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Introduction 

 

This collaborative report gives different arguments on why organizations should not abolish the 

concept of career within their organizations. Even though the main question was: “should 

organizations abolish the idea of a ‘career’, all four authors chose to refute this standpoint. In the 

introduction and conclusion of these combined viewpoints on career, we will highlight the 

viewpoints of different authors on this very question. Through comparing and discussing the four 

different perspectives containing the views of different scholars, we created a comprehensive 

view on the concept of career.   

 

This topic is of importance to discuss due to the fact that establishing a career in today’s society 

has become a major part of our lives; it defines who we are and we are willing to put a lot of 

effort in it to obtain one. Individuals see a career as a means to develop themselves, gain status 

and find a certain fulfillment in their lives. Likewise, T used work of Adamson who defines the 

concept of career as a practical means to self-development. The previous mentioned 

characteristics can be described as the positive consequences of having a career. People are 

working most of their lives so it becomes part of their social identity as well as their professional 

identity. F uses Super’s career development theory to stress this fact even more; “Super argues in 

his career development theory, that every phase of development of the self, from age 0 to the age 

of 65 is inherent to career.” Of course, careers are different for every individual as they reflect 

choices and career switches throughout one's working life. C even stresses that “scientists, 

philosophers and scholars have their own explanation and viewpoint of regarding career concept, 

which is the opposite of the viewpoint of individuals.” This is an interesting point which shows 

even more that career can be looked at from different points of views with many different 

interests depending on it as well.   

It is hard to define career but the common thing which all four of the essays described was that a 

career revolves around work related choices and decisions which mostly revolved around 

developing and expressing the self. The most complete and applicable conception of career was 

used by N who quoted (Grey, 1994): “Careers offer a relatively well-defined scenario within 

which individuals may develop, express and create themselves.” Another important thing to add 

to this statement is that individuals are self-governed entrepreneurs who “shape their own lives 
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through the choices they make among the forms of life open to them.” 

 

Nevertheless, besides all of these quite positive perceptions, the concept of a career can have 

serious negative consequences. Think for instance about ICT workers in China who are required 

to have a non-stop work mentality, which means working endless hours having no such thing as 

a social life or even life outside work. Another negative implication of a career is that the idea of 

a career nowadays frightens young minds who more often share the view that a career is scary 

and monotonous, instead of a way to express themselves or even to flourish in adultery. These 

negative consequences were used by N to state the following research question: “employers and 

organizations should keep their employees' health and moral condition and happiness in mind 

more often.” The thought that a career can be seen as something negative is supported by Tisha 

who made the following argument: the idea of ‘career’ is not negative on its own but it is rather 

because of the human tendency to solely relate it to vertical progression within the organization 

that it has been given negative connotations and that it is because of this matter revisions should 

be made. It is remarkable to see that authors can take so many different points of view on one 

question.  

In the next part of the introduction, we will explain how the paper by Christopher Grey, which 

most authors used, relates to our papers.   

 

Christopher Grey 

Christopher Grey as numerous other scientists observed the concept of career and by linking his 

studies with other scholars’ theories created valuable and interesting insights.  

 In his paper Grey tries to visualize the relationship between surveillance method used by 

organizations and self-management. He bases his research on Foucauldian disciplinary theory, 

which refers to continuous observation and control over employees, and explains the concept of 

career rather as an organizing or disciplinary, regulative principle, than as a self-development 

plan of any individual personality. He emphasizes how disciplinary power is used in 

organizations and how it creates aspirational selves that potentially align their identity trajectory 

to the organization (Grey, 1994). As mentioned above, the concept of career can be approached 

from different angles and in the case of Grey it has been approached as a ‘tool’ that can be used 

in order to reach the final level of self-managed and self-disciplined personality. The whole 
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process of self-managed personality creation “consists of the construction of our lives as total 

institutions” (Grey, 1994). In addition Grey states that “the project of the self is likely to 

encompass much more than career...  ” (Grey, 1994), such as hobbies, lovely sport, family, etc. 

