative self feeling sequences . 
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TABLE NO. 14 

P~lWENTAGE CO.lviPARISON OF THE PERFORMANCE ~FFECT::> 

IN THE POSITIVE AL'ID ThE NEGATIVE 

SELF FEELING SEQUENCES 

I 
! 

Po sit ive Negative 

Long range sequence ! 69.8 54.8 

Short r ange sequence 30 . 2 45 . 2 

TOTAL 100 . 0 1 00 . 0 

Comment ary on Table No . 14 

1. It can be noted that 7 out of every 10 positive sequences re­

volve an improvement in performance due to an improvement in 

attitude towards the job.(69 . 8%) 

2. The differe nce in the long and short range s equences is 

accounted for by the fact that the long range sequences have 

job perfo rmance effects and these effect s due to the attitudes, 

which are more lasting, have a greater tendency to affect job 

performance. 

J. The negative s e quenc e s have job performance effects as well, 

but these are appreciably less than t h e high sequence percen­

tages. The reason for this is in the fact t hat in spite of having 

negative self feelings about a job(or cor:1pany) r e lationships are 

not severed b e cause of the weight of other unnamed f actors which 

appear in combinations with 11 pe rformance effects 11
• These unnamed 

factors could be domestic commitments, familial ties, etc. ,lying 

in the external system which are not attributable to job p e rform-

ances. 

4. Emerging from the data the following inferences can now be 

drawn and set up as prop osi tional statements: 

a . Attitude towards the job plays a very important part in 

its manner of execution. During the $rvey · 81% of 

the interviewees stated that they expected improve d 

quantitative performances resulting from improved 

attitudinal approaches . The conv erse effects can there­

fore be expected as well, name ly, a decrease in perform­

ance can be credited to a negative self feeling towards 

the job. 

b. The tendency for eventual attitudes to have any effect 
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on performance was greater for favourable attitudes. Un­

favourable attitudes, being much less affected, had, in 

fact, a ratio of 1.4 to 11. This, therefore, means that 

positive self feelings are more potent in producing effects 

than negative self feelings. 

c. These results further strengthen the propositional state­

ment that positive self feeling revolves around the job and 

the manner in which it is executed, whereas the negative 

self f e eling revolves around factors extraneous to the con­

texual components of the job. 

It should be noted that a portion of the negative self 

feelings, in fact, have a bearing on the job as well as that 

they exert influe nce on wo rk performance . However, t ho atti­

tudinal pattern on which the p ropos it ion statem~nt is based, 

is set by the positive self feeling which approximately had 

a two-to-one numerical majority. 

d. The correlation charact e ristic of direct relationship be­

tween attitude and productivity has been noted in other 
1 studies as well • The findings of this investigation re-

inforce the concept that the degree of relationshi p is more 

dependent upon that component of attitude related to the 

positive self feelings of employees than the components re­

lated to the f ormation of n egat ive self feelings of employ­

ees . Fro1n the data therefore, it would appear that a posi­

tive relationship between pen1anent attitude and pr~ductivity 

will only come from that segment of the attitude facet which 

stimulates a nd regulates job "satisfaction indicators" (p. i/1) . 

5. In conclusion, the following two postulat e s can now be framed as 

they present themselves frol:l the data: 

a . Attitude towards the job is a cardinal factor in any work 

situation and is functionally rel a ted to any adjustments 

necessary for the execution of that job. It therefore ap­

pears t hat job att itudes directly influence the volume of 

productivity, and should, if properly appl ied and maintain­

ed, generate a stabilised and contented work force . 

b. The the ory developed in t he Introduction( p .l3),nrunely ,that 

the work situation contains " sat isfiers 11 and 11 dissat isfiers 11 

is now sho'Wn to be c:).osely int~rlocked with and is 

d efinitive of both quantitative a nd qualitative differences 

in the volume of production. 

1 -MAYO, Elton: The Human Problems of an Industrial Civilisation, 
N.Y. ,NcMilla n, 1933. 
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CHAPTER 6 

COMPARISON BETWEEN POSITIVE AND NEGATIVE SELF 

FEELINGS AND E~ALUATION OF THE DISTRIBUTION 

OF EFFECTS IN THE GROliP 

It would have been possible to divide the group 

inte rviewed alon g social dimensions as: 

i. occupational status, 

ii . level in promotional hierarchical structure, 

iii. educational level, 

iv. age , 

but the numbers in the individual groups would have become 

progressively smaller a nd extreme difficulties would have 

arisen in cross-checking more than one variable at a time . 

For example: in spite of the fact that underground supervisory 

personnel could easily have compared with African supervisory 

personnel , an attempt to compare young shiftbosses with 

young personnel officers, especially if educational levels 

had to b e introduced as a factor as well , would have reduced 

numbers in the categories to a statistically unsatisfact ory 

state . The approach , therefore, is channelled so that analysis 

is confined to the investigation of these variables as single 

units; this l e ads to tentative conclusions gleaned from the 

interviews in which individual characteristics are related 

to sequences of events . 

A. 'IlHE EV ALUA'riON: OF RESPONSES IN THE 

POSITIVE SELF FEELING SEQUENCES 

The frequency of primary responses as shown in 

Table No . 6, page 62, show three characteristic classes: 

a . In the first the elements are interwoven in a pat­

tern, which, partially, agrees with some of the 
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findings recorded by Herzberg, Hausner, Peterson 

and Capwe111 • This investigation sho·ws that 

''acceptance" was cited more frequently by persons 

with a high education than by those with a lower 

educational standard. 

b , In addition it was found that interviewees who 

had achieved a high status in their respective 

fields cited "acceptance" and "prestige" more fre­

quently than those in lower graded jobs. 

c. l''inally, persons 1vho were older cited "prestige'' 

more often than younger interviewees. !<' rom this 

statement it can be deduced that age and attained 

status may be related; and it is also probable 

that education and age are inversely rel a ted. 

The authors of JOB A1~ITUDES, HEVIEW OF HESEARCH 

AND OPINION2 collated many demographic studies 

of morale (attitude towards the job, was the 

phrase used throughout this investiga tion) and 

show that the highest morale was found in older 

age groups, in groups who were high in occupa tional 

level, and, to a l esser extent in groups high in 

education. It is interesting to note that the 

groups, who were adjudged high in morale in Herz­

berg's and his co-authors' survey, should coincide 

with the group in this investigation who attached 

the most value to job,- attitude responses, 

The reasons why g roup s in knvest igatiens I and II 

however unrelated, r eact e d identicaLly, may b e 

.explained as follows: 

a . the leve l of the " satisfaction indicat ors" found by 

these interviewees may not h e more frequent than 

tho se experi&nced by other interviewees who h ave 

produced stress in other indicators , but as a 

r esult of thei r higher status react more positively 

to them; 

b~ another explanation ma y be found in that these inter­

viewees were topographically so placed in the in­

dustrial hierarchy that the " satisfaction i ndica ­

tors" were present to a greater extent than those 

1- Herzberg, F . ,Mausner, B. ,Peterson ,R. , Capwell ,D. ,Job atti­
tudes, Review of Research and Opinion, Psychological 
Service of Pittsburgh, 1957. 

2- Herzberg, F , ,:tv!ausne r, B . ,Pe terson,!<. ., D.Capwell,op . cit . 
pp. J4 - 108 
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experienced by other interviewees. The assumption 

is that dissatisfaction decreases as one ascends a 

hierarchy. 

c. The fact that they were in more responsible jobs, 

thus calling for the exercising of greater skills, 

afforded better opportunities to render ereater ac­

complishments from which they coulLi extrc.:.ct subject-

ive values of a positive type. The area of possi-

bility is wider. The assumption is that as this 

widens satisfaction, positive self fe eling increases . 

d. The empirical dnt a from this investigation pre sent ed 

thus far indicates that items a, b , and c, although 

appearing in isolated units here and being thus un­

grouped, are, in fact, interrelated and h ave recip­

rocal influences on e a ch other in as much as that 

interview reports show that all three reasons are 

operative, b~t a lso accept the f ac t that throughout 

the range of occupations external influences exist 

to the extent to which satisfying conditions relate 

to the job . 

The int e rviewees selected for this investigation 

were all in jobs which by definition showed some possibility 

for individual initiative in the work situation. 

B. J:!;V ALUATION UF hl!;::iPON~L~ IN THE NEGATIVE 

S~LF FEELING SbQUENCE 

When the frequency with which any of the primary re­

sponses or secondary d eriv a tions in t errns of their e ffects on 

the major demo graphic variables were compared, the f'ollowing 

conditions, which were found in Table 6 : 

additional explanation: 

pae;e 62 serve as 

a. In the evaluation of negative self feeling condit­

ions consistent differences could be traced1 , a nd 

this was found consistently throughout - i~naterial 

of the fact whether the interviewee was an under-

ground supervisor, an engineer or an African in an 

advanced position (thus also a 

1 - By referring to Table No . · 6 on page bZ these diffe rences 
are clearly statistically observable by comparing the 
averages for both the short and long ranges. 



supervisor) or whether he was educated, old or young -

in other words, the same kj ''.ds of objective situations, 

irrespective of personalities or job statuses, led to 

negative self feeling attitudes about the job. 

b. The evaluation of the secondary derivations also exhib­

ited the same trend, though not so pronounced as in the 

case of primary conditions, leading to the same kinds of 
effects. 

The findings, revealed by the two ei'fect s rnent ioned 

above, underscore the propositional st a tement expressed earlier in 

this investigation, namely, that "dissatisfaction indicators", im­

material of the fact that they appear diff'erently in different job 

situations, have the same effects and are to be seen as latent com­

ponents to negative self feelings about the job and to appear with 

a high probable frequency. 

In further evaluation of the responses in the negative 

self feeling conditions, ::noth8r c..spect i s n .:v-.;aled in th0 c<!.us~l 

chain of attitude formations , namely, n. consist~nt f...:eling of 

"unfairness" reported by young highly trained interviewees. 

In their descriptions of the job, or certain characteristic phase s 

of it, they cite this feeling of "unfairness" in r elation to be­

ing co~pelled to perform certain menial tasks or to be restricted 

to unnecessary repetitive trivial chores in training programmes 

which are incompatible with their academic achievements . To them , 

their educational standards at present were valueless unless spec­

i al compensatory measure s "\vere introduced in the programme to at­

tract other graduates instead of confining itself to the less edu­

cated workmen. 

The inference · t ·o. be drawn from the data in this con­

nection i s therefore: if there is a problem related to the job in 

an industrial concern, this does not mean that this type of problem 

is connected with a particular type or rank of employee , Nor is 

it evident of a certain category of workme n to respond negatively 

to any company policy and thus develop, as a result of this a n ega-

t i ve self fe e ling attitude as a g roup. For example: according 

to the d ata obtained here, it cannot be assumed that,since a cer­

tain group of employees, belonging to a spec ific nationality, and 

who work t ogether, c ert a in established work rules or methods will, 

as a result of this specific ethnic or n a tionality group, be chal­

l enged or f lout ed, There is no specific African, European , Lng­

lish, Afri.kaans , etc ., group attitude . The attitude s a nd feeling 

s t ates are related to the job orientation and not to ethnic or 

n a tiona lity f a ctors. 
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C. A DE.TAIL~D ANALYSIS OF THE GH.OUPS 

OF l!;lvlPLOYbj!;S IN THE G1WUP 

To arrive at valid deductions gleaned from the tables 

presented to this point, a composite table, embracing all 

the information was constructed and is set out as Table 15 A. 

following: in addition, the data is broken down into comp on­

ent sub-groups. 

The composite table includes the positive and neg­

ative self fee lings previously set out separat e ly. This en­

ables u s to: 

a. compare t he r anking of the individual g roups with 

regard to their positive and negative self feelings; 

b. to establish relationships which may e xist between 

the s e group s ; 

c. to assess, if possible , the roles of the primary 

source s and secondary d e rivations in the job 

situation; 

d. to expose outstanding differences which may e xist 

between the v arious groups in the ~nvestigat~on. 

D. lVlli'THODOLOGY .1:!,;~1PLOYEiJ l'"'O.rl TH~ 

COMPILATION OF TABLE 15A 

Since the Chi Squ a r e test o f significance is only 

conce rned with t he "Total Average E.'uropean" a nd the "Total 

Average African11 columns (i. e . the four extren1e right hand 

columns o f Table 1.5A ) t h e me thodology employed in arriving 

at the percen tages detailed in the Table is for exampl.e: 

a . The av erage .b-uropean Positive responses for " pres­

tige'' were 646 out of a total of 40621 , which , 

when converted to a per cent age came to 15 . 9% 

b. The av erage E.'uropean Negative responses for " pres­

tige 11 were 34.5 out of a total of 4o62, which, when 

conve rt ed to a p e rcentage come to 8.5%. 

c , The average African Posit ive r esponses f or "pres­

tige" were 410 out of a total of 4062 , which, when 

convert e d t o a percentage came to 10,1%. 

d . The average African Negativ e response s for "pres­

tige" we r e 138 out of a to tal of 4062 , which, when 

converted to a p ercentage came to 3 .4~ . 

The same methodol ogy was employed for the remainde r of t~e table . 
- ._ f • • p 

1 - Refer tn page 41 f or the compilation of these stat istics . 



- 86 -

TABLE NO. 1~ .A 

COMPOSITE TABLE1 SHOWING POSITIVE AJ:m NEGATIVE 

SELF FEELING RESPONSES OF FIVE GROUPS INTERVIEWED 

4062 Respons e Distributions 

(A Percentage Comparison) 

'E i Eu ' uropean · ropean European European ! European /African 

~~Jumber Total \ Total ] . 
~interview N=30 N=24 __ N=' lO _N~~-- N=78 N=36 

I PR]}1f.,RY ! Unde;gr. Surface Personnel Engineers European African I I SOURCE ! Supervis Supervis. Officers Supervis. Supervis. I 
INDICATORS! Ave.; Ave. · Ave. jAve. ! Posj Neg j Pos1 Neg .

1 

Pos. Neg. Pos.,Neg.; Pos.,Neg. Pos. !Neg. 

~ l - ~ . I . - · . -~- i 
Prestige il4.41 9.4:15.8 1 7.7 t16.8 6.7 16.710.1 15.91 8. tl0.1, 3.4 
Accept j16.8ll 6.2,14.4j 5.7 jl7.8 5,6 18.2 5.8 16.8j 5.~ 11.1Jll.6 
Responsib ;11.5 2.2 13.8l 3.8 8.9 3.3 14.0 4.7 12.31 3.~ 5.5! 8.9 
Job l1e.4l 6.2116.8 8.6 12.8 8.3 I 13.1 6.3 15.3 7.~ 8.91 2.9 
Promot. I 8.7, 4.2110.9,. 4.3 13.8 6.7 8.4 3.7 10.5 4.~ 18.3110.4 
Salary 9.6 12.1 10.811.5 112.9 12.2 10.7 10.5 .

1 

11.0 11.61 15.9i 6.9 
Satisfact /3.8 6.7 5.9 j 7.7 1 4.5 3.3 4.7 4.2 4.7: 5.51 7.7)2.9 
Status , 3.8 2.1 3.01 1.9 4.0 3.9 L~.2 3.2! 3.7j 2.8; 6.4! 7.9 

*I.P.R.S1ip j 2.9 6.2 L6 r 7.7 3.5 9.4

1

1.9 8.4, 2.5l 7.9! /+- 8 112.4 
*I.P.R.Sub ! 2.4 0.5 2.01 0.5 , 1.0 1.1 1.9 2.1 1.8; 1.1; 1.71 0.4 
Co.Po1icy I 1.9 21.6 1.5!19.6 I 1.0 21.1 1 1.4 18.9 1.4! 20.3i 1.5 5.8 
Supervis 

1 

1.4 13.5 1.0 .10.0 1 1.0 10.0 · 1.9114.7 1.31 12.lj 1.7!16.3 
Cond/work 1.0 5.2, 0.51' 7.2! 0.5 3.9 1.4, 4.2 0.8j 5.11 0. 9) 3.9 
Pers.Life . 1.0 2 .. 2 1.0 2.8 I 0.5 3.9 0.51 2.1 0.7i 2.7: 1.2 ! 2.4 
Security j 1.01 1.1

1

1 0.51 0.5 i 0.5 o.6 1 0.5; 1.1 o.6l 0.8! 3.6! 2.4 
'I>Jorkmates i 1.4-~ 0.6 0.51 0.5j 0.5 0.0 I 0.51 0 .0 0.7; 0.2 ; 0.71 1.5 

T_otal ~ -~o~l;_-;;~+;~;~ 11 100 jloo-r-~t~9ol~ 1oo~ 1oo! 1oot;~ 
SECONDAR~ : I ' I I i : i 
DERIVATION I I I I . ! I 

- I ?D IQ3-!0RS I - --·---+-----t ----~'--·---1-----t -·--· +------ -·-·- I ----+ ·--1-~ I . ~ I i . ; 
Accept !19. 9 16.9 18.0 20. 9 25.4 117.4 22.7114.1 21 . 5!' 17. 3j14. 6 ! 9.5 
Prestige (20.8 20.0 19.4j17.9 /18.6 

1
15.9 19.615.6

1 

19.6 17.4~·27.7!25.5 
Satisfact 15. 3 24. 6 13.7j23.9 14.6 j23. 4 12 .1j 27.3 13.91 24.8 8.6]30.4 
Promotion 2.1 0. 8 2.91 0. 7 2 .2 

1

. 1.5 1.71 1.6j 2. 3, 1.2 1 5.2! 3.7 
Responsib 13.4 5.4

1

'15 . 5 3.8 9.3 3. 0 12. 0 3.9 12. 6
1 

4 . 0! 6.9/ 1.7 
Grp . Feel 1.2, 0.8 1.8 0.7 1.5 , 0.7 0. 8 1.6j 1.31 0.9! 5.5

1 
2.4 

Job 1.:1 .• 5 10.0!12.9 8. 9 11.2

1

11.3 14.61 7.81 13.3 9.5, 7.9 i 4.0 
Status 7.2 7.7 7.2 8.3 5.6 5.7 6.8 7.01 6.71 7.2 9. 5: 5. 8 
Security±1.4 3.11 2.1 6. 0 2.7fia9.0 l 3.5 10.21 2.4 7.1! 5.0! 9.6 
Sal ary 4.2 10.7 6.5. 8.9 8.9 12.1 6.2 10.9i 6.4j 10.61 9.1 / 7.4 

1 
T~tai___ _ - ~oo _ 1oo 1oGt-ioo 100 1oo_ 100 1001 1ooj 1~1oo l1oo 
* I.P.R.Sup. = Interpersonal Relations (Superior) 

I.P.R.Sub. = Interpersonal Relations (Subordinate) 
1- All p8:r<c~riifages · s howrt in til~ -last ·4 c·olumns a re statist\cal­

'ly signif'1·c a nt at t he· • 01 · l~=!Vel of' confidence. Cf . p. 87 
for Chi Square Test. 
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TESTING THE DATA P~SENTBD IN TABLE 15A 

In applying the Null Hypothesis there should be no 

significant difference between positive European values and 

positive A:frican values a n d no significant difference between 

negative liuropean values and negative African values when 

these are corapared. Any significance would be due to chance . 

The data presented in Tab l e 15A can now be proven statistically 

by cpplying the Chi Square Test of Significance. 

The formula is: 

whe re 11 fo" is observed frequency, 11 ft" the corresponding 

theoretical frequency and Z tneans the sum of . 

POSITIVE VALVES 

r· Indicators l AfricansT 
I 

.I!,'uropeans i 
I 

fo ft 
I 

jfo-ft 
2 . 2 

I 

J< fo-ft) : (for!"') 1 

! : ... :----------i---------J'-----------:----~----.......j...------1 

I 
I 
I 
i 

Prestige 

Acceptance 

Responsibility 

J-ob 

Promotion 

Salary 

Indicators 

Prestige 

Acceptance 

Re sponsibi1i ty 

Job 

Promotion 

Salary 

I 

I 
I 
' 
I 
I 

I 
! 

