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Other investigators like Brayfield and Crocketl
found that criteria measures based on super-
visors ratings, are untrustworthy as a result of
inherent weaknesses in the rating system itself.
If, in the interviewed worker there is adegree of
self-insight and readiness to rapport, then he is
the best source to supply information concerning
his own attitudes and whether his interactions,
on and off the job, with others affect his own ad-
justment, We return to the validity of these
interview reports when we discuss effects and re-

sults later.,

4. The Interviewing Technique

In this study the "semi—structured“2 interview

is utilised. 1In this technique the interviewer
uses a specified set of guestions with further
questioning as the course of the interview de-
velops. In the structured interview, by contrast,
the interviewer is restricted to the specific

set of questions as they are detailed on his
questionnaire; in the "free" interview the inter-
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 of psychiatric ana-
lysis, The reason for the choice of this technique
is, firstly, to allow the interviewed worker the
widest freedom to select the incidents which he
wishes to describe, and, secondly, the questions
can be so framed that the desired factors-motives-
effect can be obtained with relative certainty of

accuracy.

1 - BRAYFIELD & CROCKETT: Employee Attitudes and Employee

Performances, Psychological Bulletin, No. 5, 1655,
pp. 396 - L2k,

2 - MERTON, R.K, et al: The Focussed Interview, Glencoe,
Tl1lincis, Free Press, 1955,
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We need only quote the Hawthorne Studies where no
- manipulation or incentives mifested 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 mccurate
account of his feelings. His descriptions would be person-
ally subjective and, therefore, not in any way derived from
generalisations of similar circumstances or the immediate
occasion. His verbalisations make the subjective materials

explicit and objective to the investigator.

THE PRELIMINARY TEST

Before embarking on the major study it was
necessary to test the ~reliability of the approach by

supplying empirical answers to the following questions:

i. Can coherent accounts be expected from inter;
viewees covering the positive self feeling phases
and negative self feeling phases in their life
history related to the situations in which the

emotions had emerged?

ii. Equally important, would it be possible to develop
a scientifically valid interpretation of the var-~
ious fat »>rs by means of sets of classified cate-
gories assuming data was satisfactory from (i)

above?

iii. Would sufficient detail be forthcoming to present
a scientifically accepted account to reveal the

effects as distinct from causative factors?

To answer these guestions it was necessary to de-

velop instruments as follows:

a, An Interview-development Schedule

The development of this scedule was required to
yield answers to the basic questions from which
inductions can be made. This approach, in the
first instance, was limited to the following

basic questions:

1, "Will you please tell me a past experience

Positive

Self

of yours in which you felt exceptionally

happy about your job. It need not be in

Feelin your present job nor with this company.,"
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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.

L
7. Primary Source Indicators

As defined previously, the primary reactions 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 used 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 contained many and varied aspects,
such as "routine jobs", "creative Jjobs", "in-
teresting jobs", etc. The value element is built

into the job defindition.

2. Personal Life Reactions

In spite of the fact that this is excluded as pre-
viously stated, we did however, allow events to

be recorded where personzl life and the effects

of his feelings about the " job or the extent to
which events lead to one component of attitude
about the job., They pertain to the external sys-
tem, however, and are beyond the control of the
internal system, but they bridge the internal/

external.
3. Security

In this instance feelings of security, as such,
were not considered since they are classified as
secondary derivations, to be considered later,
Indicator signs of security such as home owner-
ship, company policy, etc., were taken into con-
sideration so far as they are within the intermal

system.

1 - As a result of this definition of primary sources, secon-—
dary derivations may be defined as the interviewee's own
evaluation of the effect which the primary sources had
orn him.
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subdivisions were employed:

a. interpersonal relations(with superiors),

b. interpersonal relations(with subordinates),
which were sub-categorised as set out in Appendix
IT. These sub-categories enabled us to differen-
tiate between the characteristics of intefperso—
nal relationships which are purely soeial and
those which were "socio-technical" as defined
by Brownl. A social statement would relate inter—
actions within the working hours but independent
of the job, while socio-technical statements in-
volve relationships that arise when interaction

takes place in the performance of the job.

10. Prornotion

1This categor also referrad to as "advancement"
EOTY, '
is used when the interviewee mentions an increase

in status coupled with increased responsibility.,

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 major criterion here is the interviewee's feel-
ing "that he belongs" or obtains some form of
recognition expressed through acts of praise or

blame by persons in authority.

13, Prestige

Prestige includes its opposite - failure - the
diminution of recognised achievement. Solutions
to problems, success in a venture or a feeling of

failure are included.