By this Grey underlines that career is only one of the factors that people use during their life-

long process of self-management and self-discipline which is produced through career. And 

“indeed, work is a part of entrepreneurial project of the self: a place where the self may become 

that which it truly is or desires to be” and in this case the career or job position can be considered 

as one of the aspects that leads individuals to the achievement of the self, in other words to the 

self-realization. 

 

As this report is collaborative and it has been mentioned previously that all the authors have 

different views and explanations of their statements, explaining Grey’s theory is also not an 

exception. F and C used Grey’s self-management theory and underlined how important 

surveillance is in Grey’s theory. Furthermore, both found that the role of career in individuals’ 

lives is crucial because it “offers a relatively well-defined scenario within which individuals may 

develop, express and create themselves” (Grey, 1994). T and N prefer to focus less on Grey, but 

the exposition and arguments used by them are unique by themselves.  

T used the Self-realization theory of Adamson in the exposition, which seems to be quite a 

similar concept as Grey’s self-management theory.  She nevertheless refuted the interpretation of 

Hughes on what exactly a career is, for he only bases his definition of this on what extent people 

can progress vertically in organizations. She mentioned that nowadays due to organizational 

structural changes it has become problematic to only view a career in terms of vertical 

progression and that our interpretation of it should be broadened.   

In addition, N used the concept of social norms, culture, etc. in order to prove the statement, and 

provided already observed facts from different observations, surveys and studies.  

 

Each of the authors having different perceptions of the initial question, decided to take the same 

path of refuting the idea of career abolishment, however each of them demonstrated different 

viewpoints, arguments and tried to touch the problem from different angles.  

 

Individual essays 
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Individual paper 1:  

 

Organizations should not abolish the idea of a ‘career’, because it creates structure in the search 

for the “self”.  

 

1.  Introduction 

Careers might be thought of as the stories of our working lives. They represent a major part of 

our lives, and to differing degrees for people, as indicators of our successes, not just in terms of 

monetary or status outcomes, but also in respect of our own perceptions of whether we are 

achieving what we wanted in life (Woods & West, 2014). This consequently means that every 

individual has other ideas of what the term ‘career’ indicates. Overall career can be defined as 

“The series of choices and negotiation of constraints made by individuals in their career history” 

(Evetts, 1992). There are also scholars who base their ideas about careers on Foucault’s work 

concerning self-discipline. Rose (as cited in Grey, 1994) defines individuals as self-governing 

and as entrepreneurs of themselves, shaping their own lives through the choices they make 

among the forms of life open to them. Both these definitions indicate that individuals have full 

control over the development of the self, in this process career plays an essential role. Careers 

offer a relatively well-defined scenario within which individuals may develop, express and create 

themselves (Grey, 1994). In line with Grey’s work, Super argues in his career development 

theory, that every phase of development of the self, from age 0 to the age of 65 is inherent to 

career. That is why I will argue that organizations should not abolish the idea of career within 

their organizations, to sustain the base for self-development of the individuals within the 

organization. This argument is supported by two lines of theory by Grey and Super. In the 

exposition, the theories of both scholars are discussed. In the argumentation of this essay, the 

theories are integrated in the argument why organizations should not abolish the idea of career 

and in the conclusion, the key implications are discussed.  

 

2.  Exposition 

In this exposition, the most valuable theories concerning careers and their development and their 

relation to the development of the self will be considered. 
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Individuals can choose to try to climb or not to climb a promotions ladder, to stay in an 

occupation or to move out. But career and promotions structures have an effect on actions and 

influence these decisions (Evetts, 1992). Individuals perceive themselves as operating within a 

structure that has an objective existence, not as constituting that structure by their actions and/or 

inactivity. By being a part of the social system that forms these structures they influence their 

own career paths. Consequently, they also influence the development of the self. However, the 

social environment of the self has an influence on the perceptions of these individuals as well. 

Career success and the satisfaction of the work and career individuals have is closely related to 

the individual’s self. This concept will be explained by the work of two scholars. 

 

Christopher Grey 

In his study, Grey merely focused on the role of career in the effectiveness of techniques of 

surveillance. This theorization is based on the model of self-disciplined behaviors developed by 

Foucault and which has been put into practice via the Panopticon. 