! 
i 

I 
I 
! 

10.1 15 . 9 - 5 . 8 

11 . 1 16.8 -5.7 

5.5 12 . 3 -6.8 

8.9 15 . 3 -6 . 4 

18 . 3 10 . 5 7.8 

15 . 9 11 . 0 4 . 9 

NEGATIVE VALU~S 

Africans l E-uropeans I 
fo l ft Jfo-ft 

I t 3 . 4 8 . 5 ; -5 .1 
I 

I I 11 . 6 5 . 8 5 . 8 

I 8 . 9 3.5 5 . 4 I 

2.9 I 7 . 4 I -4 . 5 
I 

I 
10 . 4 I 4 . 7 I 5 . 7 

i 

6.9 ! 11.6 I 4 . 7 

33.6 I 2 . 11 
I 

32.5 I 1.93 

46.2 I 3 . 75 
I 

40.1 I 2.62 

60 . 8 I 5.79 

24 . 0 I 
I 

2 . 18 

i18 . 38 

I 
2 I ? ' 

( fo-ft) ( fo-ft) ~ 
ft 

I 
! 26 . 01 3 . 0 5 
' 

33 . 6 5.79 

29.16 8 . 33 

I 20 .25 2. 73 
I 32.5 6.91 I 

' 22.1 1.90 
! 28 . 7 1 
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Th~ degrees of freedom are arrived at by multiplying 

the number of columns, in this case two (i.e. Europeans a nd 

Africans) minus one, by the number of rows, (six), minus one: 

viz (Number of columns minus one) X (Number of rows minus one) 

= ( 2 L.) X ( 6 1 ) 

= 5 

Therefore, according to the table of Chi Square Values
1 

given 

on p.237 of Mental TBsting these awounts for positive values 

(18.38) and negative values (28.71) are both in excess of 

15.086 required to give the .01 level of confidence. 

Thus the Null Hypothesis stated above can be rejected 

at the .01 level of confidence, and it may be stated that 

there is a significant difference2between the African and the 

European with r eference to prestige, acceptance, responsibility, 

job, promotion and salary, as shown in Table 15A, 

1- GOODENOUGH, F.L.: Mental Testing, Rinehart & Co.,N.Y. 6th 

printing 1960. ~lent ion should be made regarding the 

application of the Chi Square to this Table. Goodenough 

states: "It shc.uld be noted that the Chi Square is not 

a measure of the extent of the difference between two 

groups but only the degree of assurance with which one 

may state that some exists . 11 The same principles are 

also expounded by DIXON and Massey in Introduction to 

Statistical A.nalysis , chapter 13 and by Walker & Lev. 

in Statistical Inference, chapter 4. 

2 - The writer gratefully acknowledges assistance he received 

from Prof . A. Reitsma , University of the Orange Free 

state., · The guidance in the compilation of the Chi 

Square Test's tables was of great help. 
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TABLE NO . 1 5 B (I) 

THE RANK ORDER OF POSITIVE SELF FEELING RESPONSES 

OVER 10% OF THE F DJE GROUPS INTERVIEWED 

Number -- ~;~:n · ~::~~ 1-E;:P:: t ::~ll,an I ::~: i :r:c:: 
interviewed · ' 

PRIMARY Under- Surface Personnel Engineer Average Supel'-
SOURCE ground Super- Officers Total visors 
I ND ICATORS Super- visors I 
IN RANK visors I 
ORDER 

1 

2 

3 

4 

5 

6 

Job Job tccept . 

Accept . Prestige Presti ge 

Prestige Accept . Promot . 

Respons . Respons . Sala~ 

Promot . Job 
I 

Sala~ I 
-----+--

--+--- - --r-SECONDARY 
DERI VAT I ON 
ll'-JDICATORS 
IN RANT\ 
ORDER 

1 

2 

3 

4 

5 

' Pre stige Prestige Accept. 
I 

Accept . Accept. !Prestige 
I 

Satisf. Re spons . Satisf. 

Job 1 Satisf. Job 
i 

R.espons . i Job 

' 

.Accept. ~ccept. promotion 

! i 
Prestige !Prestige palary 

Responsib ~Job ~ccept. 
Job ~espons. ~stige 

Salary /salary ! 

- - ··- .-- ~~~-m~~-· .. _J __ _ 
i 
I 

• 

I 

I Accept . 

I Prestige 

!Accept. 

' Pr e stige 

Satisf. 

! 

!Prestige 
1 
i 
!Accept. 
I 

I 
Job 

Satisf. Job 

Respons. nespons. 
I ·- -- ·----- ___.___ . __ _j _______ __. __ I 
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TABLE NO. 15 B (II) 

THE R..l\NX ORDER OF llEGAT IVE SELF FEELJNG R~SPON3ES 

OVER 1~ OF THE FIVE GROUPS JNTERVIE~TED 

:~uropean furopean f European j European! European II Mri~an ---~ 
1

Number , N = 30 , N = 24 I N = 10 I N-:--i4-~·--ti = 78 . N = 36 
intervievredL _____ J__ -+- _ ----I--
PRIMARY ! Under- !Surface · Personnel: Engineer ! Average !' Supe r - 1 
SOURCE I gr ound Super- Officers I' Total I visors ~ 
INDICATORS , Super- visors 

; 1N RANI\ : visors I , 

ORDER : 
--~--------~-------r----

1 I Co. Pol. * Co. Pol. Co. Pol. Co. Pol. Co. Pol. I Supe rvis . I 
2 Supervis Salar y , Salary I Supervis Supervis I. P .R .Sup . •i 
3 Salary I Supervis / Supervis · Salarv Salary 1 Accept . 