14, Satisfaction

When the interviewece expressed his complete satis-~
faction with developments or his utter dissatis-~
faction, these statements are included under this

indicator.

1 - Brown, J.A.C.The Social Psychology of Industry, London,
Penguin Books, 1954, p. 63.
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C. Tertiary Derivations(Attitudinal effects)

The category under this heading was set up to en-
able us to identify stateuwents (and to estimate the fre-
quency of the occurrence) in which the interviewee cited
instances where his feeling towaras his job, his colleagues
or his company had changed., lere, also, are included both
positive and negative statentents, The frequency ol oc-

currence does not concern this investigation.

1. Labour Turnover

In the analysis it was experienced, that a
considerable spread exists between the two ex-
tremes wiiere a man actually ueclines promotional
transfers or resignation from his job. Inter-
viewees witlh negative job attitudes will strive
to muke changes in jobs; others again, will con-
template resigning from their jobs but never get
gofur as doing it. In this analysis it is possi-
ble, therefore, to distinguish between concrete
effect s( such as actuaily taking Jdecisions) and
expressed et'lects, 'This is not included in this
investigation as it dJdoes not aft'ect nor does it

yieid additional information.

2. Interpersonal Lifects

Interpretations as given by the intervicwee, al-

ways exhibited two facets:
a., an improvement in interpersonal relations,
b. a deterioration in interpersonai reiations.

These interpersonal effects ailways have a "feed-
back" which can aft'ect the worker's domestic life.
He is in a position to state that his domestic
ilife suftered as a resuit of tensions on the job,
or he {found that he "could enjoy his social
activities" when he had good feelings about his

job.

3. Neuro-physical wifects

Job attitudes are aff'ected and sany statements
cite changes related to neuro-physical and psy-
chological tension on the job, 7This is a non-
sociological category and is not included in this

investigation's results., 1In spite of the fact
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whom he had acted,
b, when the interviewee had to act indefinitely
in a vacancy with a higher rating than his

OWIl.

6. Achievement Effects

This category is set up to establish the inter-
viewee's view on his own success during the
period under discussion. Negative and positive

reports are considered,l

——=~00000~--~

1- The nature of achievement eflects described in our study
deserves some special mention, It is clear that we have
no quantitative measure of changses in output such as are
available in many studies in industry. What we have is
the interviewee's report of an achievement in the per-
formance of his work, accoumpanied, for many, by a fairly
precise amd circumstantial account of the way in which
this effect on proauctivity was perceived, Thus, we
cannot compare any given instance of change with any
other with respect to the attount of effect, However,
we can count the frequency with which people report

such changes in their work patterns.
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Commentary on Table Neo. 1L

The responses are ranked in order of percentage

frequency in terms of positive self feelings towards the

job.
tors:

The table is subdivided into four glasses and indica-

a, Status
b. Work hkele
c. Finance

d, liiscellaneous

The responses relating to "prestige" head the rank
order since this appeérs in 21% of the sequences of
events where positive feelings were reported,

tach of these interviews contained an element of
status-pride in spite of the varied nature of the
jobs being reported upc.l. A mining engineer report-
ed zbout outstanding achievements in planning a new
underground project, another enginecr reported

about the impressive design which he had made for

a new construction, etc.

Next in the rank order of frequency is "acceptance"
which, by its very nature can come from many sources
- from superiors, subordinates or horizontal equals
in the industrial hierarchy. In this instance,
however, the effectivencss of "acceptance" for pro-
ducing positive job attitudes reauires that it has

achievement as defined by the hierarchy as its bas-

is. It is, therefore, objective-subjective,
There is a double valuation -~ of the man and also
his employer. For example: a mine captain re-

ports that he has to accompany a high ranking per-
sonality on an underground visit, The wvisitor
later told the underground manager that he was
highly impressed with the mine captain's section
and that he gained the impression that efficiency
appeared to be the watchword, This compliment
was later passed on to the mine captain to whom it
came as a profound surprise, since he had worked
eleven years for the company and this was the first
time that he had been recognised for anything but
impersonal annual increments, A reudefinition of
the "ego" thus can develop as a consequence of

acceptance,












Commentary on Table No, 3

1. The responses viz, "line of responsibility," "the job
situation" and "promotion" are almost always associated
with long term changes in job attitudes; whereas
"prestige" and "acceptance" result in job attitudes from
events where "achievement” gceur in a short-range se-

quence,

2, The deduction made from this is that since long-range
(or long duration) attitude changes are also associated
with greater performance effects, as will be shown in

Chapter 5, page 77 the first three reactions, prestige,

acceptance and line of responsibility, are active com-

ponents for improving job attitudes. This does not

mean, however, that "prestige" and "acceptance"™ should
be over-rated. They do, in fact, play an important
role in forming positive job attitudes, but it is clear

that their role is limited, comparatively.