Grey’s study shows that via the concept of career, individuals adjust themselves to the standards 

set by the institution. The goal of having a successful career transcends various aspects of the life 

of the trainee. Not only do they adjust their own behavior through normalizing judgement within 

and outside of organizations, they also adjust their social life to the means of a (successful) 

career. Friends become the social network, in which reciprocity reigns and marriage becomes a 

means to an end. Most of the employees within the firm do not choose the person they marry 

based on their career, but having a ‘social wife’, which has a certain skill set of her own, helps to 

‘boost’ the career. Not only does Grey expose the strength of disciplinary power that arises from 

the concept of career, he also gives insight into the extent of it. 

 

Donald Super 

Super’s career development theory is fully focused on the idea that every phase of development 

of the self, from age 0 to the age of 65 is inherent to career development. His theory is in line 

with the arguments and findings in Grey’s work. He created a set of five stages in which every 

life stage, adds another building block to the concept of career and thus the self as a whole 

(Woods & West, 2014). According to Super’s theory, this is mainly the case in the younger life 

phases of individuals. 
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Stage 1: age 0-14 → growth. The key phase for the 

development of career interests, capabilities and 

personality traits. At this stage, young people are 

starting to think about the kind of work that appeals 

to them.  

Stage 2: age 15-24 → exploration. This stage 

involves exploring the world of work and further 

development of the self-concept and identity, 

identifying jobs and roles that are consistent with it. 

Stage 3: age 25-44 → establishment. At this stage, the person finds a job or career that matches 

his or her identity and interests and seeks to make a mark in their chosen field. 

Stage 4: age 45-64 → maintenance. Having established a position in a chosen field, the person 

now seeks to retain that position in the face of new challenges. 

Stage 5: 65+ → decline/disengagement. Here the person begins to disengage from the work 

environment focusing more on non-work interests. 

So overall, we see that every life phase has a different effect on the way in which an individual 

identifies itself through the career they have and are developing. Their career and work are an 

important factor of expression of what they think is important and relevant and which fits their 

identity. 

 

3.  Argument 

Self-identity and self-development are in my opinion the most important things in life. To figure 

out who you are and what you stand for can genuinely give your life purpose and creates a 

feeling of belonging and satisfaction. And although the fact that career has both advantages and 

disadvantages to it, it overall gives a structure and is a base for individuals to create their identity 

through their lives. Research by Giddens supports this reasoning and states that in the project of 

self-management, careers play a particular role since they offer a relatively well-defined scenario 

within which individuals may develop, express and create themselves (Grey, 1994). 

Furthermore, Grey argues that the concept of career is so powerful because it is a meaningful 

project to the self. This is due to all the diverse difficulties, challenges and hazards of the ‘career 

ladder’ which individuals have to face. Super’s study also creates support for this argument 
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within his five-phase life cycle. In his career development theory, he argues that every phase of 

our lives is focused on the development of our career in a different way and thus is our career 

influenced by who we are, but is our identity also influenced by the careers we have. 

Another argument against the abolishment of the concept of career within organizations is the 

fact that it is one of the most effective drivers of efficiency within an organization. Furthermore, 

if handled with care, it can lead to a better organizational culture and create a better atmosphere 

in the workplace. Due to the efficiency of employees, there is more time for both employee and 

employer to focus on things like workplace atmosphere and the organizational culture. As 

mentioned above, the concept of career and the goal of a successful career intensify and enhance 

the effects that surveillance techniques have on individuals and thus employees within the 

organization.  The concept of self-discipline leads to less need for managers to control their 

employees and leave more room for other management related tasks. In this way, energy can be 

transmitted into a more positive work atmosphere and more time for managers to focus on the 

individuals they manage. This possibility gives managers the room to manage the bigger picture 

and focus on the well-being of his/her employees. Furthermore, it creates flexibility to manage 

other issues with which an organization is confronted. This eventually leads to both more 

efficiency from the individual employee, the manager and thus the organizations in general. 

 

However, there are also disadvantages that accompany the concept of career and the way in 

which it is theorized by Grey and Super. 