t-S-E-C ~_01_m_AR_Y-+- -~ __ -+-=-----~ -· ::__-l
1 

~-·~-~ige . =-----1 Promotion~ 
~~~ I I' 

l
oomM~ , 
:rn RAW.\ I, ., I 

l ORDER 

Satisf. Sstisf. I Satisf. Satisf. 1 Satisf. 

Prestige Acce-pt . I Accept . . Prestige : Prestige 
I · I I ' I 

Presti ge Prestige I Accept. 1· Accept. 

Salary I Salary l Sal a ry 

2 

3 Accept . 

4 Sal ary 

l Saticf . 
I 

I Prestige 

I 
I 

5 Job Job 
I I 

j Securi~v._l.;----~--~--------~ 

Co. Pol . = Company Policy. 

I .P .~ .Sup . = Interpersonal Relations (Superior) 
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CO~~lliNTArtY ON TABLES 15A, L5B(I) and 15B(II) PP.86,89,90 

1, This composite table is constructed to include the most 

important data concerning five groups of interviewees, 

viz., underground supervisors, surface plant supervisors , 

personnel officers, engineers and African supervisors, 

the total comprising the 114 persons under analysis and 

their responses. In returning to one of the most sig­

nificant terms of reference of this investigation, namely, 

to ascertain the components of ~uropean and African mo­

tivational patterns, it is found that the first four 

groups in this table , who are all ~uropeans, show only 

slight difference s in the indicator levels for positive 

or negat ive self feeling s, but that the last group , the 

African supervisors, sho,.,. a wider range of difference . 

This becomes oor e apparent by taking Table 15B in con­

junction with Table 15A where the percentages are now 

transcribed into "Average .rlesponses" . 

Here is a typical e xample of where the internal 

system , as a result of challenges from segments of the 

society, is seeking to readjust itself. On the Coppe r­

belt of Zambia, therefore, the stratificatory aspirations 

sparked off by motivation on the part of the African, 

have been brought to a successful conclusion save for 

the fact that the implimentation still displays what we 

choose to term, r esidual uncertainties due to the status 

conflict situation of the African in the total system. 

The position now, as we have endeavoured to show, is 

that there is a resistance to allow a social system, 

which is acknowledged and accepted by one segment of the 

society, to become a permanent readjustment yielding 

an equilibriulli of equ ality or identity of the two ethnic 

groups. :ilesistance froil1 a group losing a privelege 

of course, the r eaction to be expected . Giddings1 , 

menting on the r eactions to restore a pre-existing 

social equilibrium , states that the mo st e l ement ary 

similarities of behaviour are "habits of toleration" . 

is, 

com-

This, by implication, can mean, that the African , taken 

from his customary cultural environme nt, enters a n e w 

social system where motivation and conflict can b e pre­

dicted. This equilibrium st age , while developing , has 

not y et bee n reached and the immediate situation is 

1 - BA.rtN:BS , H. E. : Introduction to the History of Sociology , 
p. 747 
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that of cultural-personal strain on both groups, but 

particularly on the African. 

In reviewing Table 15B , which is a summary of 

all the indicators yielding a frequency of lO% and 

higher, we find the following manifestations exhibited: 

a. In the Total Average we find in Table 15B, in 

rank order, that "acceptance 11 for the Europeans 

and 11 promotion11 for the Africans, enjoy the 

top rating, and that "prestige" and 11 salary" 

are respectively accorded second place in the 

positve self feeling responses. The above dif­

ference in the preferential rank order we ighting 

can easily be traced in its Copperbelt con~ 

text: the b'uropean :tvline¥.0 rkers' Union had con­

stantly reiterated that it had no obj ection to 

the promotion of Africans to European-held 

jobs provided they receive equal pay and all 

the conditions of ser~ice given the Europeans . 

Towards the latter part of the discussions on 

African Advancement this attitude was modified 

in as much as that the European Unaon then in­

sisted that there should be no fragmentation 

of ~u.ropean-held jobs. The African Union, on 

hearing of the change in the defence, immediate­

ly took not e of the implications and made it 

clear that, in the circumstances prevailing at 

the time, they regarded this reactionary attitude 

of the ~u.ropean Union as one which effectively 

maintains a bar to their future progress. ·In 

view of these underlying conditions it must 

therefore be expected that the European in­

dustrial worker would we i ght " a cceptance" top­

most since his ability is not doubted, while 

the African, in his struggle for industrial 

e qua lity, feels that "promotion11 is his main 

motivational obj ective to prove the ability it 

is suggested by Europeans he lacks. 

b. "Prest ige " (ranked No. 2 in the Total E'uropean 

Av erage) is ranked fourth by the African. The 

African's second ranking is ''sa lary". The 

r eason for this differential ranking is close­

ly allied with item No. 1 given a bove b ecause 
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since the African 1 s advancement into work 

done by ~uropeans inevitably reduces, to the 

extent of the advancement, the work available 

to ~uropeans, and since the European Union has 

accepted the necessity for some advancement, 

it must be concluded that the ~uropean's ranking 

relates not to the advance as such, but to the 

d e gree of the advancement. The position, in 

point of fact, is such that vested interests, 

which originally interpreted the African's 

motivational urge as an attack against their 

positions, now accept the urge for advancement 

as an attack against their social order, The 

African, in turn, in ranking 11 salary 11 as second, 

interprets industrial advancement to mean that 

without the Buropean 1 s rates of remuneration 

there can be little or no advancement at all. 

\ T o the ~uropean this would mean economic gain 

solely, but the African sees it as a social in­

strument t o achieve status. It is the most 

objective characteristic of equal statuses. 

c. With regard to t he Secondary Derivation In­

dicators in the positive self feeling responses 

it is significant that the ~uropeans ranked 

"acceptance" topmost while the Africans took 
11 prestige 11 to be important. The explanation 

of this must b e sought in the social and cultur­

al context in which the mining industry on the 

Copperbelt has been developed: this has made 

it inevitable that the leadership group hither­

to has been entirely European, and that there 

has been a rigid horizontal barrier between the 

g r ade of work done by the buropeans and the 

grade done by Africans . With_ the complete ac­

ceptance of the Afric an Advancement programme 

the African's chief motivational urge has been 

to gain prestige status not only in the eyes of 

industrial manage ment but also in the s ocial 

sphere . This aspect will be dealt with in de­

tail in the following chapters. 

d. The Primary Source Indicators in the negative 

self feeling responses show that the ~uropeans 
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accept "company policy" to be the foremost single 

dissatisfaction indicator while the African ranks 

it as 11 supervision11 • This can be expected at the 

logical level. In spite of the fact that varied 

policies exist in different companies .and .were not, 

as such, investigat ed in this study, we find evidence 

in the data presented that Eurorean employees feel 

that "hard and fast ·:rules" made without due con­

sideration for the individualJ disrupt harmonious 

industrial relationships between white workers and 

management, 

With regard to the African's ranking of 

"supervision" as the biggest dis satisfaction indica tor, 

it is suggested that this appears to be a relic of 

the past . The African, as an industrial worker is 

still not yet articulate enough to view discipline 

and supervision as features of managerial policy 

but vie ws it rather as a memory' of master-and-ser-

vant conditions, more so as the senior supervisors 

were still Europeans at the time of this inve stigation. 

The situat ion was seen symbolically as a historical 

continuity. 

e . Little need b e said about the Secondary Der±vation 

Indicators in the negative self feeling responses 

which is not logically discernible as nobody, 

European or African, appears to be prepa red to sell 

his services to employers if he is not "satisfied" 

with such factors as safe working conditions, enough 

leisure time , etc. 

The aspect that needs stressing here is the 

fact that both the £uropean and the African groups 

of int erviewees reacted identically in the ranking 

of the first two indicators in the sub-section 

"Secondary Derivation Indicators". The social or­

ganisation of any society is a functional product 

of its interests. ~hen interest-groups are few, as 

in the Copperbe lt, organisation is simple in structure. 

The expansion is a r esult of industrialisation, the 

interest-groups b ecame more n u merous and their in­

stitutions b ecame organised drastically in tenns of 

the attitudes of the dominant group1 • Social 

1- PONSIOEN,J .A.: The Analysis of Social Change Reconsidered , 

1962, Chaps. 5 a nd 6 . 
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org~sat~on, therefore, shows a pattern of compromises which 

reflects the interplay of integrating elements. Within this 

broad pattern, n.ores , relationships and socia l processus 

manifest a ''strain towards consistency with each other." 

This produces a r angB of disorganisation . The developments 

appear to be following these phases: 

1 . The breakdown of group institutions 

(The African Advancee, who has progressed to the 

position of supervisor can no longer be d escribe d 

as a member of the group which initially aspired 

towards industrial advancement; hence the weaken­

ing of the original group complex. }unctionally, 

if not culturally, he is identified with a nd 

identifies himself with the dominant group . ) 

2. An increase in impersonal relationships 

(The essential s of the job , which has b een allocated 

to the African Advancee , r e mains identical as far 

as the management of the mine is concerned . It is 

a job to be done, immaterial of the fact that it 

may now be an African doing it. The quantity of 

work perforr,.ed remains unchanged. The African 

wishes for acceptance (and its synbols) and finds 

impersonal rationalism . ) 

J. An unbalanc~c, stratification sxstern may result 

(The present wage structure accentuates this 

anonal y . The J~frican Advancee could earn up t o 

£120 per month, including incentive bonuses and 

overtirae; while his cre w-members, who are a l s o 

Africans , and classed as Group 1 labourers, could 

earn a maximum of £18 per month. This economic 

factor has an unbalancing effect on the integration 

of the African group in t h e mine . ) 

4. A stratified class system is created 

(A n ew type of African mine employee has e me r ged . 

As a result of the e conomic divers ity outlined in 

paragraph 3 above , he is no longer at home with his 

f e llow Africans except in his own job-group. He 

does not fit into the ~uropean category of labour­

er due to cultural and social differences. His 

position is thus marginal viz a viz both groups .) 
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5. Increased competition leading to further dif­

ferentiation 

(The prevalence of the compet itive aspect is natur­

al~ but the feeling of the whites persists that 

the African is "an intruder on the i:!.'uropean's 

domain". The fear of African competition is a con­

tinuance of the older pattern of dominance: it has 

not been successfully institutionalised and thus 

acts to perpetuate separation.) 

6. Related to, and indirectly caused by paragraph J, 

an unbalanced organisation may result 

(The disturbance of the organisation, is to b e found 

in the fact that this newly stratified group is :, 

socially unattached to the past and not yet accept­

ed in the new social structure caused by its removal 

from the influence of the original common-interest­

group, "'1-lhich generated the motivational urge for 

the stratification, and in not having found clearly 

defined attachme nts.) 

The security, offered previously by the African 11 in" 

group, is vanishing , and in its place is now a feeling of un­

attached insecurity as a consequence of stratification. It 

should be added, that the African's n ew industrial environme nt, 

in contrast to his traditional background, not only moulds 

charact eristic traits to suit prevailing conditions in which 

the individual finds himself , but changes.the African group ~s 

well. It is therefore to be expected, as evinced by the data 

contained in Tables 15B (1) a nd (11) (pp. 89 and 90) that 

motivation, ev en if it ends in equality by social accom­

modation between competing actors, is a lso the process which 

changes the African tribal agricultural peasant into an 

aspiring indus trial worke r who can, i f given suffici ent time 

and training, shed his cultural heritage and develop into an 

equa11y capable industrial worker . at a new l evel. We suggest 

that the present divergent rank order of the indica tors as 

given by the two groups is tem~xa~and rapidly changing under 

the influence of the interplay of cultural and environmental 

elements and that the wide gap, which exists between the two 

groups of i ndustrial workers is in the process of being 

narrowed, (Vide the results shown in Tables 15A , 15B (1) and 

(11), particularly in the sub-section "Secondary Derivation 

Indicatorsn) Thirty years of Zambian industria l enterprise 
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has broken down racial barriers in spite of the extreme 

cultural divergencies of the two g roups l~uropean and Afriean) 

The similarity of the two groups 1 sub- sect ion.! s 

indicators marks the beginning of the aspiring group's (i.e. 

the African) determination to assert their statuses. It also 

marks the beginning of social articulation. Thus, in its 

Copperbelt context, the d a ta s uggests that industrial moti­

vation gains its impetus f rom the influences of industriali­

sation because of its drastic revision of values. The in­

dustrial contribution to this social reorganisation can be 

g u aged by its modification of all institutions to comply with 

its material needs; by the innovation of a new economic 

structure; by its influence upon the revaluation, redistribu­

tion and reorganisation of its industrial jobs and employees 

and of rapid and significant changes in the socio-economic 

standard of living r e leasing new motivat i onal d efinitions 

for redirecting energy to n ew ends . 

In the next chapt e r a detailed discussion will be 

developed embracing such aspects as the new evolving forms 

of soc i ality within a changing milieu (such as rapid indus~ 

trialisation), changed personality (the African is now fast 

b ecoming a skilled industrial operator), cultural background 

and motivation of indiviuuality, as well as psychological, 

biological or physical criteria to which may b e ascribed the 

rea sons why the African group in this survey showed 

distinct differences from their European counterparts . a l­

though convergence is occurring . This indicates a more univer­

sal characteristic of motivat ion in its susceptibility to 

change under changing situations , It is for these reasons 

that interests in the motivation of conflict are rega rde d as 

basic constants in the giv e n situation for which no explanation 

is required psychologically but only a sociological explanation 

suffices . Not iva t io n , t p~_re f <2.~1_§} e.E!§. ~i£..~ ~j; _lY._from dynamic 

strp.cj;-qral s.:ttuations , but a ppears to exhibit it self d:i..t:f~­

ontly in diffe~nt cultural groups and is dependent upon the 

r~lative s t atuses of the s ymbolic groups as indicated in our 
1 

postulates • 

It should b e added in this cont e xt that there exists 

r e ciprocal interrelations between changing values a nd changing 

1 - Cf p.9 et seq: "it is held h ere that the evidence shown 
above together with the r e l evant d educt ions , shows the v a lidity 
of postulates developed" . These postulates s hould be read at 
this stage in the light of the discu ssion s above . 
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societies
1

• The correlat ions of individual and social facts 

that are manifested in these changing forms and processes, 

such as those encountered in Zambia with the advent of African 

Advancement, are the chief problems in the empirical study 

of motivation. Organisation evolves from habits developed to 

satisfy needs, and sets into operation processes which lead 

away from expedient customs producing a strain toward. improved 

adaptation at a new level and this strain, challenges a nd be­

comes the motivational gen erator, testing the validity of 

older and existing standards. This happens in the transition­

al stage where traditional societies proceed to the rational ­

legal order in Weber.'s sense. 

Differences are also noted in the positive self f eeling 
2 

~ases of all five groups, but as has already been pointed out , 

these differences relate solely to the degree of emphasis 

pla ced on the different aspects of "satisfaction indicators 11 

(p. 71 )that pla y a cardinal role in the production of pos­

itive job attitudes. 

In the case of the African supervisors it was found that 

they a re less v e rba lly articulate3 than the other four groups 

in defining their likes and dislikes about the job. This 

characteristic non-participation can be accounted for by their 

more recent attainment of supervisory responsibilities as a 

result of the African Advancement Programme in the Zambian 

Copper. Mines whereby Africans can be promot ed , if they have 

the necessary qualification s , to all categories of occupations 

in the industry. 

The pattern of these difference s is directly traceable 

to situational factors to which the African supe rvisor has 

no t fully adapted himself --these factors will b e dealt with 

in detail in the following chapter . 

It should a lso be noted that among engineers the r e is 

a considerable higher frequency of interview reports under 

"prest i ge " than that for the underground supervisors ; among 

1 - Cf . COE'TZEE, J .A .G . unpublished :£1.1 .. A . disse-;rt .a:t iqn Hhodes Univ . 
for a full development of the conflict situation in a rapid 
expanding economy , particularly pp. 29 - 38. 
2 - Cf . Commentary on Table No . 14 p. 79 . 
J - Articulate in the sense that they are a ware of the fact 
that speci al qualifications are call ed for which they, as 
yet, do not h ave, and cannot verbalise upon . This is an effect 
of past historic conditions but, obviously can be corrected 
in the new egalitarian programme . It is not only equality 
of opportunity which i s important but equ ality of qualifi-

cations. 
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the personnel officers a significantly higher frequency under 

"promotion"; and the underground supervisors' assessment of 

the job situation shows the greater frequency. All are ex­

plained by positional-situational analysis . 

It must thus b e arL~ed that in the hierarchy of 

personne l work any increase in job responsibility will be 

accompanied by a change of status . In contrast to this, for 

e x ample , it is noticed thut there is a higher frequency of 

secondary derivations for "acceptance" among the personnel 

officers than the other four (excluding the African super­

visors) . 

This difference, which is to be found in t he de­

g r ee of emphasis on the 11 satisfaction indicators", mat e rial­

ly a lters the major thesis . With theexception of the person­

nel officers , the rigidity of the hierarchy is not marked. 

A l a rge p roportion of interviews, in fact, show that indivi­

duals were given added responsibility wit hout any formal 

change in their j ob status . 

Anothe r difference which can be situationally determined 

is the consistent p attern which underground supervisors give 

to t h e job s ituation . The secondary derivations o f " satis­

faction" and "the job" also b ear the same consist e ncy. 

This can be e xplai n e d by the nature of the jobs 

done by underg round supervisory personnel -the ir jobs are 

very seldom constant for prolonged spells . New problems , pre­

sent themselves daily and issue constant challenges to the 

creativeness of the individual. This aspect, name ly, the in­

terest in the performance of a job, although forming a basic 

compon ent for a ll work motivation, i s not necessarily the 

most significant one . The fac~ , that on over al l b ases , per­

sonnel officers, for instance, with a more stereotype job do 

not show a negative frequency of intrinsic responses in their 

positive self feelings , argues that motivation is rel ated to 

a more psycho-sociological process than that based primarily 

on the interest of the job in s ome of the cases. The r e ap­

pears to be variation in the rule hence no satisfactory in­

ference c a n be drawn. On the strength of the data it is sug­

gested that the qua lity of the negative sel f feelings will not 

change materially within groups at various e duca tiona l or 

status l evels . In the analysis of the negative self feel-
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ings evidence is found for the existence ofsuch feelings 

concerned with the contextual aspects of the job, and these 

aspects, as shown in this study, add new knowledge regarding 

the information of job attitudes in terms of specific fac­

tors. 

One may therefore , expect workers, who are satisfied 

with the contextual aspects of their jobs, to be satisfied 

in spite of the job's low potentiality . 

---ooOoo---
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CHAPTER 7 

A THEORETICAL ANALYSIS OF WORK WITH 

SPECIFIC REFERENCE TO CULTURE AND 

CULTURE CONCEPTS OF THE TWO GROUPS 

IN THIS INVESTIGATION 

Before proceeding with a further analysis of the 

empirical material detailed in the foregoing chapters, it is 

proposed, since the actors in this survey come fror:1 ~ridely 

diversifie d cultural b ackgrounds, to briefly outline the two 

groups' concepts of work embodied in their respective cultures, 

i.e. the European's and the African's. This chapter, there­

fore , is an attempt to a n a lyse the prevailing concepts r egard­

ing work wit h in each of the two groups' cultural patterns 

and since this investigation was conducted in a typically 

We stern-industrial context we will attempt further to show 

how the virtu al \\t r ansplanting " of the rural tribal African 

into Western culture with it s specific skills and methodolo­

gies l e d to the formation of n ew social relationships and a 

new st a ndard of values 

A . HOW FA~ IS IDEOLOGY A CULTUrtAL CONCEPT? 

Hughes1 provides an introduction to this theoretic­

al discussion, "cultures differ in nothing more than in 

the skills, work habits and goals wh ich they instil 

into the individual". 

1~hile accepting that the labourer may have no de­

fined and explicit philosophy of work, he, nonetheless , 

thinks and talks about it and it shapes an essential 

part of his values; in point of fact, these working 

thoughts become motivations ,.,.hich not only affect his 

overt work behaviour but also determine the values he 

attaches to his experiences. Here no special place is 

reserved for motivation (or attitude format ion for t hat 

matter) because it is a phase in each of h is experiences 

---------==--o--=-.,---=c----- - -- ----- - -;----::;:---;--;----:--=-
1 - HUGHES , EVE.R:I!.;TT C. : <./_u eries concerning Industry a nd Socie-cy 

Growing out of the Study of Ethnic kelations in Industry; 
Amer. Social. Keview, Vol. 14, 1949 . pp. 211- 220. See 
also CAPLOW, T . : The Sociology of Work, McCra w Hill, N .Y . , 
1954 and the extensive bibliography therein on the theme 
of work as an aesthetic , physiological a nd social expend -

iture of energy . ~ .V. VEBLEN , T . : The Instinct of vlork­
manship, Allen Unwin, London, 1923 . 
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as defined by him in his specific cultural group and it 

orients, normatively, his actions over a wide range of social 

behaviour. 

Hence; from this generic point of view, motivation 

(which must always b e seen in a r e lational pattern with at~ 

titude formation) may occur in, or be caused by, or even be 

identified with: 

a .. the customs, folkways and mores of the individual 

as socialised within him from group sources; 

b. cultural, psychological , biological sources of ad­

justment a nd mala djustment; 

c. the social processes of association a nd dis­

association (competition, rivalry, etc .) ; 

d . lack of s ocial control or over-conformity by e x­

cessive control. 

These cat egories indicat e analytical possibilities 

not necessarily rea lisable in the empirical dat a whe r e in 

motivat ion ma y arise a nd which may b e use d to e xpl a in its 

v arious manifestations. It should, however, be addemthat 

t _wo other n~~e.s $a:ry . considerations; 'are t -lfa;t: 

a . as societ) d ev elops, motivation may b e c ause d or 

a rouse d by one of these components, or even by un­

equal rates of c h ange between t hmn, and 

b. as society develops, it also involves changing norms 

and s tanda rds and thus changing motivation and at ­

titudes a nd thus personal reorientation of normative 

v a lues within the s y steltl . 

Seen in this context, mot i v a tion bec omes an in­

clusi v e concep t by b e ing both a n action p attern and a process­

h e n ce , a prerequi s i te of social change towards a new eguil -

ibrium of s tandards of living. Itis adynamic component s o 

far as it directs e nds and organises t he means in the act ion 

syst em . 

In the l ight of the foregoing, a pattern o f social 

motivation in general, and a nu c l eu s f or the individual ' s 

at t itude formation in particular, may b e constructed when 

attention i s given p articul arly to the social r e lationships 

involve d a nd to t h e opp ortunities afford ed in the industrial 

fi e ld. In distinguishing the evolution of this pattern, the 
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following factors and transition phases appear more or l ess 

in the order of their enumeration: 

a . Motivation is activated and becomes manifest in 

individual variations, in definitions of op­

portunity, conduct and behaviour. 

b. Group action b ecomes mor e flexible in the con­

tinuou s re-formation of habits, codes and customs , 

r esulting in the rise of new rules of acceptance 

of opportunity, conduct or behaviour . 

c.; Since changes in mores , custoMs and relationships 

occur unevenly, the cont inuity of social and in­

stitutional change and adjustment is r etarded or 

even interrupt ed by institutional and personal 

social lags which disorganise both personality 

systems and social systems ; 

d . Furthennore, during these changes, one sphere of 

the chang ing culture may either make a r elatively 

static sub- culture unnecessar y or absorb a portion 

of its functions -in either case the outcome is a 

rejuvenation of motivation by the ''feed back" in 

the system; 

e . Group-action gives meanin g to the actors by mores , 

r epresenting att e mpts o f g roups to b e come adjusted 

to life conditions, past and present , through the 

d evelopr 1ent of norn s . There is thus a probability 

of specific actions recurring and the effects need 

not b e sporadic; 

f . These group-actions form fundamental patt e rns for 

action towards satisfying motivational urges in 

social life (the work situat ion, political, r e ­

ligious, etc. ) . 

The processes underlying motivation rises from: 

i. individuation(a) above; 

ii . the inefficiencie s of group-action ,( e) above ; 

iii. the inco nsi stency of g roup-action, ( f) above . 

In considering the factors in total , a r edefinition 

of motivat ion might be that it is the process 1vhere by in­

dividual a d apt abilities , p e rmitt e d by social s t abilitie s a nd 

the ordering of opportunities , d e fine the adequacy of the 
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1 social system , and explai n the direction of orie ntation of 

the actor in an end-means schemata constantly in a condition 

of dynamic change. 

In Zambia, the variety of cultural groups com­

prising t h e population is d iversified and the meaning of 

work to members of these groups diffe r -. The three major 

cultura l groups , each with their own concepts of values and 

culture-linked behaviour patt e rns, are the Africa ns, the . 

Indians and the ~uropaans. 

It can be deduced that in societ i es mer-e .. tradition­

direct e d personalities are dominant, attent ion is mainly 

focussed on securing external behavioural conformity. Th e 

actor s in thi s type of society have little in deciding to 

work or to play since the necessity to wo~k has been con~ 

cre tised as a culture concept. The following deductions, 

resulting from the foregoing, can b e seen in their Zambian 

context and may be reduced to the following b asic propositions: 

a. If there was no absolute trend towards either 

eradication of conflict or the installation of 

equality, a n unbalanced societal structure usually 

accompanied by social disorganisation would develop 

as shown . 

b. A social stability varies in direction; competition 

is shifted from groups to persons r ev ealin g itself 

in sev ere tensions. 

c. Economic organisations a r e of importance in pro­

portion as they a r e deemed to be essential to the 

welf are of the society , and of social importance 

in proportion a s they exerc i se f unctions of social 

control in the economic sector . 

d . Simil arly, all social processes become modified 

in so far as they are incorporated within, or a rise 

from the struggle for existence 1Yith specific 
2 reference to work • 

l- PARSONS, T.: Social System, Tavistock , London , 1 952 . p . l7 
"With respect to the rela tion between culture and the 
socia l systQm •.• ,the crucial point for the present i s 
that 'learning' and 'living' •... cannot b e understood 
without the analysis of motiva tion in rel ation to concrete 
situations". 

2- Cf. SO~OKIN , P.A .: Social Mobility, Harper , N .Y ., 1927, 
pp.6J - 101, for his development of this thesis . 
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e. Also like the process of organisation, motivation 

to work and the formation of attitudes regarding 

work is never a simple sequence or trend: it may 

lead to the exercise of a new sphere of extension 
1 which is symbolic of regional social customs, or 

on the other hand, it may also lead to dissolution 

or contraction of the society like Sperta, Athens 

and Rome2 where cultures. were limited by the 

specific factors which explain the culture's 

origin, such as geographical location and the 

agricultural hinterland. These cultures declined 

as these factors gradually became inefficient 

agencies for the maintenanc e of a b alanced com­

munity. 

f. And finally, as a pattern of societal organi sat ion 

or a process in its cha nge the specific motivation 

to work is the product 0f the interplay of indus­

trial, political and social forces in a given 

culture and is thus variable. 

On the whole certain readjustments had to take 

place on the African's entry into the ~uropean directed in­

dustrial enterprise . In the Zambian social structure the 

following readaptations appear to be representative of the 

African's newly acquired-industrial -personality: 

i~. a departure from or a modification of except ed 

tribal standards of social behaviour; (in the 

tribal village the African is not committed to 

earning his wages by selling hi s labour. In the 

Bemba tribe of North-Eastern Zambia in the Kasama 

district the bridegroom. is forced through tradition-

al tribal custom to work for the bride~s father 

free of charge for a year after the date of 

marriage ~) Host l a bour activity is non-economic. 

ii . The reshaping or brea kdown of s ocia l bonds ; (the 

bridegroom in the rural tribal settin g is not 

allowed by customary tradition to converse with 

1 - Regional social customs are interpreted as the traditional 
regional triba l rites and ceremonies appertaining to cer­
tain festive occasions, such a s we ddings, fune r a ls, har­
V8st gathe rings , e t c . 

2- Cf . PIRENNE, H.: Economic and Social Hi story of Hedieval 
Europe, London , rtoutledge a nd Kegan Paul, 1949, Chapters 
4 a nd 5 and Religion a nd Ris e of Capitalism , R. TAWNEY , 
Chapt e r 8 
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his wife's senior relatives. Upon entering the 

Buropean 's industrial sphere of activity it 

frequently happens that the y oung bridegroom through 

his academic qualifications rises to a position 

where he actually has auth ority over his wife's 

senior family who are also employed in the in­

dustry.) 

The inapplicability o f accepted tribal codes; (it 

is not permissable for the bridegroo111 to r emove 

the unborn babe fro1:1 his deceased wife r s body in 

the European industrial area whereas tribal social 

code demands of him in the t riba l rural area to per­

form this rite . ) . 

iv. By combining (i), ( ii) and (iii) it follows logic-

ally that redefinitions h~d to be formed to be ac­

ceptable to the li;uropean industrial condition , and, 

this in turn, l e d to modified institutions in the 

triba l structure . 

v. The origin of new concepts regarding cul ture 

socialisation and the welfare of the individual; 

(the writer on more than one occasion heard from 

African a dvancee s the ms e lve s tha t , in o rde r to be 

accept e d by the crew of men working for him as a 

fit and proper leader, h e had to occupy a c e rtain 

type of house and own a motorcar.) 

These several overl apping varieties o f resulting re-adapted 
... ,. " .; • ,. I ' 

traits directly a ttributable to the change d personality of 

the African employed i n the ~uropean-controlled industrial 

complex indicat e the e xtreme manifestations , but they a lso 

s how the principal channels and tre nds t hrough which a society 

become s affect e d . There fore , althou gh this Sl.lmlilary is in­

dicative of the general structural forms to which rura l 

Africar society must a d a pt itse lf for its own efficient or­

ganisation in a m r:>pe a n indu s trial ent erprise ' it implies 

that social organisa tion in gen e ral, b e it Af rican or 

E-uropean, must have nwtiva tic.n a s one of i t s funda mental com­

ponent s to a chie v e socia l st ability in a r~w envirorunent 1 . 

This outline, howev e r is n e ither a d e scri ption nor a n e x­

p l anation of the historical d evelopments unde rlying the 

1- Cf . VAN NIEUWENIWIJZE , C .A .: Cross-Cnltura ·' Studi e s, The 

Hague , }iouton, 1963. 
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l 
African's determination to readapt. 

Other aspects wht re the social forces which affect­

ed and continued to modify the traditionally-oriented tribal 

Africans are comparatively insignificant when compared with 

the radical and extensive changes in social organisations 

to which the African is exposed by the economic force. Pro­

jected into a technically advanced industrial environment, 

engineered by and incorporated into Western ~~ropean values 

and systems , the African, who is suspended between his 

tradition-orientation and the yet-not-fully-mastered European 

i ndustrial-employLient-de,nands, is now confronted with the 

arduous task of developing a new spectrum for his values based 

o n for e i gn c onc epts. Indeed these polar conditions constit-ute 

a ma jor p roblem t o t he African in hi s r eorientat;to n a l role 

to gain firstly social a ccept ance in a foreign e nvironment 

a nd secondly to r ead a p t his traditionally accepted social 
2 

patt erns. Gluckman see s this dilemma a s a social r evolution 

to the African. 

The sol e d ifference b e tween the ~uropeans' a nd t h e 

Africans' int e rpre tation of motivation appears there for e to 

be s ought in the response which each of these g roups accords 

to the complex demands of the wider social environment in 

which they happen to be. Motivation must thus b e seen as the 

natural r eaction of the ind i vidua l to society's activating 

forces a nd the wa y in which the se forces are harne ssed. 

An examination will now be made on the strength of 

t he empirical dat a presented in chapters 3 to 6 detaile d on 

pp. 36 - 8~ which a r e l i k e ly to shape , aff e ct or even modify 

work ideology in the two intera cting Zambian g roups of em­

ployees intervie wed. 

By r e f erring to Tables No. l5A, 15B (I) and lSB( I I) 

on pp. 86 , 89 a nd 90 a detai led s tudy wil l b e ma d e of one 

of the mo s t s i gnifica n t term s of referen ce of this invest­

igat ion, name ly, to ascertain the components i n l!:,uropean a nd 

African motiva tional pattern s i n t h e same i ndustrial c omplex . 

1 - For expan sion of tlie-- ti:leme--cf'-: "iJiJi=tGESS , - E . tl . : Th e Fami l y- - --­
as a Unity of Int eract ing P e rsona litie s in the Family, 
Ch ap . vi i , pp . J29 . cf , MITCHELL , J . Clyde : Africans in 
Indus t rial Towns of No rthern H.hodesia,Duke of Edinburgh ' s 
Conference , 1956; a l so of same author Afr ican Urbanisation, 
in Ndol a . a n d . Luanshya, Rhodes- Livin gst one Communication, 
No . 6 , 1954; Urbanisation, Det ribalisat ion a n d Stabilisation 
Unesco Paper, 1954. :b;PSTEIN , A . L ., Politics in an Urban - ' 
Comr:lllnity, Ma nchester Univ. Press , 1956 . MciVER , R.M.: 
Society: Its structure and Cha nges , Farrar a n d Rine h art , 
N .Y . 1931, pp . 16 , 163 - 164 . 

2 - GLUCI<IviAN , :fl.i., Anal ysis of_ a :Social Situat ion in IIodern 
Zululand , Manchester Univ . :Pre ss,. 1 951 . 
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It is found that the first four groups of interviewees in 

this table , who are all ~uropeans, albeit from different 

cultural backgrounds, show only slight differences in the 

indicator levels for positive and negative self feelings , 

but that the last group of interviewees, the African super­

visors, show a wider r a nge of ~ifference . This becomes more 

apparent when taking Table 15B in conjunction with Table 1511. 

whore , in the former, t he percent ages are transcribed into 

"average responses". 

Before detail ing and Jeveloping the explanations 

offe red by the data the following gener al observation should 

b e made . This survey was conducted in a rapidly e xpanding 

economy resulting f rom a virile industrialisation programme 

which n ot only offe r eJ. full employment but provided the 

world at l a r ge in a s~riously required product - copper . 

This is a typical example of vlilson 1 s ''Analysis of Social 

Change 11 where the internal system as it had deve loped over 

a prolonged period , was challenged by different segments of 

the s ociety seeking to readjust themselves. The r eadjustment 

that had to take place on the Copperbelt of Zambia was sparked 

off and. given impetus by the African who had, as a result of 

the accepted African Advancemen t ProgrM1me gained a stratified 

position in the hierarchical structure of o ccupation s . As 

for the ~uropean g roup of the Copperbelt social readjustmen t 

featured equally prominently as they were called upon to re­

linguish some of their trauitional job s aml to reevaluate 

the social readjustments ctue to take place. This not o1uy led 

to new social relationships but a wider sphere of technologic­

a l skills had. to be opened up to a bigger nass of empl oyees . 

In other words , this total social reorganisation , which was 

spark ed off by a segment of the society through motivation 

and which was resisted by the old European-controlled social 

order, l ed t o a tt total social readjustment" of a ll the par­

ticipating acto r s a lbeit it is not yet complete . Commenting 

on the restoration of social equilibrium Giddings
1 

states 

that the most elementary similarities of behaviour are "habits 

of tol eration" . In its Copperbelt context it meant; that the 

African , who was a virtual 11 immigrant" into the Western in­

dustrial sphere of activity, had to forsake hi s customary 

rural environment with its agricultural c h aracteristic and 

ent e r a new social group where other motivations a nd adapt­

ations were demanded. 

1- BAKN~S, H . E . : I nt rodu ction to the History of Sociology, 
p . 747 . 
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In returning to Table 15B (I)(p. 89)which gives 

the indicators in rank order as they were empirically obtained 

and tabulated in Table lSA ( p .86), it is found that the ~uro­

peans give priority to 11 acceptance" and that the Africans 

rate "promotion" topmost. The following explanations offer­

ed in conjunction with historical facts might assist to ex­

plain this divergency: 

a. The changes in the social structure of the in­

dustrial group with its black and white elements 

working together compelled social readjustments 

as we have pointed out in the beginning of this 

chapter~ the degree of readjustment coincided 

with each group's intere sts. This argumen~, by its 

generic nature, must logically lead on to another, 

namely, since every organised group also becomes 

a stratifie d group with its own attitudes and 

definition of .work, it will display its own 

motivational urges for the type of work to which it 

is d e signat ed. It was noted during the empirical 

investigation that the bulk of the African super­

visors who ~re interviewed stated that they we r e 

aware 11 of a changed attitude towards the job 11 

since their upgrading into more responsible jobs. 

This upgrading, since it was accompanied by sub~ 

stantial economic gains, thus also had influences 

on individuality and the specialisation of labour . 

Most of the African interviewees int erpre ted their 

own advancement in their industrial occupations as 

a progre ssive extension of their communities: this 

patriotism formed for them the fundamental incentive 

(thus the motivating force) to specialise in their 

particular jobs so as to attain maximum status 

efficiency. The only way in which the y could ex­

press t he i r top rank ing of "promot ion" must further 

be sought in the historical context of African ad­

vance ment on the Copperbelt: The ~uropean Mine­

worke rs' Uni on h a d r e p eat edly r e iterat ed that it 

had no objection to waking available to the African 

cer t a in Europe an-held jobs provided they r e c e ive 

e qual p a y a nd all the conditions of s e rvice applic­

abl e to the European. This a ttitude , however, 

caused s ome concern to The ~uropean Mineworke rs' 

Union whe n it was confirme d tha t Africa n s would b e 
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trained for these European-held jobs and they(the 

Union) modified their resistance by insisting 

that fragmentation of ~uropean-held jobs would 

not be acceptable to them. The implications thus 

arising made it · clear that, . in the circumstances 

prevailing at the time, that the African Union 

regarded this contradictory att itude on the part 

of the £uropean Union, as one which would nullify 

any African's promotion into Buropean-held jobs. 

Since this bar to the African 's future promotions 

t db b t t . t• 1 was elimina e y su sequen nego 1a 1ons it can 

logically be deduced that his breakthrough into 

all occupations in the industrial sphere was es ­

tee med as an allround 11 promotion for the Africa n 

in industry". The African's struggle , over a pro­

longed period to g a in industrial equality was thus 

won.and hence his r a nking of "promotion11 as his 

main motivational obj e ct . 

In contrast to the African's aspirations which 

forme d the generating forces :for his motivational 

pattern, the ~uropean industrial worker weighs 

"acceptance 11 topmost since his motivational ele­

ments were mostly confined to the socio-psycho­

logical aspects of his status. In giving pre:ference 

to "acce ptance" the European, in fact, shows that 

his ability to do the job is not challenged but 

rather his r e lationships with those working under 

and over him. In contrasting the two groups' 

motivational patterns we :find that the African's 

assessments are chiefly governed by r e asons with 

an economic base reinforced by a psychological 

element o:f achievement, whereas the European.~s 

assessment is chiefly based on a social relation­

ship , i . e . whe the r h e wil l be a cc e pt ed a nd e st e eme d 

in hi s s ocia l execution of his job by ma n a g eme nt 

a nd his f e llow worke r s . 

b. I n r e :ferr i ng t o Tabl e 3 ( p .57) it is f ound that 

"line of respons ibi l i ty 11
, the 11 job s itua tion" a nd 

"promotionu a r (:: virtua lly a lwa ys as so ciat e d with 

long t e rm c hanges i n j ob a ttitude s, a nd tha t 11 pres­

tige " a n d st a cce pt a nce 11 occur in short t e rm 

seque n ces . I t can the r e fore b e d educe d tha t s inc e 

long r a nge a ttitude cha nges are a lmo s t a lwa ys 

1 - C:f. CO~"'TZE.t: , J .A.G., op . cit. whe re th"fs s .peci:fi c - ·asp ecf- o1' 
the African ' s adva nce me nt in Industry in Za mbia was d e alt 
with in g r eat d e t a il. 
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associated with greater performance effects (as 

was shown in Chapt er 5, p. 73 ) , the first three 

reactions, viz. 11 prestige 11
, "acceptance 11 and "line 

of responsibility 11
, are active components in main­

taining and improving attitudes regarding the job. 

Our empirical data suggests further that in the 

case of the :B;uropean employee he sees his job as 

executed in a ~spirit of psychological circumstan­