3. "Acceptance", the reaction with the highest frequency
in the short range, is a better "satisfier" than
"prestige", Tihis can be explained in the following
manner: the ratio between long duration and short dur-

ation attitude-changes favours "prestige".

As shown in the table, "acceptance" scored 42%
for short duration changes to positive attitudes as
against 16.5% for long duration attitude changes, The
corresponding values for "prestige" are 34% for the posi-
tive short duration changes and 17.5% for the long dura-

tion attitude changes.

B. SECONDARY pDghIVATIONS IN POSTIPIVE JOB SITUATIONS

As was shown, the primary sources repruesent the
coding of objective events which are related, In this sec-
tion an attempt will be made, within the limits [ the em-
pirical data, to isolate the components that affect one's
job attitudes, by examining these resultant changes which
are subjectively experienced by the interviewees. Up to
this point in the investigation the interviewee has been
required to reveal positive or negative self feeling about
the job situation, but now an attempt is made to interpret

the weight of these expressed feelings as objectively as
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f. In an effort to arrive at the definitive quali-
ties of the secondary derivations in attitude

formation we give the following table:

TabLE NO, 9

TH INTERRELATIONSHIP OF

THY SECONDARY DERIVATIONS

(A percentage comparison)

. Powitive i Negative
Acceptance and Prestige ! 10,2 - -
Acceptance and Satisfaction 11.4 -
Acceptance and Unfairness - 23,7
Satisfaction 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 Hesponsibility 10.2 . -
salary and Unfairness - 33.8
' TOTAL 100.,0 100.0

Commentary on Table No, 9

1, By comparing the positive attitude sequence with the
negative it is noted that "acceptance" in the positive

is associated with feelings of "prestige" and “satisfaction".

2, In the negative attitude sequence interviews "ac-
ceptance" is most frequently associated with "un-

fairness" — a feeling which comes from the treatment of

the supervisor or the company(rejective reaction of negative

self feelings),

3, It should be noted that the response of "unfairness”

did not appear in the positive self feelings interwiews,

4, The empirical data defines the major differences between

the negative attitudes and the positive attitudes:

a. the positive attitudes' responses, viz.,prestige,
acceptance, line of responsibility, the job, and
promotion featured in approximately a third of

the interviews,



5. In

above,
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As was noted, the percentage differences in the
negatives are very small; and for the positives
only a few responses could contribute towards
"gsatisfaction". From this great variability

the following inductions can now be made:

i. the results show 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)({did)

and by superimposing the data obtained from

Table No. 6 page 62, substantiating inferences can now be

produced:

.

The responses with the greatest frequency in the

negative sequences hardly feature in the positive
sequences which are "company policy" and "“super-

vision";

the responses with the greatest frequency in the

positive seguences had a minor role in the nega-

tive sequences, which are "prestige", "acceptance",
"line of responsibility", "the job", and "pro-

motion", Hence the reason why these responses

are now termed basic job satisfaction indicators,

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, and the promotional possibilities offered
by the job, form "en bloc" the major indicators

involved in producing positive job attitudes;

"company policy" in its various forms and prac-
tices, linked with "supervision", from the
supervisor and upwards, present the major job
dissatisfaction indicators and can therefore
have no influence towards positive job attitudes
the definitions of "company policy" or the

workers' attitudes are modified,
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The degrees of freedom are arrived at by multiplying
the number of columns, in this case two (i.e. Buropeans and

Africans) minus one, by the number of rows, (six), minus one:

viz (Number of columns minus oﬁe) X (Number of rows minus one)
= (2 ~ 1) x (6 - 1)

5

1
Therefore, according to the table of Chi Square Values given

on p.237 of Mental Testing +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 differencezbetween the African and the
Furopean with reference to prestige, acceptance, responsibility,

job, promotion and salary, as shown in Table 154,

1 - GOODENQUGH, F.L.: Mental Testing, Rinehart & Co.,N.Y. 6th

printing 1960. Mention should be made regarding the
application of the Chi Square to this Table. Goodenough
states: "It shculd 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." The same principles are

also expounded by DIXON and Massey in Introduction to

Statistical Analysis, 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 Tesgt's tables was of great help.