The first problem that arises within these theories is the question, where does it stop? The 

concept of career is so extremely embedded in the lives of individuals that it may cross lines, in 

which the health and well-being of individuals are no longer considered. Health and social 

relations are in service of building a good career, but this process can sometimes take on 

unhealthy proportions.  And although I think that a big part of the responsibility for its own well-

being, organizations play a part in this as well. Resulting from events like globalization, the 

pressure on employees and students is getting higher and higher. The quality of work and the 

pace in which this happens is higher than ever, for both employees and students. In addition, 

studying is not enough anymore. Organizations focus is not on grades, but on extracurricular 

activities as well. This creates a high pressure in which individuals and especially students do not 
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necessarily focus on the development of themselves anymore and are in the service of their 

career themselves. This can lead to stress and even burn-out on the long term. 

In addition, these theories do not consider the social context in which individuals are embedded 

and oversimplify the concept of career and career development. Although Grey’s study involves 

normalizing judgement by the (social) environment in which these individuals are embedded, 

individuals do not have full control over all the factors involved. Scholars like Rose and Giddens 

view the creation and the development of the self as an individual responsibility, but it is not. As 

an individual, you are part of a bigger entity in which other social actors, like your friends and 

family, have a major influence in the way you think and on the perceptions you have on what is 

successful and how this goal can be reached. This idea that everything that happens to an 

individual is solely reached by the effort and strategy of the individual is unrealistic. There are 

things in life which cannot be controlled. Focusing on Super’s theory, in which the development 

of the career starts in the earliest years. Is this theory realistic at all, for example, if you have 

parents who do not take care of you? Where do you develop the skillset and insight in career 

development, if survival alone is already a struggle? This example is very extreme, but it also 

happens in less extreme situations, in which individuals create so much work for themselves, due 

to the increasing pressure, that they fail and blame themselves for this failure. In some extent, 

there is a responsibility of the individuals themselves to manage their lives and careers in such a 

way that they guard their own health and well-being. However, I think organizations play an 

important role in this as well. If they want to increase the positive consequences of the concept 

career, they should play a part in finding a balance between career, work and social life for their 

employees. And although the fact that the perceptions of 

 

4.  Conclusion 

Overall, organizations should not abolish the idea of career within organizations because it 

creates a structure for every individual to develop themselves as an individual. Furthermore, it 

creates value for the organization, because the self-discipline created through the concept of 

career makes techniques of surveillance more effective. However, I think there is a need for 

balance within these theories, because they underestimate the influence of being embedded in a 

larger social group and network. In which individuals blame their own failure purely on 

themselves, which is unrealistic. There are things in life which you cannot control and play an 
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important part in who you become and want to be. Although the fact that there is a responsibility 

of the individual to find a balance between their work and social life, organizations should also 

guard the health and well-being of their employees.  
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Individual paper 2:  

 

1. Introduction 

In this essay, I will argue that the idea of a ‘career’ should not be abolished within organizations. 

This essay is structured as follows: first, I will explain what is meant by the concept of a ‘career’ 

by mentioning the perspective on this matter coming from Adamson. Adamson defines the 

concept of career as a practical means to self-development. In addition, the viewpoints of Hughes 

on ‘the career’, who relates this concept to vertical progression within the organization will be 

mentioned. Consequently, some light will be shed on why his view on ‘career’ is limited and 

therefore problematic by outlining its negative consequences. Nevertheless, does the stance of 

Hughes not corresponds well to the structure of the modern-day organization and permits 

individuals to have too high expectations of themselves regarding the development of their 

career. Also, some implications will be made on the role of organizations with regards to this 

matter addressing both their disciplinary and juridical power, terms used by Foucault (in Hewett, 

2004) and how it negatively affects employees in this case. Secondly, there will be a refutation of 

the idea that it is because of those arguments that the idea of a ‘career’ should be abolished. 

Lastly, an objection to the viewpoint of not abolishing the idea of a career will be addressed and 

discussed. In reaction, some ground will be formed to go against this claim by stating that the 

idea of a ‘career’ should rather not be abolished but redefined in our society.  