~~~ governed by his own attitudes towards the job, 

these being unde termined by rac e or institution­

alised differences of status, since the above re­

sponses definitely categorise themselves in the 

psychological realm . If the European is subjective , 

the African i s obj ectiv e . In the c a se of the 

African int~::rviewees these a bove - mentioned three 

responses occupied no place of prominence and in 

their ran.king, in fact, as is s hown in Table 15B(I) 
11 acceptance 11 was rated only third . The African 

advancement programme, with its h istorical vicissi­

tudes and the conflict is su es which h a d to b e so l ved, 

may b e indirectly held as responsible for this di­

vergent r eaction of the two groups. The Chamber of 

lViin es Handbook for Za mbia (1961) sho"\vs the follow­

ing ratio of European and African labour turnover 

to b e: 

~European per 1000 employees = 
. Afr ican per 1000 employees = 

14.2 

36.8 

These statistics are significant and, in fact. 

bear on the results obtained in this investigation. 

It is suggested by taking these statistics in com­

binatio n with the explanation advanced thus far, 

that the African 's advent into industry is con­

trolled by diffe r e nt sets of motivational urges 

tha n thos e controlling the l>..'uropean. The e xplanation 

for t his phenome nom cannot be explained i n isolated 

units a n d mu s t b e seen i n its hi s torical-cultural 

context . Tho social structure of the tribal society 

with which the African positively strives to main­

tain a constant link , remains a social regulating 

f orce , as the present generation of industrial 

worke r was not born and brought up in an urban 

area with its industrial character . I t suffices 
t.o re iterat e that the African , in giving "promotion" 
the top ranking ,undt-rscores the fact that hi s moti­
v ational pattern stems from a n economic base initiall y. 
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c. Table l5B (I) further reveals that 11 prestige 11 

(ranke d No . 2 in the Total European Average) is 

ranked fourth by the Africans. The African's 

second ranking response is "sala ry". The reason 

for this differential ranking is closely allied 

with the explanation detailed in (b) above , because 

since the African's advancement into work now done 

by ~uropeans inevitably r educes to the extent of the 

advancement, and since the ~uropean Union has ac­

cepted the necessity for some African advancement, 

it must be concluded that the ~uropean's r a nking 

related not to the advancement as such, but to the 

degree of advancement . The position, in point of 

fact, is such that vested interests which were . ~le­

ly in the hands of ~uropean entepreneurs originally 

interpreted the African's motivational urge as an 

a ttack against their e conomic interests , camc to ac­

cept that the urge for advancement was, in reality , 

an attack against the existing social order . The 

African, in turn, in giving 11 salary11 sucond place 

in the ranking scale, interpreted industria l advance­

ment to mean that: without the European ' s rates of 

renumeration there can be little or no advancement . 

Hence the reason why "promotion11 to the African 

is in fact inseparably a llied with 11 sala ry". To 

the ~'uropean this would mean a n economic gain solely . 

Seen in its historical context, therefore, 11 pro­

motion11 couple d with an increase in 11 salary11 a r e 

instruments to the African with which h e ma y stake 

his claim to status in the new social environment 

in which he now finds himself. 

d . By superimposing the empirical data obtaine d in 

Table l (p. 5J) on Table 15B (I), t h e effectiveness 

of 11 acceptance 11 for producing positive job attitudes 

further underscore s the divergency which exists 

betwee n the African and ~uropean motivatio~ urges. 

This divergency which has b een established thus far 

must be seen as subjective-objective int erpr~t­

ations of the ~'uropean's and African's culturally 

base d motivational urges . This cultural divergen­

ce is accentuated by the dat a of Table 1 b ecause 

as was shown in the discussion on p . 55 only the 

first five response s contribute towards increas-
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ing job satisfa ction and employee stability -­

these responses, viz . "prestige", "accept ance", 
11 line of responsibility", "the job situation11 

and "promotion" which cover 75% of the total r e ­

sponses are clas sified as the psychological realm 

in which jobs are e x e cuted . The remaining eleven 

responses, which only cove r 25~ of the t otal r e ­

sponse s are solely concerned with the job itself 

in various degrees, and these responses were 

given gr eat e r prominence by the Africans i n the ir 

d e finitions of " a ttitudes towards the job". It 

must therefor e be r ecognised that the responses, 

which we r e chiefly recognised by the African as 

being important, a re rarely instrumental in bring­

ing a bout positive feelings r egarding the job. 

These r e sponses , therefore, do not form job a t­

titudes but r ather accentuate the cha r act e rist i c s 

a nd the c ontext in which the job is done. 

An import a nt fact obtrudes from the fo r egoing 

data: only a third of the responses, i . e . five out 

of a possible 16 responses which have significance 

in defining the components of job satisfaction 

were giv en promi nence by the European int ervie wees . 

The Africa n interviewees cit eu responses chiefly 

conce rncu with the job s ituat ion (see Tabl e 1 5B (I ) , 

p .89). The explana tion for thi s dive r gence cannot 

b e isolated nor can a ny one r eason be advanced for 

this but mus t b e seen again s t the historical back­

ground of the Afri can 's struggle to gain full ad­

mission into all indus tria l occupations . ..:1s we h ave 

shown in Table 9 ( p . 70 ) a nd in the subsequent 

commentary "the responses wi th the great est frequen­

cy i n the positive sequ e nce s which are ' prestige ' , 

•acce pt a nc e ', 'line of responsibility ', 'the job ' 

a nd ' p ro;not ion 1 are terme u basic j ob s a tisfaction 

indicators ." I n the light of the empirical data , 

the r efore, job satisfaction indicators r evolve a­

round the performance of t h e job which , i n the case 

o f the European , is the j ob i tsel f , with its psycho­

l ogical cannot at ions , aml i n the case of the ;~.frican 

it i s the job situation with its relate~ p r act ica l 

problems and impl i c at ions . That this is s o must 

b e sou ght in the cult ura l backg round ~f ~hb group~-

\ 

I 
I 
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interviewed and is not definitive of a ny good or 

bad qualities in either group. It merely shows 

up the divergence in job attitude formation. 

e. In further evaluating Table 15B (I)'s empirical 

data we find that "the job 11 is rated third by the 

~uropean group and not at all by the Africans. 

The .Africans, in turn, however, rank 11 acceptance 11 

as third while 11 responsibility 11 is given fourth 

place by the Europeans as against the Africans' 
11 prestigett. 

As we have endeavoured to show that a test-

ing takes place when cultural readaptations are 

introduced, the principal characteristics of this 

specific social reorganisation which took place 

on the Zambian Copperbelt show that motivation, 

however differently defined by t he two groups in 

this survey, is structured by its function. 

deference might in this context be made to Chapin's 

analysis of social patterns where h e finds that 

inst i tutions arise from the ••continuous as­

sociation of individuals in response to definite 

needs, such as hunger, fear , sex , etc. 1 tt. This 

investigation's results largely corroborat e Chapin's 

findings, although on totally different grounds 

and by diffe rent means. From this interaction 

four typical social patterns emerged, namely: 

i. common patterns of behaviour which in turn 

lead to a n e w formation of attitudes. 

(During this invest igation the writer dis­

c e rned a changed attitude in the ~uropean 

when he described the African workman, for 

exaxnple, such 1.vords as 11 boy 11 - denoting 

the African workman, a term 1-rhich was pre­

vious ly i n constant use; 11 k affir", 11 savage 11 

were n ev er used. Th e African , in turn, 

exhibited s imilar changes towards a better 

relationship.) 

ii . The d e velopment of resp e·ct for a nd an 

appreciation of cultural obj ects sym-

bolic of newly acquired needs and channel­

ing of new behaviour patterns; ( all African 

Advanc e e s without a single exception, 

1- Cf. CHAPIN,F.A.~ Contett.p orary Ameri C'an Institution~s-2--·­
N.Y. Harper, 1935, pp . 14 - 15 . 
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acquired shortly after their promotion ex­

pensive radio and television sets, automobiles 

and I!,uropean- styled furniture. ~Jhereas previous-

ly the African workman would arrive on the job 

in his working clothes he now also changed in-

to his working clothes on the job like his 

~uropean counterparts • ) 

The developn.ent of codes to describe or even 

regulate this social evolution and the operation 

of these new sets of interrelationships; (an 

adult education programme, which previously was 

attended by a small percentage of a total work 

force , became very popular as it was expected 

of each advancee to be able to speak English and 

write his own r eports. In 1951 only 34 Africans 

attended adult education classes whereas sub­

sequently to the Advancement programme , some 

472 were in regular attendance1 .) 

These thr8e social pntterns concerning the new 

African industrial worker are different both in typ e 

and degree to those which would, and usually do, 

affect the ~uropean from the point of view of their 

social conformity . The ~uropean worker is already 

committed to a well developed sense of social con­

formity since no major deviations are present in the 

structuring of his conformity within the new social 

environment. As we have shown the African 's re­

adaptational role, on the other hand is indeed one 

of a much more complex nadministrative mechanism 112 

in so far as i .t includes the introduction of more 

rigid rules or codes, investing him with authority, 

hitherto unknown to him. To individual Ai'ricans 

interviewed this social readaptation involving n ew 

cultural concepts and reevaluatio n of valuesJ, it 

meant incre asing dif1iculty in social adjustment, 

as they find themselves between two polar conditions, 

that of tradition-orientc>.tion and modern Uestern 

industri al d evelopme nt . Both Sir Rona ld Morison4 

1 -Vide Rhokana 1 s Adult Education Officer's r eport in Jan . l961. 

2 Appendix 10 of 11 Commis sion appoint e d to inquire into the 
Mining Industry in North e rn .._{hodesia 11 in terms o f Govern­
ment notice No. 97 of 19G2. 

J - Cf. SCHAPERA, I.: Ivligrant L abour a nd Tribal Life, 194 7, 
Oxford Univ . Press , Lond on, pp . 116- 121. 

4 - MO~USON, SIR .tWNALD, op. cit . 



- 117 -

(during a commission of enquiry in Zambia) and 

Schapera
1

. find that very little in the African 

tribal life provides any conditioning to prepare 

a man leaving his tribal environment to accept the 

demands of of his new industrial working conditions~ 

In concluding the discussions on the rank order of 

the positive s e l f f eeling responses (the primary 

sou rce indicators of Table No . l5B (I) we have 

attempted to illustrate that a discernible pattern 

of responses in each group was shown up, viz . in 

rank order the ~uropean group gave: acceptance, 

prestige , the job , responsibility, salary and p r o ­

motion; while the African group cited: promotion, 

salary, acceptance and prestige . As we have shown 

in (d ) these sets of responses stem from differe ntial 

effects in determining job attitudes - as we h ave 

also shown , these d i vergent sets of r esponses' 

ori gins must be sought firstly , in the socio­

cultural background of' each group , and secondly, 

it may be infe rred on the strength of empirical 

evidence tha t the economic evolution to which the 

affluent Copperbelt Industrial Society was exposed, 

proved to be a major agent in the restructuring of 

the 11 new 11 society which evolved as a direct result 

of the African Advancement Programme. 

l - SCAPERA , I.: op cit. 

2 - In tribal conditions it is found that work in general is 

dictated by the rhythm of the seasons and duties are 

allocated according to s~x and ag~ . These duties are 

rarely carrie d out alone, and nothing in the cadence of 

the tribesma n ' s life prepares h im for the me tron0mic 

rhyt hm of organi sed industrial work as the ~uropean knows 

i t (ROH.[!;H.TSON , r.1AXW~LL: Travels in Northern Rhodesia, 

Oxford Univ. Pre ss, 1953 . See also MITCHELL , CLYDE'S in­
teresting d evelo pment of the same theme in Africans in 
Industrial T owns of Northern Rhodesi a , H.R . H. The Duke 
of ~dinburgh ' s sTUDY CONFERENCE . In this discussion , 
emphas i s is plac ed upon t h e structural, rather than the 
functional aspects of the African's involvement . ) These 
authorities a re in concert that further difficulties 
arise as we ll from the fact that work, in the tribal set­
ting, r equires neither foresight nor planning nor does 
it require initiative . All j obs are done without a ny 
time limit set a nd t h ere is no s p e cialisation in its 
execution - the job is done at the speed dict a t e d by 
itself and in a manne r which the worker d ecides by himself. 
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f. \Vith r e gard to the Secondary Derivation Indicators 

in th8 positive self feeling response s (Table 15B(I) 

p . 89) it is significa nt that the Europeans ranked 

"acceptance" first , whi l e the Africans took "prestige" 

t o b8 t he illo st i1.1p(!rtant response ; for the second 

rankings the Europeans pla.ced "prL.stige " and the 

Africa ns " a cceptance" . By r efE::rring to p . 49 W(j 

find that the d e finition for S~condary De rivation s 

is: "they are secondary to the sourc e from wh ich 

they emerge, 11 which directly r einf orces the dive rgent 

patt e rns1 whi ch we have d e tailed in (d) . It is 

furthe r s ignificant to not e that the Buropean g roup 

ranke d the s e condary d e rivation indicators, in order 

of priority , as follows : 11 acceptanc e 11 
, "pre st ie-e 11 

, 

" satisfa ctio n", "the j ob'' and"responsibility"whil e 

1 - In r e l ation to the Copp e rbelt situation the following can 

b e addeu fro., data c ompil..;d by the writer: of the Africans 

e mploye d at Nkana only 2 . 4% were b orn a t Nkana , a further 

J . 4% we re born in other u r b an a rea s . Th e remaining 94 . 2% 

of the other e~ploye~s are still more or less closel y tied 

tn their tra d i tiona l rural e nvirorunent . In tLe ir villacos 

Africa ns h av e lived a wiy of life which, although being 

affected by internal social cha n ge s , remained largely un­

disturbe d a nd were obviously not i nitia ted into the compl e x 

Western 11 industrial '' wa y of life . This , in point of f a ct, 

means tha t M ths of all the Africa n employees h ave come 

from an e nvironment whi ch h a s very lit tle in common with 

tht::dr newly " a dopted" e nvironme nt . As the y come from a 

traditionally-orde r e d soc i ety the r e is, as we h ave said , 

n o ro om for individualism or i nnovation or for the exer cise 

of intelligence and the cultivation of responsibilit y . 