- 92 -

that of cultural-personal strain on both greoups, but

particularly on the African.

In reviewing Table 15B, which is a summary of

all the indicators yielding a frequency of 10% and

higher, we find the following manifestations exhibited:

a.

In the Total Average we find in Table 15B, in
rank order, that "acceptance!" for the ¥uropeans
and "promotion" for the Africans, enjoy the

top rating, and that "prestige" and "salary"
are respectively accorded second place in the
positve self feeling responses, The above dif-
ference in the preferential rank order weighting
can easily be traced in its Copperbelt con-
text: the Furopean Minew rkers' Union had con-
stantly reiterated that it had no objection to
the promotion of Africans to European-held

jobs provided they receive equal pay and all
the conditions of service given the Xuropeans.
Towards the latter part of the discussions on
African Advancement this attitude was modified
in as much as that the IFuropean Undon then in-
sisted that there should be no fragmentation

of furopean-held jobs, The African Union, on
hearing of the change in the defence, immediate-
ly took note of the implications and made it
clear that, in the circumstances prevailing at
the time, they regarded this reactionary attitude
of the iuropean 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 weight "acceptance" top-
most since his ability is not doubted, while
the African, in his struggle for industrial
equality, feels that "promotion"™ is his main
motivational objective to prove the ability it

is suggested by Xuropeans he lacks,

"Prestige" (ranked No. 2 in the Total EKuropean
Average) is ranked fourth by the African. The
African's second ranking is "“"salary". The

reason for this differential ranking is close-

ly allied with item No., 1 given above because
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since the African's advancement into work

done by Furopeans inevitably reduces, to the
extent of the advancement, the work available
to kuropeans, and since the European Union has
accepted the necessity for some advancement,

it must be concluded that the lburopean's ranking
relates not to the advance as such, but to the
degree 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 "salary" as second,
interprets industrial advancement to mean that
without the kuropean's rates of remuneration
there can be little or no advancement at all.

To the ruropean this would mean economic gain

‘ solely, but the African sees it as a social in~

strument to achieve status. It is the most

objective characteristic of equal statuses.

With regard to the Secondary pPerivation In-
dicators in the positive self feeling responses
it is significant that the Iuropeans ranked
"acceptance" topmost while the Africans took
"prestige" to be important. The explanation

of this must be 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 & rigid horizontal barrier between the
grade of work done by the vuropeans and the
grade done by Africans. With the complete ac-
ceptance of the African Advancement programme
the African's chief motivational urge has been
to gain prestige status not only in the eyes of
industrial management but also in the social
sphere. This aspect will be dealt with in de-
tail in the following chapters.

The Primary Source Indiecators in the negative

self feeling respomses show that the kuropeans
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In returning to Table 153 (I){p. 89)which gives

the indicators in rank order as they were empirically obtained

and tabulated in Table L5A {p.86), it is found that the kuro-

peans give priority to "acceptance" and that the Africans

rate "promotion" topmost. The following ecxplanations 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 interests. This argument, by its

generic nature, must logically lead on to another,

namely, since every organised group also becomes

a stratified group with its own attitudes and

definition of worlt, it will display its own
motivational urges for the type of work to which it
is designated. It was noted during the empirical
investigation that the bulk of the African super-
visors whowre interviewed stated that they were
aware “"of a changed attitude towards the job"

since their upgrading into meore responsible jobs.
This upgrading, since it was accompanied by sub~
stantial economic gains, thus alse had influences
cn 1ndividuality and the specialisation of labour.
Most of the African interviewees interpreted their
own advancement in their industrial occupations as
a progressive 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 maximuwm status
efficiency. The only way in which they could ex-
press their top ranking of Ypromotion" must further
be sought in the historical context of African ad-
vancement on the Copperbelt: The Buropean Mine-
workers' Union had repeatedly reiterated that it
had no dophjection to making available to the African
certain European-held jobs provided they receive
equal pay and all the conditions of service applic-
able to the Burcpean. This attitude, however,
caused some concern to The European Mineworkers'

Union when it was confirmed that Africans would be
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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 concuctl" 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 values, constantly implemented the re-
quired modifications which were incorporated from time to
time. This process of structural readaptation ceontinued for
so long that industry does doubt the validity of its standards
any more. Doubts appear to arise now in a different sphere
of managerial policy -— the maintenance of production levels?,
In continuing evaluation of the empirical material 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-
lenged as the sole determinants in assessing the quality and
quantity of work performed. {(In all cases in the mining in-
dustry where Buropcans were replacddi by African Advancees the

production output remained unchangedB.)