  

2. Exposition 

Within this exposition section a clarification of what ideas have been proposed and the different 

perspectives on what a career is according to Adamson and Hughes will be given. Nevertheless, 

there also will be mentioned why Adamson thinks the implementation of the concept of a 

‘career’ is of importance. 

 

Adamson 

According to Adamson the career could be viewed as: “… (a lifelong) vehicle for continuous 

realization of the self” (Adamson, Doherty and Viney, 1998, pp. 257). Consequently, the idea of 

a career is that it is of an individual. In no way can an organization claim it as its own nor do 

they have the right to say anything about it. His interpretation also opts to extend the belief that 

the possibility to persuade a career is important to individuals because it plays a vital role in 
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maintaining a healthy self-concept. This self-concept is related to the ability of individuals to 

change in strengths and weaknesses, to shift beliefs but also attitudes and future aspirations. 

In addition, Adamson recalls that individuals often have a broad perception on the idea of careers 

aligning both with long-established theories on psychological phase and stage theories of 

development and sociological theories on the construction of self-identity. He states that the 

construction of a career is used to understand how the sequence of work-related experiences 

develop over the course of an individual’s life and mentions as a set of key themes with regards 

to this matter: affirmation of capability, development of confidence, and the cultivation of high 

self-esteem. Adamson tends to put emphasis on the subjective side of a career which speaks of 

how individuals experience and perceive a career and adds that “… the subjective experience of 

a career is mediated by of personal and vocational development” (Adamson, 1997, pp.245). 

 

Hughes 

According to Hughes (in Adamson, Doherty and Vinay 1997) career in an organizational context 

has to do with an employer-employee relationship in which the employee expects to be able to 

achieve constant progression within an organization. This progression is a Hughes calls it 

‘moving perspective of time’. As stated in Adamson, Doherty and Vinay (1997) on Hughes 

interpretation: “Without some form of work experiences over time, and without some logic to the 

linkages between successive positions occupied over time, the career ‘journey’ ceases to have 

meaning.” (Adamson, Doherty and Vinay, 1997, pp. 253). By this Hughes wants to show us that 

jobs indeed have as a notion to engage in development and that it also involves ‘logical 

progression’. 

As far as speaking of logical progression, it finds its basis more in a hierarchical nature 

supposing that it is linked to getting better positions, status or power over time within an 

organization. This is also referred to as the objective side of the career. 

 

3. Argument 

I am refuting the perception of Hughes on the ‘career’ because it leads us to believe that this 

concept is rather simple and therefore its value and full potential has been minimized.  As a 

consequence, people tend to believe that career is only defined by to what extent individuals are 

able to climb up the latter within organizations. Adamson states that it is for these kinds of 
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interpretations that the concept of ‘career’ has been associated with vastly political and economic 

dimensions. Therefore, the focus for the past years among workers has been to either improve on 

power, status or influence. However, it is not reasonable in this day of age to expect quick 

progress in one’s career path if one views this progress in terms of gaining more power, status or 

influence which is mostly related to climbing up the latter in the organization.  Since the past 

years, our society has witnessed a great increase in the minimization of hierarchical 

organizations. Organizations have become flatter, and individuals are therefore logically less 

likely to climb up the ladder because there are fewer managerial positions. Nevertheless, 

organizations want that these few remaining managerial spots are occupied by the best 

employees within the organization and that is why they set high standards and norms while there 

remains a high demand amongst the larger group of employees to obtain these positions.  

Consequently, a trend has developed that shows the increased pressures of especially young 

workers entering the labor market to perform highly in order to outstand their peers, climb up the 

ladder, and to get one of those few managerial spots that are left over. We can observe that 

organizations have a great amount of disciplinary power because of the fact that these young 

future employees early on start to normalize and internalize the high standards organizations put 

on them. These norms also guide them into making important life decisions that are related to 

obtaining the best possible positions within organizations. For they do not want to miss out on 

these opportunities, which indicates the juridical power organizations have; if one does not 

comply with these norms those opportunities might be taken away from them.   