In their new industria l envirorunent Africa ns must 

l earn to work to a time schedul e in which t h e d i ctates of 

the seasons play no part ; they have to perfo~m more 

strenuou s and e x a c t ing physical tasks (o f which a l a r ge 

proportion is don~ o n night s hift); a nd if they have t h e 

ability and intE::lle c t u al p rowess to rise to ~ position d~­

manding skill or display a ket:n sense of r esponsibility, 

the y will h a v e to readjust n major portion of their tradi­

tional c u lture p atterns tremendously to cope with the cal­

culated economic<.l demands of the Europ eans • industrial 

world. 
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the African group only cited "prestige 11 and "accept­

ance" . By logically continuing the argument which 

was detailed in (d) we find that the Secondary Deri­

vations , as the~ originated from the primary source 

indicators , not only reinforc e the find ings given in 

(ct) but that they , in point of fact, v alidate these 

findings as they are t h e basic job satisfaction in­

dicators which were detailed on p . 71 . In other words, 

therefore , our empirical data suggests that the 

l:!.uropean group is solely concerned with "the job it­

self'' and with the socio- psycholc::>gical benefits that 

might accrue by performing it. In a n endeavour to 

arrive a t greater clarifying detail, it is necessary 

to r eturn to the phrase previously used , namely , 

''motivation as a process" since the discussion thus 

far was ained at tracing the influence of culture in 

this "process" , and culture being "an abstraction 

from b ehaviour(thu normative aspect) " it is suggest ed 

that both groups interviewed in this investigation, 

regardless of thLir reactions , may b e described in 

terms of one 0r r.1ore of the following transition al 
1 phases 

i. the breakdown of locality groups; 

ii . the forQation of n ow institutions ; 

iii . an increase in impersonal rel ationships; 

iv. a n unbal~nce<l population; 

v. the origin ation o1 a stratified and mobile 

social class; 

vi . decreasing ritual and constraint; 

vii . increas ing competition and differentia tion; 

viii. an a·warene ss of and a striving for enhanced 

statuses . 

As a "process" , therefore, motivation grants as ele­

ments in its composition, a place to physical, 

1 - Cf. }1ITCHELL , CLYDE ' S int e resting development of the same 

theme in Africa ns in Industrial Towns of Northe rn rthodesia 

(1956). See a lso VAN NIEU\lENHUYJZJ.!;, C . : CROSS-CULTURAL 

STUDIES , Mouton , The Hague , 196) , chapters J and 5 . 
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biological and sociological foundations, as well as 

to the cultura l accommodation of individuality with-

in a changing societal milieu . For these r easons , 

motivation assumes the charact eristic of being an 

action pattern in a social process . 

The empirical dat a which wa~ presen t e d suggests, 

that the African, contrary to popular belief, is not passive 

and therefore tlisint erusted in the f a ce of the orde r (or .the 

Jisord r) of the society in which hA fintls himself . As we 

have attempted to show by our empirical r e sults tht Africans ' 

b ehaviour and attituue foroation -thus his mora l code in 

action -compared with the 1~uropeans 1 , is governed by an 

equally valid b ehaviour pattern but it is found2d on different 

codes of socia~ readjustment and behaviour. 

The r eason for thi s divergence in assessing the 

essential r e quirements of life and man ' s part in it, which 

Joes not in any way denote superiority or inferiority in 

establishing cultural levels or ethics in any one of the 

groups interviewe d , should the r e fore be sought in the socio­

cultural interpretationl accorded by the group to complex 

J.emam.Is2 made by the society3 in which it finds it self. 

---- ooOoo----

l .• Vide DAVIS , K .: Huma n Society z N . Y . , Hdviillan 1959 . 

2- In Mannheiw 1 s sense , namely, the 11 totality of demands tt in 

Ideology and Utopia , Barnes and Noble, N . Y . , 1940 . 

J - According to l\iciver 1 s g eneric interpretation in Society, 

Its Structure and changes . 
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CH.APTBR 8 

REVIEWING OF THE THEOilY OF 1'-J.OTIVATION IN THE 

LIGHT OF 1i.ESULTS OBTAINED IN INV.b:STIGATION III 

AND GENEKAL APPLICATION IN INDUSTRY 

In their publication, JOB ATTITUDES: Review of 

Hesearch and Opinion, h erzberg and co-authors, state that 

they have uncovered 155 studies, published betwee n the years 

1920 a nd 1954, which purported to present data in answer to 

the que s tion 11 what d o people want fran their jobs? " If' we 

add to this large total the ever-increasing number of ex­

hortative writ i ngs on thi s subject, we must conclude tha t the 

answer to this question is presently conceived as the crucial 

source to the successful motivation of the worker. 

In the field of industrial relations it has virtual­

ly become axiomatic that a knowledge of what the worker wants 

from h is job is e ssential to sound personnel administration. 

C. Wright Mills1 equally axiomatically points out, on the 

other hand, that sound personnel management must b e base d on 

factors other than those that supposedly satisfy worke rsr 

needs because 11·men live in i mmediate acts of e xperience and 

their attentions are directed outside themsel ves until act s 

are in some way frustrat e d" .... (and) .... "it is then that 

awareness of self and of motive occur. 11 This open f i e ld of 

speculation can support any choice of personnel philosop hy. 

Howeve r, a ll investigations on this subject demonstrate that 

b d f th k t b t d . l . h . t 2 the asic nee o e wor e r app ears o e roo e 1n 1ann e1m s 

original theory on motivation stating that 11 it k eeps clearly 

in mind tha t both motives a nd actions very often originat e not 

from within but from the situation in which t h e y find them­

selves". The sub s tantiating evidence '.vhich bears on the 

validity of this statementJ and corrobora tes the findings of 

this investigation , is d iscus sed in t h e conclusion to this 

study. 

1 - MILLS , c -~fHIGHT: Power , Politics a nd People , - biiil a iitine 
Books, N . Y . 1960, p . 440. 

2 - ~~NNHEIM , K.: Man and Society, London , 1940, p. 249 . 
J Cf. Chaps. 7 a nd 8 of t his investigation in which 1-/eber 1 s 

definition of motive " as a complex o f meaning, which app ears 
to the actor himself o r to the observer to b e an edequat e 
ground for his conduct 11 ( Wirt sch a ft und Gesell schaft , p . 5 , 
Tubingen , 1922 ) cha nne lled the discussion. 
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In the two preceding chapters an attempt was made 

to illustrate the cultural implications which beset the 

modern industrial scene with its multi-racial work force, 

Different cultural backgrounds a ct as motivators in differe nt 

directions when a ctors drawn from differe nt ethnical groups 

are placed in the ide ntical e nvirorunents. This viewpoint is 

adopted and d erived from the results obtained in this study 

and together with the elements of the preceding discussions 
1 will assist towards formulating hypotheses 

l{hil e a ccepting c. ~-lright l'lills' view that "motives 

are common grounds for 1.1edic:.ted b ehaviors" ( a nd ) ... "that 

the motives are actually use d in justifying or criticizing 

an act" ... \ and) ... definitely link it to situations '' which 

"integrate one man 1 s action with a nother 1 s 112 , it appears that 

other observers of employee motivation have felt that some 

order may be d e tected in employee wants a nd have a dopted from 

a theory of motivation by l\iaslow3 the concept of a "need 

hierarchy" in which the various ne eds of an individual can 

be categorised, in spite of the fact that the components given 

a bove a r e never compl~tely separable . On the whol e , moti­

vation in industry, as shown by the results of this s tudy, is 

e vidence of a departure from or redefinition of accepted 

standards of social behaviour brought about by the diffusion 

a nd dissolution of e stablishe d culture concepts. Similarl y, 

motivation may include conflicts between cultural standards 

~nd the efforts towards reorganisation b ased upon the recog­

nit i on of unusu3.l social relationships and changing values, 

n o n e of whi ch is nt•cessarily a soc i a l problem . before ex­

amining Haslow's
4 

"hie rarchy of needs" and testing its applic­

ability to this study, we must cite its similarity to hax 

Weber 1 s hierarchical structure on the same theme . The a ns,ve r 

1 - rtefer t o the "conclusion" of this stvdy. 
2 - i·fiLLS , C . \hi.IGHT , op cit. p . 245 . 

3 - JVIASLOW' , A. H.: Motivation and Personality , N .Y. Harper, 1954 
and a lso A Theory of Motivation, same author, l'sych. Re­
view, 1943, No . 50, pp . 370 - 396 . 

L! - 1/e a re taking s ome libertie s with Maslow 1 s nome nclature 

and genera l classification . 1/e a re putting into the one 

cat egory of "subsistence needs", two needs which he treats 

sep arately , name l y , physiological and safety needs . This 

i s done for r easons of simplification. 
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1 to t h e question on motivation was sought by Weber along 

stratified or occupational lines, suggesting "that in a free 

society the motives which induce people to work vary with . .. 

different social classes'' and nthere is normally a graduated 

scale of motives by which men from different social classes 

are driven to work-", thus 11 when a man changes r anks, h e .. 

switches from on~ svt of motives to another." 

Upon closer examination \feber's "stratified moti­

vational goals 11 reveal, by inference, that society constrains, 

selects, adjusts and controls .• the social forms found in in-

dividual motivational patterns. In each of these societary 

processes, motiva tional impetus may occur actually or poten­

tially. ~rom this approach, also in ieber's sense, motivation 

consists of those social readjustments to which any society 

is exposed because it is based upon flexible and dynamic 

standards - a s a societal pattern, consequently, . motivation 

in i ndustry is a co-ordination of individual and g roup 

character traits a nd becowes a significant process in the 

modification of socialisation. 

For purposes of further clarification in investi­

gating this 2-ambian study we are quoting the Maslow Hierarchy 

of Needs . In 1>1aslow 1 s systei1 the hierarchy begins with the 

basic physiological needs which r;1ay be set out as follows: 

a. Not until the lower order needs are s tra tifie d will 

the next higher order n eeds b ecome activated. 

b. Once the first two orders of needs, i.e . subsistence 

a nd social, are satisfied they cease to b e active 

motivators, Once man has broken through this level, 

~his property no longer applies . Onc e his need s 

for status , knowledge and self-fulfilment h a v e be­

come activated, h e becomes greedy, and due to the 

fact tha t insufficient satisfaction is provided, 

he seeks at great cost, even to the ext e nt of 

damaging subsist e nce and s ocia l needs , for more and 

more satisfaction . 

c. But in fulfilling his want s a t each l ev el, the 

strugt:;le goes on- there is cost attached, i. e •. 

the principle "that you cannot h ave so •. Ie thing for 

nothing 11 still ope rates . Each reward h as i ts cor­

responding cost.and the higher the reward the g r eat ­

er the cost. 

1 - Paraphr ased by K , Mannhei1:1 , op. cit . pp. Jl6 - 317. 
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d. Thus in this stru.gg,le for satisfaction of their in­

creasingly complicated wants, many men fall by the 

wayside due to : 

i . they are unwilling to pay the costs required 

for the satisfaction of the higher wants; 

ii . their situations offer little o r no oppor­

tunity for their satisfaction and have the 

results that many of man's wants remain 

thwarted . 

e. Thwarted needs, however, do not remain dormant and 

they flourish at the level at which the upward r.~ove ··· 

ment stops or at levels lower to it. This lower 

level , however, should not be compared with growth; 

it is symptcm.atic of the "frozen state" resulting 

in an endless pursuit of certain nee d-satisfactions, 

for example , the endless pursu i t of friends for 

the emo tional support they provide . 

In the I•1aslow-hierarchy of needs, quoted above, it 

appears that the motivational patterns detected in this study 

could be phased as follows: 

i . it accentuates the proble1.1s encountered in the 

r estructuring of society; 

ii. it is connected with efforts to discove r ways 

and means of developing a reasonably secure 

social organisation for the individua l actors 

as well as for their groups; 

iii. it is associat e d with social change from the 

standpoint of the recog nition of its d e ­

sirability , if the risks (which may result in 

social disorganisation) involvod are not too 

grt.at . 

Since a compl e te consideration of these hie r archical aims 

is co- extensive with social organi sation, a r evi e w of social 

disorganisation is al>v-ays an important corrective t o any 

theory of socialisation as its main concern is with the in­

stabil ities of changing relationship s . 

In view of a l l that has been. said, it is apparent 

that the crucial question for industry to a nswer is : how 

does it motivat e its workers who have a constantly changing 

set of needs? This question becomes more urgent whenever 

cultures are d iscordant or societ i es h a v e d evelop e d conflict-



- 125 -

establish 
ing systems1 in endeavouring to/ the components of moti-

vation - these norms or standards determ.ine not only the 

obvious sooial problems and needs for social r eadjustment 

but also the fundamental philosophies of the actors ' mores. 

Hesult ing from the finding s of this study (detailed in t he 

0onclusion) it is suggested that motivation in the work 

situation is ultimately d efined by mores, in precisely the 

same manner that mores have defined and determined the 

evolution of other patt e rns of human behaviour. Values, 

norms and standards enter into a pattern of socia l organ­

isation. Similarly, whe n a r e lationship rather than the 

person is conside red, there are norms of association (to in­

sure the necessary social contact) , of institutions (with re­

spect to their efficient operation) and of t echnology so that 

the proper material and structural bases of a society may b e 

maintained . 

It has always b een accepted that steady e mploy­

ment prospects and good pay rates were industrial rnanage-

ment . .t,s tools to satisfy worke r s ' ne e ds, but , as we have noted, 

once these needs have b een satisfied they become l ess and less 

important and are repl a ced by higher ne eds. Industry is 

therefore faced with the problem that these higher needs can­

not b e satisfied in the same direct way as the lower n eeds 

were satisfied, which means that worke rs, whose subsistence 

needs are satisfied, can no long er be motivat e d by the tra­

ditional methods . No aiaJOunt of good wages , ideal working 

conditions or bonuses will now induce workers to give more 

than minirnmn e ffort • 

Since this concept o f' 11 satisfaction levels" com­

plicates the range of motivation, they must be synthesised 

in a pattern c f changinG r.10res (cultural readapt at ion) . 

It has now advanced b eyond the limits that problems arising 

from cultural diff8r8ncBs are consequ ences of a moving so­

cie tal Pqu i librium. 

The problem of lilOdern industry, with r egard to the 

;not ivation of its diver sified l a bour force comprising differ­

ent culture groups , is simplified whe n it is associated in the 

broadest conceivable manner with cultural changes and with 

specific individual handicaps that arise the re\vith. This 

vie w is based on the hypotheses that mores a nd culture 

patterns undergo a const ant process of modification which is 

l - Vide the- present thc.o.ries -evolved to satisfy man and ···- - ... 
supply in his needs , eg . Socialism , Fascism , Naziism, 
Nationalism , etc . 
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activated by social selection. By accepting this hypothesis, 

modern industry can see itself as the "provider111 of its 

workers 1 subsistence needs only. It f ails as the "provider" 

when it comes to the fulfilr.1ent of the higher needs, because 

these higher needs, by their v e ry nature, are "developmental 

needs 11 • For exaraple: industry cannot provide its workers 

(as directly as it e ives e mployment) with frienus, or respect 

from their workmates, or with self-confidence, or even a 

feeling of self-respect. It may provide the conditions which 

allow these needs to be satisfied in relation to the goals 

of the industry itself, but it cannot direct the workers to­

wards attaining these n eeds . 

In distinguishing the evolution of i ndustrial 

problems anu its impact on modern industrial philosophy, the 

following two parallel conditions prevail set out diagramatic­

ally b e low: 

Industry 1 s Aim 

To establish a 
contented 
labour forcu 

2. To satisfy parti­
cipa ting a ctors' 
requir~ment s 
(workers and 
owners) 

CONDITION NO. 1 

Methods e mployed to 
achieve aim 

l.Ideal working con­
d itions 

2 . To acknowledg e the 
existenc e of huma n 
dignity and indi~ 

viJual rights of 
a ll employees 

J . Fringe benefits 
I 
I 

Results ob­
tained 

!.Sat i sfact ion of ! 
need for s t a tu s , j 
self-development 1 

and sense o f ! 
achievement . I 

! 

2 . Fragmentation ofl
1 

tradit ionally 
organised jobs 

4.Incentive bonuses li J.Less challenge 
to initiative 

S .Welfar e aids \sick 't ~ ,1 . . ff t 
b f . t . t ol' . 1n1mum e 0 r ene 1 ,pens1on , e c t . t . o ma1n a1n 

r
• .To maintain or 

increase profit 
areas 

6.To increase and i st eady output 
I 

maintain standard :, S.Automation 
of living of em-
ployees 6.Mechanisation 

I I 
7 . Induct ional a nd 17 . Tradi t ·ional re-

r eaJapt u tional I wards fail to 
trainine ; satisfy 

8 . Subsidised housing 18 . I.iilitant Trad e 

~ . Recreation facili- I Unionism 
ties 

i 

------------------·----··---·- --:----: 1 -Vide some Ame rican Sociologists ' p e rception o F - i ndustry 
a s an agen t in social mobility. To them mobility de­
r ives p a rtia lly from the non- a cceptance by the worke rs 
themselves of industry' s offering of social security in 
a ll its f orms. Refer to HERZBERG, F .: Job Attitude s; 
a lso F.tUEDN.ANN: ·\"io rk and Retir ement. 
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CONDITION NO. 2 

The Problem The Corrective i 

r-------------------------------------~--------------------------------------·-~ 
l.The worker i s inc apable of 

identifying himself with 

a nd directing himse lf to 

the industry's goals 

2 , No relationship e x ists be­

tween the needs of the 

worker and the goals of 

industry 

J ,Reasonable p r ofits have to 

be maintained 

4 . l~anagerial succession 

prograrruae s 

1 . Scientific analysis of out­
put p e r wor Rer by means of 
time an<.l motion stu<lies ,mul-­
tiple ma n ageme nt/worker 
study courses, job enl arge­
ment programmes to permit 
better earnings 

2 . Joint consultation t o in­
volve a ll workers; profit­
sharing programmes; coun­
selling programmes to im­
prove human relations; set ­
t inc; r'~al i st ic product ion 
goals t o increase bonuses 

J , Fragmenting of jobs into 
e lementary components by 
work method s tudies;t iming 
of e a ch job(time and motion 
studies) ;rating o f j obs (by 
job evaluation) and costing 
each operation(b y cost con­
trol) 

4 . Hecruitment o f suitable can­
didates for promotion 

As is shown by the two summari es the lack of motivation 

in industry i s e xplained by the dish a rmonies arisin g b etween 

social evolut io n and human r e a u justment . Two a l ternative 

suppl ement a r y e x planat ions for this dish armony are d e rived from 

the same source . On e locates the origin of it in biolog ica l 

or social adjustme nt in too r ap il ... ly changing stan dards; the 

assumption here beine that in spite of the influences o f i n­

dustry in particular upon human nature ma n is still largely 

too inflexible to reaJ.apt . The other point of view isolates 

the characteristic nature o f social sel ection in social con-

trol . This dua l orig in i s r esponsible for its inconsist en­

cies and its indefiniteness . 