By further analysing the Africans' involvement in the
Zambian industrial complex which is essentially structured
upon Western philosophy, they appear to be confronted by the
fundamental problems facing newly stratified groups in a so-
ciety, namely, to gain full recognition as a group belonging
to a different socio-cultural heritage and who in spite of the
processes of acculturation and social readaptation, react
differently than the BEuropeans to the social stimuli which

are predeminantly “'estern in character. As suggested by the

1 - "Wirtschaft und Gesellschaft", p.5

- JEWKES, Prof.J.: The Perils of Planning, South African Jour-
nal of ¥conomics, Vol. 33, No.4, p.3kl

3 - Refer to the Zambian Chamber of Mines' Yearbook 1961 show-
ing that production levels were maintained, albeit that
mechanisation was increased which, undoubtedly, must have
played its part as well.
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empirical data obtained from this investigation, since a de-
finite pattern of attitude formation has been established

Tor both the European and the African groups employed in this
study, industry, while not necessarily introducing different-
ial treatment for its culturally-diversified workmen, will,
as another alternative, have to arrive at new bases and for-

mualae to re-evaluate the statuses it accords to both its new

and tradjitional ocecupations, so as to harness the vast sour-

ces of available but hitherto untapped and thus untrained
labourl. If the diversified reaction patterns, detailed in
this investigation, 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 aim at
retaining its place in an already-strained economic struc-
ture where labour, in all quarters demand higher wages for

less time worked,

To conclude, it is suggested there are two general
approaches to a societal pattern of industrial motivation,
One is engrossed with particularistic theories whereby moti-
vation may be explained through the dominant influence of a
major social force. The other approach is analeogieal. Moti-
vation is explained by the similarities that are apparent
between its life-~history and that of the individual. In this
analogy, challenge and adaptation, maturity and development,
conflict and culture concepts are interpreted as inevitable

processes in the growth of society and its individuals,

Motivation to work, especially in the industrial
context, is more understandable in its multiple forms when
it is described as a pattern of personal and group adaptations.
It is never more of one than of the other. Since it is a
product of reciprocal personal and social interaction, moti-
vation may emerge from any individual, personal or social
stimulant which cperates cumliatively towards an increasing
of individual self-esteen *. Fither as a pattern or a pro-
cess, motivation may therefore be interpreted to be the re-
sult of the functionzal interplay between personality and op-

portunity within a process of socialisation.

=m—=00000—=-—~

1 -This total reevaluation further implies that occupations
belonging to the skilled crafts such as fitting, turning,
welding, etc,, will, except fragmentation of the tradition-
al job, also have to be rcorganised with regard to the
training period and the definition of the ultimate job content.,
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CONCLUSION AND SUMMARY OF THE

NATURL OF MOTIVATION 1IN THE MOUILL

AND TW's ®BELATION TO THi{ HYPOTHLSES

The logical inferences drawn from the wvarious tab
lated results obtained from the empirical data presented in
Chapter 4 and the theoretical discussions contained in Chap-
ters 6, 7 and 8 lead us to test the validity of the proposi~
tional statements suggested in the Introduction to this in-

vestigation on page U,

A. BSTABLISHING THE VALIDITY 0OF THE PROPOSITIONAL

STATEMENT S

In the light of the discuassions in Chapters 7 and 8
these propositional statements or postulates can now be term-
ed hypotheses on the strength of the socioclogical orientation
found in the writings of Dollard and less systematically in

the work of Fromm, Kardiner and Laswell.

The position taken here has been perceptively de-
scribed by Professor James Irvingl that every statement of
behaviour which throws the emphasis, explicitly or implicit-
ly, on the actual integral experiences of defined personali-
ties is a datuwr os psychology or psychiatry rather than of
social science, However, every statement about behaviour or
about thre expected behaviour of a physically and psychologic-
ally defined type of individual, but which abstracts from
such behaviour in order to bring out in clear relief certain
expectancies with regard to those aspects of individual be-
haviour which various pecople share, derived from an interper-

. . . . 2
sonal or social pattzrn, is a datum of social science

1 - This conception of our field has been brought into our
own sociological thought most clearly by Prof. James
Irving of Rhodes University. It has long been adopted
by social scientists overseas but has yet to obtain wide
acceptance here, Since Prof, Irving has not published

on this theme, the author welcomes the opportunity of re-
cording his great intelliectual debt to him here.

2 - Cf, EDWIN SAPIR's Why Cultural Anthropology needs the
Psychiatrist.
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