But as said before, the possibility of workers being able to persuade a career according to the 

perception of Hughes seems to become more and more difficult. The problem is that workers 

find themselves in a new situation in which they carry an old ideology of what a career is, which 

solely focuses on vertical progression.  However, the importance of being able to have a career 

still maintains for it has been approved that being able to have a career is crucial to our self-

identity and that we define our value by it.  But should we say that it is completely impossible for 

some to have a career these days? According to the conviction of this essay, the answer to this 

question is ‘no’ only if we integrate the view of Adamson on the perceptions of the meaning of a 

career. In this way, we are switching from the objective view on a career to a more subjective 

view of the career. This subjective view on a career expands and broadens the interpretation we 

have of a career as it does not only rely on to what extent we are able to progress vertically, gain 
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status, power or influence in an organization but more so on how we develop with regards to our 

personal and vocational skills. 

  

4. Objections and response 

One could argue that as long as the idea of a career exists and it asks of individuals to 

continuously thrive to improve themselves, since there is no such thing as a career if no 

progression is being made (Hughes in Adamson, Doherty and Vinay, 1997), it is inevitable that 

this kind of thriving could lead to over-expectations even in other senses of self-development 

such as the personal skills and vocational skills. It can cause workers to remain focused on what 

they still have not yet accomplished, which could feed their insecurities. It then becomes possible 

to see the same trend as mentioned before of workers feeling the pressure to perform highly or 

do well even when it comes to these types of skills which could result in unhealthy stress-levels. 

However, by focusing more on the subjective side of a career and through implementing safe and 

correct thoughts on the construct of self-development those same thoughts will make sure that 

the pursual of a ‘career’ should only have a positive outcome. So, it is then also possible to 

extend this matter by asking ourselves questions about responsibilities and to what extent we can 

blame others/other things for the negative outcomes we experience of something. For example, if 

one decides to buy chocolate bars in excess and then becomes ill because of this consumption, 

can we then conclude that the chocolate bar on its own is a bad thing? It could be argued that the 

chocolate was able to turn into something negative because of the incorrect or inappropriate use 

of the consumer with regards to that chocolate bar. The same goes for a career.  It is better to 

know how one must deal with the idea of a career in an organizational context by knowing the 

real purpose and full meaning behind it rather than to abolish its entire idea and therefore also 

neglect positive effects it has on the realization of the self and sustaining a healthy self-concept. 

 

5. Conclusion 

I have defended the proposition that the idea of having a career should not be abolished within 

the organizational context. The arguments that have been given so far as to why this idea is 

convincing can be summarized as follows: the idea of ‘career’ is not negative on its own but it is 

rather because of the human tendency to solely relate it to vertical progression within the 

organization that it has been given negative connotations and that it is because of this matter 
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revisions should be made on the meaning of a career that are more related to the viewpoints of 

Adamson. We have seen how organizations with their high norms and standards in this way are 

able to negatively affect young future employees for nowadays they experience more pressure, 

because of the organizations’ juridical and disciplinary power.  However, as mentioned before, 

career is important to sustain a healthy self-concept but the broader concept of a career is about 

being able to improve ourselves over time through self-development and there are various areas 

in which we are able to improve ourselves that are separated from vertical progression. So all in 

all, it is better to redefine our perceptions on what a career is and how it relates to personal 

development consisting of improving on personal and vocational skills and that it is subjective in 

nature.  
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Individual paper 3:  

Political Philosophy Essay Should organizations abolish the idea of a 'career’? 

 

1. Introduction & Thesis 

As a child, one of the most important things you learn from your parents is to get a degree, find a 

good job and get settled with your family to retire at the age of 65 and to live happily ever after. 