Upon returninG to some of the f indings obtained in this 

investic;ation, at least a systematic set of relationships d i J. 

e me rge from our study of the literature and our own findings1 . 

It was noted in our r evie w of literature on the subject that 

different results we re obt ~ined when the study was conce rned 

with " what maJ.e workers cont enteu with their jobs" a s opposed 

to studies direct ed to "discovering the factors that l ed to 

1 - Cf . chapter 4 of this study . 



-- -.1!2-8 -

disssatisfactioru1 with their jobs. Our study reveals that the 

factors or cor.~vonents that make people contented with their 

jobs are different from those that make them unhappy. 

The significance of this finding could best be de­

scribed by discussing its implications further . One of the 

basic methodologies of scientific analysis is to , conceive 

variables as operating a~ a continuum. Therefore, a factor 

that influences job attitudes should influence them in such 

a manner that the positive or negative impact of the same fac­

t0r should lead to a corresp onding increase or decrease in mo­

rale. It is our view that some confusion arises as to what 

workers want from their jobs and that it stems from the approach 

(in thinking) that factors influencing job attitudes operat·e 

along such a continuum. But how are they explained if they do 

not? And furthermore what would the explanation be if some 

factors affect job attitudes positively only? 

If this is the case, t h en the presence of these fac­

tors will act to increase t h e worker's job satisfaction and 

their abs e nce will not nec e ssa rily give rise to job dissatis­

faction. The oret ica lly, there fore, a ny individual operating 

from a neutral point with neither positive nor negat ive self 

feelings towards hi s job, will have , as a result of satis­

faction-fa ctors, his job satisfaction increased beyond the 

n eutra l p oint; and the absence of satisfaction- factors will 

again allow him to d rop back to hi s neutra l level, but will no t 

turn him into a dissatisfied worker . By the same logic , the 

converse also holds validity: the existence of neg ative self 

feelings will lead to a di s satisfie d employee, and immateri a l 

of the quantity of satisfying-factors, will not make the wor­

ker happy. Although it is impossible to generalise as to the 

specific relationship ,..,hich exists between 11 job s at i sfi e r s " 

and " employee motivation", the connection has occurre d with 

sufficient regulari ty to give it the qualifications of a socio­

logical po s tul a t e . Studi es of relatively static societies , 

contrasted with rapidly industrial d eveloping s ocietiesl, con­

firm this con clasion and indicat e that the same cond ition s 

making for active social participation ( mot ivated in o t h er 

wo rds ) in one society and ".frozen act ivity " in the other are 

also cau ses of the indus trial probl ems 2 d escrib e d earl ier . The 

different manifestations of these factors are dete rmined by 

l- Sorokin, P.A .: Social Mobil ity , N.Y . Harper, 1927 , con­
tains a full developme nt on a parall e l theme in Ch ap . ) & 4 

2 - Rei'er to page rn. of this investigation . 
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the combination of personal and cultural traits in a p rocess 

o f selection. 

The results of this investigation show, as was pointed 

out earlier t ·.at the f<:!.ctors or components c a using dissatis­

faction have a g reater potency than the f a ctors which satisfy 

workers. Since motivation has a characteristic of energising 

anl maintaining enuurine enthusiasm for the job, it constitutes 

a major component in social change and hence features in social 

selection. The interpretations of the results gained from this 

i nvestigation indicate the varieties of motivational patterns 

to which industry with a v ar ied labour force, comprising dif­

ferent cultural groups, is exposeJ and hence the desirability 

of interpreting mot i vation as a p a ttern and a proce ss1 • 

In a n e n ueavour to trace the motiva tional p attern in 

indust ry, we now r ecap itulate the salient aspects of our re­

search ' s r esult s . 

It was noted during the interviews that when our 

interviewees h ad po sitive self f eelings about their jobs, they 

frequently tlescr ibeJ factors or methods of execution related 

to their tasks a nu events that served as an indication that 

they were expe r iencing professional grtowth or matur~ng wh:ich will 

l ead to promotion. It was also noted, on the other h a nd , 

when s i tuations were c!escribed in which negative sel f feelings 

were uppermost, they were not concerned with the job itself 

as such but rather with conditions in the execution of the job. 

These conditions were u0 scribed by the intervi ewuo as e ither 

"unfair " or "unsat isfactory" an<-: they have ~n a~lverse effect 

not only on the interviewee's work in its total complex but 

on h is f eeling towarus the specific task designated to him. 

These externally-created conditions of rea ction, 

due to the fact tha t they are analogous to the work-principl es , 

are t e rmed " element s of stability''. These e l ements of s t abil i­

ty tend to neutralize the sens e of insecurity . It is not 

curative, but r a ther preventative in n a ture . Simil arly , the 

hanaful e lements contained in the context in which a job is 

performed se rve to originate negative self feelings about the 

job . By removing these harmful impe diments s uch as job 

securit y, company policies , supe rvision and inter-personal 

relation s 2 po sit i v e self feelings about the job may b e culti-

vated . If and when these "harmful e lement s 11 Lle t e riorate to a 

1 - Cf . pp~l2J/4 for Weber' s interpretation of this pattern. 

2 - Cf , c h a pt er 4 .whe r e these compone nt s were e mpiric ally 
i sol a t ed, 
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level below that which is acceptable by the worker, then, as 

a result of his negative self feelings, poor jobs attitudes 

are formed, We have already pointed out in this chapter, that 

the reverse does not hold true -when the job, at a certain 

phase or stage, can be taken as neutral -- there will be 

neither satisfaction nor dissatisfaction. The explanation 

is found in the fact that the factors or components which 

lead to positive self feelings do so because they satisfy 

the workers' need for s e lf-realisation in the job situation. 

The supreme goal of man, according to personality the orists 

Jung, Adler, Sullivan and Rogers, is the "realisation of man 11 

as a creative being within the limits of reality . When man 

is deterred from achieving his goal be becomes, according to 

Douglas McGregor, "a wanting animal". The conditions which 

encompass the job cannot give man this basic satisfaction -

it i s only to be found in the performance of the j ob itself 

tha t he gets r ewa rds which will r e inforce his positive self 

f t:elings. 

It is, therefore, noteworthy that although the 

factors or components r elating to the p e rformance o f the job 

and the factors defin i n g t h e context under which the job is 

done serve as goals for the worke r, the motivating qualities 

of t h ese two types o f components a re essentially different. In 

other words, c ompon e nts i n the job context assist the worke r 

in avo iding unpleasant situation s a nd the mot ivat io n to supply 

thi s avo idance is f ound in the job factors or components 

which we term "motiv ator s " . Extran eou s job .fact ors or com­

po n ents, which, no doubt, assert a n e qua l amount of influ en-

c e, were -t;ert'led "elements o f stability" . Both types of com-

ponents are n e c essary a nd presen t in all j obs, but it is 

basically "the mot ivators" that bring about the desi reg, __ ~in,d 

of job satisfact i on which make for 'vorker-satisfaction . By 

inuuction , we are n ow l ed to deal more concretuly as well as 

positively, with the quest i on of job a t titudes1 • 

In t he group investigated it wa s found that the 

wants of e mployees can be divided into two b asic grou ps : 

1 - Job a ttitudes , i n this sen se , are taken to mean the rel a ­

tive value r atin g attach ed to the occupa tion by the 

actor h imsel f . 
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G.t{OUP NO . 1 

This group 1 s 11 1vant s 11 revel ve around the neeu to de­
velop one 1 s occupation as a source of personal growth 
which will ultimately serve as a stepping stone to­
war<.ls self-estab lishment and self-realisation aml 
thereby gaining 

a. personal acceptance in a new environment; 

b . social stability; 

c , a dvancement on the hierarchical ladder of 
mana&ement control; 

d. economic independance . 

This attitude was most prevalent among the Afri can 
supervisors in the experimental group . 

GROUP NO. 2 

This group, while essentially based on the e l ements 
contain ed in Group No . 1, proeressed further in its 
concept of working conditions, supervision and fair 
treatment on the job. 

The f ulfilment of t h is g roup ' s needs does not chal­
l enge tfe actor to achieve high levels of job satis­
faction . It is obvious, the r efore, to satisfy the 
needs of stability with this g roup that one may (or 
may not) 

a . just succeed in preventing dissatisfaction; 

b . poor job attitudes. 

As a r esult of these two clear distinctions, facts c an now 

b e p resented which will account for the l ack of success 

which industry has hall in its ·. attempts to motivate employ­

ees . We need only to briefly examine two of industry's 

a ttempts to motivat e its employees to evaluate the failur e , 

namel y , the incentive Lonus scheme a nd the human relations 

traininG for supervisors of all ranks. 

Whe n an incentive t .. onus scheme does not permit any 

of the 11 motivators 11 to come into operation, then a ny increase 

in performance is misleading , because in tpe removal of a 

d e crement in performance by the e limination of job satisfac­

tion is o ften mistakenly r e f err eu as ~ positive gain in per-

1 - Fully detaileu in chapter 4 of this investigation. 
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formance . The existence of such a stanuaru as "a fair day's 

work" 1 h as been well J.o cumented in various systematic 

stuJies by inuustrial sociologists . Are eood job attidtudes 

and loyalty towards the company engenliered by incentives and 

bonuses? The immed iate answer is often given in the affirma­

tive, especially when employees state that they like to work 

for their companies , but upon close r investigation it is 

often found that the "liking" seems to be little more than 

the absence o f "disliking " -- their satisfaction offers 

little more than the absence of dissatisfaction 2 • 

Supervisory training directed towards the imp rove­

ment of inter-personal relationships between the supervisor 

an~ his subordinctes h as been incorporated into virtually 

all indus trial relations pro~:;ranme s. The e xpect a ncy, quite 

naturally, was tho.t these p rogra mmes would influence emp l oyees 

towards a more positive job attitude and would have as a 

conseque nce, increased productivity . Thi s study's results 

sho~ that only a neg ligibl e minority citeu int er- personal 

r e lationships \vith superiors as the reason for poor job atti­

tude s. While not disput ing that supervisory training is pro­

bably essen t i al to the maintenance of good r e l ationships in the 

job situation, we also know that mode rn industry offers littl e 

opportunity for the operation of "mot ivators " from managerial 

lev e l down to the ran k and file. Jobs hardly offer any opp or­

tunity to exercise the employee's sense of responsib ility, nor 

Jo they create opportunities for achievements . In short , s e l f -

realisation is at a premium, Any man who finds his job ex­

citing, satisfying a ml challeng ing will tolerate the "J.iffi­

cult'' supervisor but to e x pect s uch traininG proerammes to 

pay d ivi...lends beyond effects which " stability"
4 

provides i s 

g oing contrary to the established characteristics of motiva-

tio n. To illustra t e : a more creative and initiative-cha l-

l e nging construction will not eme rge from a n engineer as a 

r e sult · of "fair sup ervisory treatment 11
, however , to a chieve 

the more creative design , "motiva tors" have to be p r esent; 

hi s interest will h ave t o be aroused, his talents challeneed 

a nu he mu st f eel a r eal sense of responsibil ity , I n this in-

l - HUGHES , E . C . :The Knitting of l{acial Groups in Industry, 
Ame ric. Soc . ~eview, 194 , No .ll , pp . 512- 51 9 a nd WHYTE, 
vl . F . in Money a nd Motivation , N .Y .1957 , Harper . 

2- BLUM, T . A.:Toward a .1.kmocratic lvork Process,N . Y .Harper ,' 53 
J - Cf. Table No 6 p . 62 
4- Cf . p . l29 of this investigat ion . 
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stance, the degree of creativity is in direct relationship to 

the degree of motivation felt. 

In order to get a clearer perspective of the empiri­

cal data presented in this investigation it is suggested that 

Weber's definition of motive "as a complex of meaning, which 

appears to the actor himself or to the observer to be an ade­

quate ground for this conduct 111 be taken as the guide for 

further discussion. As we have attempted to show, industry 

with its Western managerial methodology, largely shaped and 

framed in terms of Western philosophy and accepting the cul­

tural origin of its value s, constantly implemented the re­

quired modific ations which were incorporated from time to 

time. This process of structural r eadaptation continued for 

so long that industry d oes doubt the validity of its standards 

any more. Doubts appear to arise now in a different sphere 

of managerial policy -- the maintenance of production l evels 2 . 

In continuing evaluation of the empirical mat e r ial as it 

illustrates Jewkes' summary of the problem, note must be taken 

of the Africans' new role in the Zambian industrial complex, 

since industry's standards can no longer be accepted unchal­

l enged as the sole determinants in assessing the quality and 

quantity of work performed. (In all cases in the mininG in-

dustry whe r e Europeans were replac~ by African Advancees the 

production output remained unchanged3.) 

By further analysing the Africans' involvement i n the 

Zambian industrial complex which is essentially structured 

upon 1iestern philosophy, they appear to be confront e d by the 

fundamental problems facing newly stratified groups in a so­

ciety, namely, to gain full recognition as a group belonging 

to a different s ocio-cultural h e ritage and who in spite of the 

processes of acculturation and social readaptation, react 

differently tha n the Europeans to the social stimuli which 

are predominantly ··/estern in character . As suggested by the 

1- "Wirtschaft und Gesellschaft 11
, p . 5 

2 - J E\-lKES , Prof . J.: The Perils of Planning, South African Jour­
nal of Economics , Vol. JJ, No .4, p.J41 

J- Refer to the Zambian Chamber of Mines ' Yearbook 1961 s how­
ing that production l evels were maintained, albeit that 
mechanisation was increased which, undoubtedly, must have 
played it s part as well. 
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empirical data obtained from this investigation , since a de­

finite pattern of attitude f ormation has been established 

for both the ~uropean and the African groups employed in this 

study, industry, while not necessarily int roducing different­

ial treatment for its culturally-div ersified workmen, will, 

as another alternative , have to arrive at new bases and for­

mulae to re-evaluate the statuses it accords to both its new 

and tradit ional occupations, so as to harness the vast sour­

ces of available but hithe rto untapped and thus untrained 
1 labour • I£ the diversified reaction patterns, detailed in 

this invest igation, are accepted and scientific validity ac­

corded to them, then it can be explained why the social struc­

turing of industrial development, in ignoring these divergen­

cies, will in the not too distant future progressively expe­

rience pressure from its own internal forces , which a im at 

retaining its place in an already- strained economic struc­

t ure where labour , in all quarters demand higher wage s fo r 

less time wor ked . 

To conclude, it is suggested there~e two general 

approaches to a societal pattern of industrial motivation. 

One i s engrossed with particularistic theories where by moti­

vation may be explain ed through the d ominant influence of a 

major s ocial force . The other approach is analogi~al . Moti­

vation is explained b y the similarit ies that are apparent 

between its life-history and that of the individual. In this 

analogy, challenge and adaptat ion, maturity and development, 

conflict and culture concepts are interpreted as inevitable 

processes in the growth of society and its individuals . 

hotivation to work, especially in t h e industrial 

context, is more understandable in its multiple forms when 

it is described as a pattern of perso n a l and group adaptations . 

It is never more of one tha n of the other. Since it is a 

produ ct of reciprocal personal and social interaction, moti­

vation may e merge from any individual , personal or social 

s timulant which operates cumulatively towards an increasing 

of individual sel£- esteem'L" :' . Either as a pattern or a pro­

cess , motivat ion may therefore be ' interpreted to be the re­

sult of the functional interpl ay between personality and op­

portunity within a process of s o cialisation . 

---- ooOoo----

1 -This total reevaluation- -furth-er implies that occupations 
belonging to the skilled crafts such as fitting, turning, 
we lding , etc ,, will, except fragment ation of the tradition­
al job, also have to be r eorganised with regard to the 
training p~riod a nd the definition of the ultimate job content . 
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CONCLUSION AND SU:tvft.1ARY OF THE 

NATUH.l!; OF 1-iOTIV ATION IN THE MODI!:L 

AND I'.t'S M'LATION TO THE HYPOTH~SES 

The logical inferences drawn from the various tab" · 

lated results obtained from the empirical data presented in 

Chapter 4 and the theoretical discussions contained in Chap­

ters 6, 7 and 8 l ead us to t est the validity of the p~oposi­

tional statements suggested in the Introduction to this in­

vestigation on page 9 . 

A. ESTABLISHING THE VALIDITY OF THE ~HOPOSITIONAL 

S'T AT EHENT S 

In the light of the discussions in Chapters 7 and 8 
tbess propositional statements or postulates can now be term­

ed hypotheses on the strength of the sociological orient a tion 

found in the writings of Dollard a nd l e ss systematically in 

the work of Fromm, Kardiner and Laswell. 

The position taken here has been perceptively d e­

scribed by Professor James Irving
1 

that every stat ement of 

b ehaviour which throws the emphasis , explicitly or impli cit-· 

ly, on the actua l integral experiences of defined personali­

ties is a datum o~ psychology or psychiatry rather tha n of 

social science. However, e v e ry statement about behaviour or 

about the expected behaviour of a physically a nd psychologic­

ally defined type of individual, but which abstra cts from 

s uch b ehaviour in order to bring out in clear relief c ert a in 

expectanc i es with regard to tho se aspects of individual be­

haviour which various p eopl e share , derived from an interper­

sonal or social patt 'Jrn , is a datum of s ocial science2 • 

1 - Thi s conception of' our fi e ld has b een bruug·ht into our 
own sociological thought most c l early by Prof . James 
Irving of Rhodes University . It has long been adopte d 
by social sci~ntists overseas but has y et to obtain wide 
acceptance h e r e . Since Prof . Irving has not published 
on this theme , the author w·e lcomes the opportunity of r e­
cording his great int e llectual d ebt to him here . 

2 - Cf. EDWIN SAPIH ' s Why Cultural Anthropology needs the 
Psychiatrist . 



- 137 -

B • EST .ABLISHING THE ST ATUS~S OF THE HYiOTHESES 

Before detailing the hypotheses it is, first of 

all, necessary briefly to discuss their statuses in terms 

of the differences observed with r egard to 11 cultural diver­

gencies11 which contained the elements of motivation that 

lead on to social inertia1 • This investigation's empirical 

dat a presented in Chapters 4 to 8 ultimat ely culminating 

into the composite tables 15~ , l5B (I) and l5B (II) on pp . 

86, 89 and 90 .respective ly ~llow the following introductory 

observations: 

a . Social systems have dominant divergences into dif­

ferent types of groups which p e rmeate through all 

social relationships within the system even though 

the system maintains itself as a whole . In the 

Zambian Coppe rbelt the dominant divergence is into 

Eu~opean and African racial groups. It follows 

that the dominant divergence within a changing sys­

tem will inevitably produce parallel· structural 

changes in all s egments of the system, even if the 

cultural forms of the participating groups are dif­

ferent. It follm.,rs a s a fundamental corollary of 

social a nd cultural readaptation, that social 

change is governed increasingly as change proceeds 

by the interacting group interests . This neans 

that the control of social change is shifted from 

t h e primary to the secondary groups with their more 

varied structural patterns. Upon entering the in­

dustrial sphere the rural agricultur a l African was 

absorbed into the ranks of industrially organised 

Trad e Unionism where his interests were guarded by 

the secondary group which , as a unified body, ma d e 

concert ed efforts, in spite of the dominant racial 

divergence, to achi eve improved conditions of ser­

vice for the one sector of the society . The pri­

mary bodies-- family, kin, etc . , --have no deter­

minative bearin g on his position as an industrial 
11 workman11 , 

l - Inertia is 11 that property of ma tter by which it tends whe n 
at rest to remain so , and when in motion to continue in 
motion, and in the same straight l ines or direction, un­
less acted on by some external for~e 11 • (Oxford Concise 
Dictiona ry) . Soc i al i nertia , on the other h and, must be 
visualised as continual d evelopment in a certain direction, 
possibly accompanied by social change . In its socia l f orm 
i t i s tradition-oriented and thus conservative . 
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b. A changing social system tends to continue de­

velopment, as a result of the principle of social 

divergence, along the lines of its dominant diver­

gency agent until this is radically altered by mo­

tivation and is wholly resolved in the pattern of 

the new system. This is, according to Bateman's 

Schismogenesis1 ," the principl e of social inertia" . 

In Zambia the dominant divergency agent, in this 

case the Europeans with their Western industrial 

and manegerial structures, developed a social sys­

tem which was ultimately challenged by the opposing 

group when it became sufficiently articulate to 

formulate its aims. In terms of the principle of 

social inertia the dorninant divergency agent's 

position was successfully challenged and the result­

ing social change, restructured in terms of the 

other groups ideals, resulting in the formulation 

and the implementation of the African Advancement 

Programmes as they were subsequently known. 

c. The principle of social enertia is further compli­

cated whe re the dominant divergence in a changing 

system is d i vide d into two culture groups, such as 

was studied in this investigation. The minor group 

will b e stre ngthene d in its following by its emphasis 

on the major group's culture, for this emphasises 

the dominant diverge nce against the major group . 

This reaction must be logically anticipated because 

in Zambia, the variety of cultural groups comprising 

the population is diversified and the me aning of 

"work" to members of these group~ differ. Unfor­

tunately , as no previous empirical studies have 

b een made, the writer is not in a position to 

stat e how each of these groups' traditional value 

systems h ave been modified by the rapid industrial 

and technological structure changes of Zambian so­

ciety. These values, having served as models for 

the acculturation of the African , will for some 

time to come still form the funda me ntals which tra­

ditionally fonm the major elements of both the 

Europeans ' and Africans' action pattern . However, 

basic concepts in the technological a nd e conomic 

realm of the Copperbelt industrial structure, such 

1 - Cf. GLUCIOiAN, M: .Analysis o f .a SociRl ,_:Si tuation.:i.n }:bdc::::·:c . 
Zululan~, 1958 ~ pp . 5~ - 64 for a compre~ensi~~ tre~tment 
of this theme . · · · · · 
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as the maintenance of scientific product~on methods, 

marketing and economic deployment of labour, it is 

felt, will continue to form the basis for new struc­

tural changes which will, in'future , modify the 

existing pattern. 

d . Every group, immaterial of the specific social sys­

tem, sets a value on its own predominant-divergence 

contact. This enables u s to Lnfer .that where in 

a changing society the dominant divergence is into 

two culture groups ea~h g,r.oup :lyill tend to i .dea:l, i .se 
. . . - ... ) .. 

the v a lues of its own culture, since it forms the 

essence of the divergence which sparks off motivation 

o n social, cultural and economic l evels . In its 

socio-historical context, both interacting groups, 

in the face of the society's structural changes 

taking pla c e and the form~tion of n ew interr e lation­

ship s leading to diffusion on the part of the domi­

nant group a n d accul t uration on the part of the 

minor group, each group will resist with equal de­

termination t his progressive exten to i on of com-

munity which abolishes d iffer ences . Evidence of 

this determination is found in the stand taken by 

the ~~ropean Mineworkers' Union on the retention 

of clause 42 i n the "Agreemen t with the Companies" 

which made provision for "equal pay for equal work 

and respons ibility". The majority of Africans, on 

the other h and , as d e tailed by :l"iaxwell Robertson1 , 

s howed no inclination to sever, a t any time, their 

tribal relationships to conform uniformly to urban 

(indust rial ) social patterns whe re int e r-tribal 

marriages were enacted and various ceremonies a nd 

rites neglected as if they had ceased to regard 

the tribal systems with a continuing regard. 

By superimposing t h ese introductory observat ions 

on the empirica l ma terial, we find that we a r e now 

in a position , having taken due cognizance of the 

existing cultural d iver gen ce and its influence on 

attitude formation due to soci o-cultural patterns 

which was estab+ishe d in the two groups interviewed , 

to proceed with the testing of the hypotheses . 

--------------------- ---·------ - ·--·--- ··-
1- ROBERTSON, M.: Travels in Northern Rhodesia, Oxford Un iv . 

Press , 1953, Chapters 4, 5 a nd 7. 



- 140 -

C. TESTING OF THE HYPOTHESES 

HYPOTHE!P.IS 1 

It was postulated in Propostion 1 of the propo­

sitional system on page 9 that where differences are found 

in mot·i vat ion in individuals in a common group franework, 

these differences imply differences in position in the social 

strata even where the individuals bear the same occupational 

title, receive the same salary, accorded the same promotional 

possibilities, etc. By taking the statistics of the composite 

tables Nos. 15A, 15B (I) and l5B (II), p~ges 86, 89 and 90 

respectively, where 114 interviewees and their 4062 respon­

ses are contrasted and analysed, we find that the following 

observations may be made in sequential order~ 

a . It is found that the first four groups in these 

Tables, who are all ~uropeans, show slight differ­

ences in the negative self feeling responses, but 

that the last group, the African Supervisors, show 

an increase and the level, as evinced by the per­

centages, is higher under most indicators. The 

reason for these differences is account ed for by 

i. the birth of n ew forms of social interaction 

within a changing milieu. (on the Copperbelt 

of Zambia , the stratificatory aspirations 

sparked off by motivation on the part of 

the African, have been brought to a success­

ful conclusion save for the fact that the 

implementation still dispalys residual un­

certainti e s due to the status conflict situ­

ation of the African in the tot al system}; 

ii. readaptation of personality. (The position 

now is that there is a resistanc8 to allow 

the socia l system , which is acknowledged 

and accepted by one segme nt of the society, 

to l?e come a permanent readjustme nt yielding 

a n equilibri um of equ ality or identity of 

the two e thnic groups . This, by implication, 

means that the African, taken from his cus­

toraary cultural-pastoral environment, enters 

a new social system where motivetion a nd 

conflict can be predicted. This equilibrim!l 
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stage, while developing, has not yet been reach­

ed and the irnuediate situation is that of cul­

tural-personal strain on both groups, but par­

ticularly on the "fricans'. 1li thin this broad 

pattern , mores, interpersonal relationships a nd 

social processes manifest a "strain towards con­

sistency with each other") 

iii. cultural background and motivation felt by the 

individual actor. (These produce a range of 

disorganisation which develops along the follow­

ing phases: 

the bre a kdown of g roup institutions: 

the African Advancee, who has progress­

ed to the position of supervisor can 

no longer be described as b e ing a me m­

ber of t he group which initially as­

pires towards industrial " adv a nce ment", 

hence the weakening of the original 

tribal-group-complex. Functionally, 

although not culturally, he is now 

identified with and he himself iden­

tifies himself with the dominant group . 

an increase in impersonal relationships : 

the essentials of the job, which has 

be e n allocated to the African Advancee 

remain identical as far as the manage­

ment of the mine is concerned. The 

African who wish es to gain admission 

into the managerial structure of the 

industry is now b e ing challe nged to 

const ant ly perform set t asks with the 

sole criterion being skilled worbnan­

ship . 

a n unba l a nc e d st ratifica tory system 

ma y result : the present wage structure 

accentuate s this a nomal y . The African 

Advancee could earn up to £1 20 per 

month, includinG incentiv e bonus es a nd 

overtime , while his crew memb e r s , who 

are also Afric a n s , and classe d as 

Group 1 l a bourers , could earn a maximum 

of £18 per month. This economic f acto : 



- 142 -

has an unbalancing eff~ct on the inte­

gration of the African group. 

A stratified class system is created: 

as a result of the economic diversity 

outlined in the paragraph above, a new 

type of African mine employee has emerged 

as he is no longer at home with either 

his tribal or kin members belonging t o 

the labour classes. He do es not fit 

into the European category of labourer 

due to cultural and social diffe r ences. 

His position is thus marginal vis- a -vis 

both g roup s . The security , offered pre­

viously by the African "in-group", is 

vanishing , and in its place is now a 

feel ing of unatt a che d insecurity as a 

consequence of this stratification. 

b. As evinced by the statistical data given in Table 

15A i t is deduced further that the corrflations of 

individu a l and social facts which are manifested 

in socia l change a nd its related p rocesses ( such 

as tho s e encountered in Zamb ia with the advent o f 

African Adv ancement) , are the chief p r oblems in the 

empir ical study of motivation . Organisa tion, re­

sulting from social change, evolves from habits de­

veloped to satisfy n eeds , and sets i n to operation 

processes whi ch lead away from traditionally orien­

t ed customs, which energises the adaptational pro­

cess. This process , i n turn, b ecome s the active 

generator of motivation . It is t h erefore to be e x­

pected, as evince d by the data pre sented in Table 

1 5A t hat motivation, even if it e nds in equalit y 

by social accommodation o f the aspiring actors , that 

it is a l so the process which changes the African 

tribal agricul t ural peasant into a motivated indus­

tr i al worker who can, if given sufficient time and 

training, shed his cul tural heritage a n d develop in­

to an equ ally capable industrial worker at a new 

l evel of efficiency . 

c . In returning to the statistical data presented .. in 

Table l5A it is s u ggested , b y cont r asting the African 

and ~uropean supervisors tha t none may have a de­

fined and e~plicit philosophy of work , but that both 
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think and talk about it and it shapes as an essen­

tial part o f his v alues. These working thoughts 

become motiva tional patterns which not only affect 

his ove rt work behaviour but also determine the 

values he attaches to his professiona l g rowth and 

promotional possibilities. We suggest on the strength 

of the data p r e s e nt ed , that here is no special place 

rese rved for motivat io~ or attitude formation for 

that mat ter, because as it emerged from the data we 

find it to be a phase (as defined by him in his 

own culture group) which orients normatively his 

behav iou r and value concepts . The following expla­

nations a re offered in conjunction with historical 

facts which might assist to explain this divergency : 

the changes in the social structure of this 

particular industrial group with its black 

a nd whit e elements working toge ther demanded 

social read justments as ,.,e have po inted out : 

the degree of readjustment coincided with 

each group's interests. This argum~nt, by 

its generic nature, must logically lead on 

to anothe r, namely , since every organised 

group , also become s a stratified group with 

its o wn attitudes towards and definitions 

of work, it will display i ts own motivation­

al pat tern for the type of work to which it 

is design ated . It was noted <.luring the em­

pirical investigat ion that the bulk of the 

African supervisors who were intervie wed 

stated that they themselves not ed their 

"ch anged attitude towar ds the job" since 

the ir promotion into more responsible jobs . 

ho st of t h e Afric a n interviewees interpreted 

their promotion in the ir industrial occupa­

tions as a progressive '1 extension of their 

communities ~' 'fhis patriotism formed fo r 

them the fun~amental incent ive \ thus the 

motivating forc e ) to special ise in their 

particular jobs so as to attain maximum 

statu s effic iency . The only wa y in which 

they could express their ranking of "pro­

motion" as being the most important (Table 

l5B (I) and Table l5B (II) must furthe r b e 
soug ht 
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in the historical context of African Advance­

ment on the Copperbelt: The E,'uropean Nine­

workers' Union had repeatedly reiterated that 

it had no objection to ma k i ng available to 

the African certain ~'uropean-held jobs pro­

vid ed they receive equal pay and all the con­

ditions of service appl icable to the ~uropean . 

The implications thus arising made it clear 

that, in the circumstances prevailing at the 

time, that the African regarded this contra­

c ictory and r eact ionary attitude on the part 

of the European Union , as one which would nul­

lify any African's entry into ~uropean-held jobs. 

By subsequent negotiations this b a r to the 

African's future promotions was e liminated 

and hence his ranking of 11 promotion" during 

this survey must be accepted as his main mo­

tivational force . 

In contrast to the African's aspirations which 

formed the gen erating forces for his motivat ion­

a l patte rn, the ~'uropean industria l worker 

weights "accept a nce" topmost (Table 15B (I) 

since his motivational elements are mostly 

confined to the socio-psychological realms 

of his status. In giving preference to "ac­

ceptance" the J1'uropean, in fact, asserts that 

his ability to do the job is not challenged 

but rather his relationships with those work­

i ng over and under him. Therefore, in contrast­

ing the two g roups' motivat ional spectra we 

find that the African ' s assessments are chief­

ly governed by r easons with an economic base 

r e inforce d by a psychological e l ement of a­

chiev e me nt, whe r eas the ~uropean ' s assessment 

is chiefly b ased on a social relationship, 

i.e . whe ther he will b e accepted and esteemed 

in his social e x ecution of the job by manage­

ment a nd by his fellow workers. · In r eferring 

to Table No. 3 (p .57) it is found that "line 

of responsibility", the "job s ituation" and 

" p romotion" a r e virtually always associated 

with long term changes in job attitudes , a nd 

t h at "prestiee 11 anc1. "accept c.nc e " occur in 
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short term sequences. It can thererore 

be deduced that since long range attitude 

changes are almost always associated with 

greater performance effects (detailed in 

Chapter 5) the first three reactions, 

viz. 11 prestige 11
, 

11 acceptance" and "line 

of responsibility 11
, are active components 

in maintaining and improving attitudes to­

wards the ,job. The empirical data furthe r 

suggests that in the case of the European 

employe e he sees his job as b eing execut e d 

in a spirit of psychological circumstances 

g ove rned by his own attitudes towards the 

job, these being undetermined by race or 

institutionalised differences of status. 

These responses categorise t hemselves in 

the psychological realm . In the case of 

the African intervi ewees these above men­

t ioned three responses occupied no p lace of 

prominence and in their ranking, they in 

fact, r ate "acceptance 11 only third in Table 

15B (I). 

It suffices to r eiter a t e that the African 

in giving 11 promotionn the top r a nking, un­

derscores the fact that his motivational 

patt e rn stems from an economic base initia l­

ly . 

d. By superimposing the empirical data obtained i n 

Table 1 on Table 15B (I), the effectiveness of 11 ac­

ceptance 1' for producing positive job attitudes 

further underscores the divergency which exists 

between the African and huropean motivational pat­

terns . This divergency , which h as b een establishe d 

thus far, must be s e en as subjective-object ive in­

terpr etations of the huropeans ' and Africans ' cul­

turally based motivational urges . This cultural 

divergence is accentuated by the data of Table 1 

because as was shown in the commentary on the T abl e , 

only the first five responses contribute towards 

increasing job satisfaction a nd employe e stability. 

Th ese responses, viz. prestige, acceptanc~, line of 

responsibility~ the job situation and promotion 
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which covers 75% of the total responses are clas­

sified as the psychological realm in which jobs 

are executed. The remaining 11 reponses, which 

cover only 25% of the total responses are solely 

concerned with the job itself and these responses 

we re singled out for prominence by the Africans in 

their definitions of 11 attitudes towards the job". 

It must therefore be recognised that the resp onses, 

which were chief~y cited by the African as being 

important, are rarely instrumental in bringing a­

bout positive f eel ings toward the job. These re­

sponses, therefore , do not form job at titudes nor 

do they assist in doing so but rather accentuate 

the cha r acteristics and the context in which a job 

is done. 

e. An important fact obtrudes from the foregoing data: 

only a third of the responses (five out of a pos­

sible eixt een) which have significance in defining 

the components of job satisfaction were given prcm­

ine nce by the European interviewees. The Africans, 

on the other h a nd, cited responses primarily con­

cerned with the job situation (refer Table 15E (I).) 

The explanation for this divergence cannot be iso­

lated nor can a ny one reason be given for this but 

it must be sought in the historical vicissitudes of 

the Africans ' struggle to gain full aill11issio n into 

all industrial occupations. Aa was shown in Table 

9 and in its commentary, "the responses with the 

greatest frequency in the p osit ive sequences which 

are prestige, acceptance 1 line of responsibility, 

the job a nd promotion are termed basic job satis­

faction indicators". On the strength of the em­

pirical data t h erefore , job satisfaction indicators 

revolve around the performance of the job, in the 

case of the ~uropeans, i s the job it self with its 

psychological connotations, and in the case of the 

Africans it is the job situation with its related 

practical problems and implications. That this is 

so we suggest that the divergency be sought in the 

cultural backgrounds of the g roups interviewed and 

is not d e finitive of any good or bad qualit"ies in 

eithe r group. It merely shows up the divergence in 

job attitude formation. 
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f, The relat ional pattern, given in (d) and the moti­

vational patterned cultural divergenc i es , outlined 

in (e), combine therefore to make motivation an 

inclupive concept by being both a component of an 

action pattern and a social process. Hotivation 

is therefore a dynamic component, so far as it.di­

rects, ends and organises means in the action sys­

tem, which determines the velocity and the depth 

to which the social restructuring of a society can 

be subjected. 

The differences which are thus found in the motivation­

al patterns in individua ls in a com1110n group :framework are 

therefore due to differences which have a cultural base and 

is not affected by the social strata of the actor even if they 

bear the same occupational title. 

HYPOTHESIS 2 

It was postulated here that where differences are found in 

the social strata of one individual or group from the other 

individuals or groups bearing the same occupational title, 

such differences may induce tension expressed by lack of satis­

faction in the job role in the individual5 or groups placed 

lower in the hierarchy of grading in factors other than occu­

pation . 

We believe this hypothesis to have been crucial 

in forcing a redefined role of the African industrial worke r 

in Zambia, more . ·so as it involves a radical change in the in­

ternal value syst em of the industrial society and the ~uro­

pean group 1 s agreement to redefine inter-group relationships 

at a new level distinct from that of times before the a dvent 

of African Advancement. By return~ng to the statistics of 

Table No . 15A, we find that the .African supervisors (as the 

last group listed) show an increase in all the indicators 

and the level, as evinced by the percentages, and also in the 

rank order tables (15B (I) and 15B (II), is very much higher 

than that for the four ~uropean groups . If we are to combine 

the results of this table with the theoretical argument con­

tained in Chapter 7 et seq . we aro, in fact, contrasting two 

cultures in the same societal and occupational structures. 

In ~ ths of the Rhokana African labour force we have tra­

dition-oriented personalities exposed to modern industrial 

enterprise and require the m to exclusively focus attention 

on securing external behavioural conformity. Furthermore the 
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A£rican in this industrial society is not left with the choice 

of working or not working as h e is traditionally accustomed 

to do it. By his entry into the industrial society he is 

placed in the influence sphe re of the European personality 

who is usually of a responsible nature, ambitious and who 

strives to obtain money or fame o r some lasting achievement 

in the field of his job activity. 

However, in the period following the African Advance­

ment Programme, when Africans achieved equality status in ob­

taining and performing all jobs (some of which were previous­

ly exclusively done by Europeans), the Zambian societal and 

occupational structures changed. The following changes are 

representative: 

a. departures from or modifications of accepted stan­

dards of social b e haviour (as a result of the Afri­

cans' promotions into higher graded jobs they quali­

fy for a ccomodat ion in ~uropean housing areas which 

in turn, demanded a complete break from traditional 

modes of behaviour); 

b. the r eshaping of scciul and kinship bonds (Africans 

who had advanced into higher g raded jobs were d e ­

t ach e d from their old a cquaintances and not fully 

accepted by the ~urupeans ); 

c. the inapplicability of accepted traditional social 

codes (the African 11 advancee 11 h ad to reshape and 

r eadapt himself not only in his n e w job structure 

but a l so in his new social environment); 

d. the origination of new concepts regarding culture, 

socialisation and t h e we lfare of t h e individual 

(advanced Africans purchased expensive radio and 

television sets , ~ro~ean-type furniture, motor 

v ehichles and clothes in efforts to conform. 

Tribal dancing to the rhythm of tom-t oms is f ast 

becoming a relic of the past and hardly e x ercised 

in the industrial complex.) 

As a r esult of these s tructural ch anges in the Zam­

bian industrial society we find that the general p attern of 

motivation is being affected in t h e fo llowing ways : 

a. as work motivations are to a very large ext e mt in­

terlockeJ. with and determined by prevailing cultural 

concepts, the African cannot accept and partake 
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l in his job as the ~ropean ; 

b. the Africans' culture concepts still form an in­

tegral part o f a comp lex set of beliefs which are 

traditionally based2 ; 

c. in the case of the African values and practices 

are still largely determined by the social groupJ; 

d. work motivations with the Africau, in co~non with 

other cultural attitudes and beliefs are in the 

process of being modified as a result of changes 

in the institutional and technological structure 

of the industrial society4 . 

Cognizance of this trans~ionary phase through which 

the African is passing must be taken. The principles involved 

in African Advanceme nt was met by Europ ean resistance which 

resulted in individual and group tensions. A new equilibrium 

had to be established to produce a patterned interrelationship 

of a new type distinct from previous times. This interaction 

stimulat e d motivation along four different fronts: 

l -
2 
3 -
4 -

i. new patterns of behaviour leading to reciprocating 

attitude formations (we have endeavoured to show 

that a t e sting process takes place when cultural 

readaptations are introduced: the principal charac­

teristics of this specific social reorganisation 

which took place on the Copperbelt show that moti­

vation, however differently de fined by the two groups 

in this investigation, is structured by its function.) 

ii. the acquis ition of material cultural objects, pre­

viously unknown to the tradition-directed individual, 

to satisfy newly acquired needs; 

iii. the development of new beh aviour codes to regulate 

the operations of these n e w sets of int e rre l a tion­

ships (the African advancee who was promot ed from the 

r a nks of gen e r a l lab ouer, in ma ny c a ses found the 

promotion to sup ervisor e xposing his limitat i ons .) 

iv~. the developme nt of respect for and a n appr eciation 

of n ew behaviour patterns . 

Vide 
Vide 
Vide 
Vide 

Tables No . l 5A , l5B (I) and l5B (II ). 
Chapter 8 of this investigation . 
Chapt e r 7 of this investigation. 
Taules l5A , l5B (I) a nd l5B ( II). 
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HYPOTHESIS 3 

The postulate in this instance was that any tension 

arising out of real or imagined disadvantageous social · 

positioning would be resisted by the group or the individuals 

not disadvataged. 

African labour in Zambia is largely drawn by the 

migratory process from a peasant population with a subsistance 

economy which allowed industry to operate on a low wages sys­

tem-- indeed nonrational in Weber's sense, so far as wages 

were only part suusistance with the remainder being derived 

from agriculture. As industry developed and the African in­

dustrial worker became more articulate in restructuring his 

newly-acquired social environment, a wholly rational wage sys­

tem emerged and the migratory system virtually ceased. The 

African industrial worker became wholly dependent on wages 

alone. The consolidation of a living wage cou~ be attained 

only by increased orga nisation and a new basis of cohesion 

of which the model was taken from the European Trade Union. 

·~lith the full acceptance of African Advancement the matter 

ceased to be a question of subsistence wages, but was trans­

formed into rigid demands for the upgrading of labour's status. 

This posited a direct cha llenge to the dominant group who was 

the European on the one h a nd and to industry on the other1 . 

It is clear that the balance of power had now shift­

ed and all parties (i . e. industry, the dominant European 

group and the government) were forced to accommodate the new 

balance of power. By 1963 when this investigation neared its 

end the economic and political balance of power were in 

African hands. 

HYPOTHESIS 4 

It was postulated that the social stratificational posi­

tion. Qf newcomers to the occupational stratum is at a disad­

vantage r e lative to those who we re historically loca ted e a rlier 

in the group in time. As a group (apart from race a ltogether) 

Europeans precede Africans in the industrial sphere of Zambia 

a nd are thus dominant or deemed to be so. 

Differential results may also b e expected within the 

groups thus stratifying it and yieldin g tension as in Hypothesis 

l. 

1 - This aspect was discussed by the writer in his M.A. Dis­
sertation (unpu blished) , Chapters 11 - 14 pp . 92-114 . 
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This hypothesis has already been covered partially 

in Hypothesis J and more fully in Hypothesis l where it was 

shown that the mode of adaptation by the participants is cul­

turally based and can be increased by active leadership. 

This resulted in the development of codes to describe or even 

to regulate this new social r est ructuring • 

HYPOTHESIS 5 

It was postulated that the position of newcomers is differ­

ent from, and independent of, the social position of those 

who are earlier entrants into the occupational level. In the 

second part of this p ostulate it was asserted that identity 

of occupational levels does not, necessarily, mean identity 

of social l e v e ls a n d thus exhibit the same motivationa l trends. 

This postulate is covered in full in Postulate 4, but 

it must however, be ad(Jed that since all social p rocesses 

a r e modified in so far as they are incorporated within, or a­

rise from, the struggle for existence of all newcomers' positions 

immateriai of race and colour, into any industrial sphere are 

diffe rent from those who h ave a lready gained admission. By 

r eferring to the Secondary D~rivation Indicat ors in the posi­

tive self feeling responses given in Table l5B (I) it is sig­

nificant that the Europeans ranked "acceptance" first, while 

the Africans ranked "prestige" the most important. In this 

investigation we h ave defined Secondary Derivations to be 
11 secondary to the source from which they e merge 11

, which direct­

ly reinforces the divergent patterns detailed in Hypothesis 1. 

By logically continuing the argument given in Hyp othesis l 

we find that the Secondary Derivations, since they originate 

from a p rimary source that they, in fact, validate the hypo-

the sis as being the basic defining· indicators demarcating 

the ~uropean a nd African workers' motivational p~tterns • . . 

The second part of this hypothesis, namely that 

the identity of occupational levels is not n ecessarily the 

same as that of social levels, has been fully discussed in 

Hypothesis 1. 

HYPOTHESIS 6 

Finally, it was postulated t h at as groups increase in 

knowledge and skills , if still separated by other attribut es , 

they will become more separated if stress is placed on the 

separated attributes out will be assimilated if skill iden-
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tity is attached and less stress is placed on the separative 

attributes. The motivational situation is thus dynamic, 

positively or negatively and can be increased or diminished 

in speed an~ u ir8ct ion uy changes in attitudes. 

By referring to Table 15A's commentary and super­

imposing it on the argument employed for the proving of Hypo­

thesis 1 we find that this hypothesis is proven a t the logic­

al level. The technological skills exercised in the industrial 

society therefore accelerates the shift from tradition- orient­

edness to external-directeaness ;. As was shown by Table 15A 

and by the discussion containea in Hypothesis 1 no changes of 

function can occur without changes in the structure as well . · 

In the Zambian industrial complex this transition from primary 

to secondary groups and to their more varied structural pat­

terns, is yet another proof of the basic sociologica l postu­

lat e that individuation and socialisation are aspects of the 

same moving societal pattern of both attitude formation and 

the motivat ion to work. For these reasons, motivation assumes 

the characteristic of being an action pattern in a social pro­

~ and our empirical d a ta further suggests that the Africans ' 

behaviour and attitude formation - thus their moral code in 

a ction --compa r ed with the ~uropeans ' , is g overned by an 

e qually valid behaviour pattern which i s founded on differ-

ent culture code s of social readjustment and behaviour . 

This social restructuring and personal readaptation­

al programme, in spite of the fact that it is true t h at growing 

up within a specific cultural system remains important , calls 

to attention the fact that in the moulding of personality, a 

societal pattern of social organisation i s more extensive 

than its material fou ndations which is not inclusive of all 

the interests of the individual. For these reasons, we find 

that motivation is, a nd will r emain as long as there is inter­

actio n between groups, an a ct i on pattern in a social process 

which should be interpreted as the result of the functional 

interplay between personality and opportunity within a process 

of socialisation. 

* * * * * * 

In summary, we b egan this inv estigat ion by detail­

ing the preparations and the results obtained from the two 

preliminary investigations . From the experien ce gained we 
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formulated a six point propositional statement contained in 

the Introduction, and then proceeded to offer empirical data 

cognat e to this statement which we condensed into statistic­

al tables, which were tested by the Chi Square Test for levels 

of' confidet~.ce. We, thirdly, analysed the empirical data in 

the form of comments given immediately after each table, and , 

fourthly we have attempted to crystallise the emp irical data 

by testing it against our theory of' motivation which was pro­

gressively developed in Chapters 6, 7 and 8. 

* * * * * * 

To conclude, therefore, we find that to change poor­

ly defined company policies to well defined policies or to 

change poor supervision to closer supervision, or even by 

establishing near perfect working conditions that these 

WILL NOT LEAD TO POSITIV~ WO~K ATTITUDES. 

The empirical data suggest that the solution be 

sought where the problems in reality e xist , i . e. to develop 

and sustain those elements in job attitudes which have the 

potential of promoting worker stability and satisfaction and 

which were found to be 

PRBSTIGE 

ACCEPTANCE 

LINE of RESPONSIBILITY 

THE JOB ITSELF 

and 

PROVIDE A REASONABLE OPPORTUNITY FOR PROMOTION. 

* * * * * * 

A positively motivated worker should e merge, who 

will not only apprecia te the e nrichment of human dignity which 

in itself positively contributes towards the establishment of 

industrial harmony but also allows for the development of a 

feeling of pride in the execution of his tasks. 

----ooOoo----

LND 
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APP.l:!;N'".!JIX I 

QUESTIONNAIRE 

AS I HAVE TOLv YOU, I TELL NE ABOUT \/ANT YOU TO 

\-.'liEN YOU F:i!LT 

THIS INCIDENT 

A PERIOD 

GOOD/BAD 

IN YOUR LIFE 

ABOUT YOUR JOD. 

PARTICULARLY 

A 

NOT 

LONG 

BE 

RANGE OH A SHORT HANG E 

PHESENT JOB. 

MAY BE BITHER 

AND IT NEED SITUATION 

IN YOUR 

1. How many months or years ago did you experience this 

situation? 

2. How long were you in this situation? 

J. Tell me exact ly how the situation arose? 

4. How did it end? 

5. Were you the only person affected at the time? 

6. ID1y did you feel the way you did? 

7. Did this situation have any effect on you? 

8. Would you say that it also affected your job? 

9. In what way? 

10. Could you say how long this was noticed by you? 

11. Did it change the way you got on with your fellow work ­

men? 

12. vlere there any changes in your home life as a result of 

this? 

13. Did this situation h ave any effect on your feeling to­

wa rds the Company o r did you look upon the incident as 

an isolated occurrence? 

14 . Do you think that this period affected your career? 

15. Do you think that a si~ilar situation could again crop 

up in your career? 

16 . If yes, why and what would the effect be this time? 

17 • If no , why not ? 

18. Did this situat ion (which you have described), affect 

you in any way which we did not mention? 

19. Upon reflecting now, how could thi s situation have been 

avoid ed or enhanced? 
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20. What are your views to the situation you have just de­

scribed? 

FOR THE ALTEHNATE DESCHIPTION 

21. Could you now describe another situation where you felt 

particularly good/bad about your job, preferably a 

shn rt range/long range sequ~nce? 
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APPENDIX II 

Complete breakdown of Primary l<e sponse s 

1. Prestige 

a. Not related during interview. 

b. Satisfactory execution of the job . 

c. Suggesting something about the job (solution of 

pro bl ef!l) • 

d. Saved the company money. 

e. Failure in the job , 

f. ~atisfied with the results obtaineu . 

2. Acceptance or rejection 

a . Not related during interview. 

b . York praised (with or wi thout reward given). 

c . \fork accepted. 

d. Sound suggestions not accepted. 

e . Bad work criticised (wit h or without punishment) . 

f. Good work criticised (with or without punishment) . 

g . Sugge stions accepted by line ma n agement. 

J, Line of Responsibility 

a . Not rela ted during interviuw . 

b . Always worked without direct supervision . 

c. Responsible for own efforts and job targets . 

d. Responsible for efforts of others . 

e . Lack of responsibility . 

f. Added r esponsibilities without formal advancement. 

4. Job situation 

a. Not related during interview . 

b. H.outine and/or rep etitive . 

c . Varie d and/or int eresting varieties . 

d . Challenging and/or creat ive. 

e . Too difficult . 

f. Too easy. 

g . Only doing part of the e ntire job. 

h . Doing th<:: whol e job . 

5. Promotion 

a . Not related during the int e rvie w. 

b . Heceived a dvanc ement ( expected) . 

c . H.eceive d advancement (not expe cted) . 



d. Did not receive advancement. 

e. Demotion. 

6. Salary/wages 

a. Not related during the interview. 

b, Received unexpected increase. 

c. Did not receive expected increase. 

d. Amount of salary. 

e. Favourable/unfavourable comparison with others do­

ing same job. 

7. Satisfaction 

8. 

9. 

a. Not related during interview. 

b. Ob'jective evidence to show growth in the job. 

c. Objective evidence to show advancement in the job. 

Job Status 

a. Not related during interview. 

b. Having a given and accepted status .. 

c. Not having a given and by others accepted 

Interpersonal Relations ( '\vith superiors) 

a. Not related during interview. 

b. Enjoying friendly relationships. 

c. Having unfriendly/strained relationships. 

d, Has a healthy respect for his supervisor. 

e. Does not respect his supervisor. 

status. 

f. Has full support/cooperation of supervisor. 

g. Supervisor does not support or cooperate. 

h. Trustworthy supervisor . 

i. Dishonest supervisor. 

j. Supervisor discusses the job. 

k.. Supervisor does not discuss the job. 

10. Interpersonal Rel a tions (with subordinates) 

11 • . 

a . Not related during interview. 

b. Sound relationships exist . 

c, Poor relationships exist . 

d, Sound personal relationship exists with subordin-

ates. 

e . Poor personal relationship exists with subo rdinates . 

f. Is popular with his men. 

g , Is unpopular with his men. 

Company Policy 

a. Not relat e d during int e rvi ew. · 



b. Efficient organisation. 

c. Harmful/ineffective organisation. 

d. Sound personnel policies. 

e.. Harmful personnel policies. 

f. Identification with company ideals and aims. 

g. Disagreement with company ideals and aims. 

h. A company with status and respect. 

i. A company without status and respect. 

12. Supervision 

a. Not related during interview~ 

b. Efficient and competent • 

c. Inefficient and incompetent. 

d. Delegation of responsibility usually done. 

e. Delegation of responsibility never done~ 

f. Critical. 

g. Unfair. 

13. Conditions of work 

a. Not related during interview. 

b. Isolated. 

c. In social surroundings. 

d. Good/healthy physical conditions. 

e. Poor/unhealthy physical conditions. 

f. Sufficient tools and/or instruments. 

g . Insufficient tools and/or instruments. 

h. Too much '~ork. 

i. Too little work. 

j. 11rong type of work . 

14. Personal Life 

a. Not related during interview. 

b. Domestic problems. 

c. Comrilunity and/or outside work problems. 

d. Domestic ne eds. 

15. Security 

a. Not related during interview. 

b. Feels that h e is in a good job . 

c. Feels that he might lose his job. 

d . Insufi'icient job security (company inst ability, etc .). 

e . Sufficient job secu rity . 

16. Work mates 

a . iJespected by his friends on the job, 
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b. Not respected by his friends on the job. 

c.. Enjoys working with the present group of work mates. 

d. Does not enjoy working with the present group. 

e. Strained relationships exist with the present group. 

f. Friendly relationships exist with the present group. 
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APPENDIX III 

Complete breakdown of the Secondary Derivations 

1. Acceptance 

a. Not related durine interview . 

b. Primary sources perceived as source of feC;lings 

(leading to the interviewee's feeling of acceptance). 

c. Prii!1ary sources perceived as source of failure t o 

obtain acceptance . 

d . Primary sources perceived as source of rejection. 

2. Prestige 

a. Not related during interview. 

b . Primary sources perceived a s source of achievement . 

c . Primary sources perceived as s ource of failure. 

J. Satisfaction 

a. Not related durinG intervie w. 

b . Primary sources perceived as leading to enhanced 

st a tus. 

c . Primary sources perceived as f a ctors blocking 

growth. 

d . Prima ry sources perc e ived as steps leading upwards 

in advancement. 

4.. Promotion 

a . Not rel ated during interview . 

b . Feelings of advancement derived from change s in 

the job . 

c. Feelings of retardation derived from changes in 

the job. 

5. Responsibility 

a . Not related during interview . 

b . Prima ry sources l e ading to feelings of r esponsibi­

lity . 

c... Prima ry sources l eading to diminished responsibili­

ty. 

6 . Group f eeling 

a. Not r e lated during interview . 

b . Fee lings of b e longing socially . 

c . F e elings of rejection socia lly . 

d . Feelings of belonging sociotechnically (i . e . the 

job) . 
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e . Feelings of rejection sociot e chnically. 

f . Definit e negative feel ings toward the working 

group . 

g. Definite positive feelings toward the working 

group . 

The Job 

a. Not related during interview . 

b. Primary sources leading to feelings of pride in 

performing the job or task. 

c. Primary sources l eading to lack o f int e rest in 

performing the job or task. 

8 . Status 

a. Not related during int e rvi ew . 

b. Primary s ources leading to feelings of increased 

status . 

c. Primary s ources l eading to feelings of diminished 

status. 

9. Security 

a. Not related during int erview. 

b. Primary sources leading to feelings of security. 

c. PrimG.ry s ourc es leading to feel i ngs o f insecurity . 

10. SalG.ry/wages 

a. Not related during interview. 

b. Prima ry sources perceived as factors leading to 

increased income . 

c . Primary sources perceived as factors not providing 

the opportunity to improve income . 

d. Primary sources perceived as source of increased 

earning . 

e . Primary sources perceived as source hampering the 

earning of more money. 
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APPENDIX IV 

Complete breakdown of Effects resulting from the Primary 

Sources and their Secondary Derivations: 

1. Interpersona l Re l ations effects 

a. Not r e lated during interview . 

b. General statements conf irming positive effects. 

c. General stat oment s confirming negative effects. 

d. Distinguishable positive effects on domestic life. 

e. Distinguishable negative effects on d ome stic life, 

f. Dis tinguishabl e positive efi'ects on friends (so c ial­

ly). 

g . Distin~~ishable negative effects on friends (social-

ly). 

h. Distinguishable positive effects on work mates. 

i. Distinguishable negative effects on work m<ltes. 

j . St ro.ined interpersonal r e lationships all-round. 

k, Easy i nterpe rsonal r e l a tionshi ps al l -round. 

2. Attitudinal ;ffect s 

J . 

a. Not rel a ted during interview. 

b. Positive feel ings toward superviso r. 

c . Negative feelin gs towa rd supervisor. 

d . Positive f eelings toward company . 

e. Negative feelings toward company. 

f . Positive feel ings to>vard j ob . 

g . Negative feelings toward job. 

h . Posit ive feelings o.bout security . 

i . Negative feelings about s ecurity . 

j . I•'ull o .f confidence gen erally . 

k. ·vi thout an)r confidence generally. 

Performan ce e:f.fect s 

a . Not related during i n terview . 

b. Genera l stat eme nts regard i n g positive change in 

quality o f work. 

c . Gen eral statements r egarding negat i ve changes in 

qual ity of \vork . 

d. General statement s regarding po s itive increase d 

volume of wo rk . 

e . General statements regarding nl.:lgativu decreo..se in 

v olume of work . 
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f. Positive changes in rate or amount of time spent 

on job. 

g. Negative changes in rate or amount of time spent 

on job. 

h. Specific r eports of positive changes in the nature 

of' the job . 

i. Specific reports of negative changes in the nature 

of the job. 

j. Reports of positive changes in both rat e and quality 

of work. 

k. Reports of negative changes in both rate and quality 

of work. 

1. Stat ements affirming lack of change in amount and 

quality of work . 
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