People from the 21st century can hardly imagine a working life without this tremendous work 

ethic since people are working a lot during their lifetime. For those who follow this perfect 

pattern, a so-called bright future lies ahead of them. For those who deviate from this path, life 

will be a lot harder since it misses a certainty which one’s career offers them. These days, normal 

implications for someone who strives towards a successful career/promotion are: long work 

days, working as hard as or even harder than your peers, making the most hours and earning the 

most money. With this, it seems like the striving towards following a passion or the enjoyment of 

the working life seems to slowly fade away. Recently I read an article which says that ICT 

workers in China are revolting against their nine to nine workday, six times a week. The non-

stop work mentality and endless hours spent at work are taking its toll on people in a work-

oriented country like China. These people didn’t have a social life or even a life outside work 

since most of them slept at work, so what purpose does work have if you don’t have a life 

outside the career?  In this paper, we will perceive the idea of a “career” as the work-life 

ambition or striving towards climbing the promotion ladder and achieving success, status and 

prosperity. Of course, this doesn’t implicate everyone but those with ambition to grow and 

develop themselves professionally as well as personally will have to deal with career pressure in 

some kind of way. The standpoint taken in this paper will be: Organizations shouldn’t abolish the 

idea of a career, however, they should keep their employees' health and moral condition and 

happiness in mind more often. 

 

2. Exposition 

In the exposition, some contemporary theories which can be applied on careers will be 

introduced and linked to the arguments which will be made further in this paper.  

Career has been the thread of the working life for quite some time in the last decades. Simply 

put, a career is generally viewed as the pattern or sequence of work experiences during one's 
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working life that evolve over time. Building a strong and respected career could bring you and 

your family both prosperity and happiness as well as important experiences and knowledge. This 

is also emphasized by (Guns, 1989): “It can be said that in their everyday actions and 

conversations, individuals are both constrained and enabled by their experiences and 

understandings of career”. During their working life, individuals will make decisions in their 

career which they perceive as the best possible choice for themselves but sometimes they are 

held back by organizations or even personal constraints. If you want to look at the importance of 

a career one simple question would suffice to make an employee think twice about their job: 

What would you do without your career?  

  Since the competition of companies all around the globe is huge these days the demands 

on their employees keep on getting higher and higher. The constant need for more efficiency and 

productiveness puts pressure on both the employee and also the employer. Long working hours 

are more important than ever. According to (Maruyama, et al. 1995): “Employees who work 

long hours have been found to be more prone to poor lifestyle habits, such as heavy smoking, 

inadequate diet, lack of exercise”. Behaviors that can obviously lead to health problems. Besides 

this high work pressure and long working hours, employees want to be so important for their 

company that they go above and beyond their own limits. As a result of these higher demands 

and more competition, higher work pressure can have serious negative implications for 

employees. There has been a rise in the number of burnouts, experienced stress and mental 

illness that has been appointed to stressful work situations. The question is whether the 

importance of the company is higher than the health and mental condition of employees who 

seems to experience more and more work-related illness. 

  Another important issue is the lack of happiness, as well as home and on the work floor. 

Employees sometimes are forced to work a job just to be able to provide for their loved ones 

which can cause someone to choose a job they truly don’t like. Berlin’s concept of freedom as 

doing what you want and freedom as autonomy can be applied here. Employees can do what 

they want when choosing a job, in most cases, but the freedom as autonomy lacks in the cases 

where individuals don’t choose to go work their dream jobs. Internal constraints like fear and 

negative emotions and especially external socially constructed desires are putting a constraint on 

starting professionals. With this, I mean that following your passion or calling isn’t for everyone 

since more and more people are feeling like they aren’t going to make it in their chosen field.  
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In the next part, we will look at whether a career can cause employees mental and health issues.   

We will also look at whether it is ethically responsible for the corporate world to make people 

prioritize work over happiness at home. Lastly, we will look at the opinion that work or one's 

career engages, or might engage, the contemporary employee. 

 

3. Arguments 

At first it is important to talk about why organizations can’t just abolish the idea of a career. It is 

currently unthinkable to just end the concept of a career since it is omnipresent in contemporary 

life. In my opinion, organizations should find a way to deal with health issues and employee 

happiness/engagement which I’ll argue in the next part. 

An important negative characteristic of careers these days is that it can have serious health 

implications for employees. People are pushing themselves to do work which is too stressful, too 

demanding or simply exhausting which can cause employees to suffer from a serious burnout, 

above average stress or even exhaustion. A recent Gallup study of 7500 employees reported that 

a shocking 23 per cent reported feeling burned out very often and in addition, 44 per cent 

reported feeling burned out sometimes. More young professionals than ever have issues like 

burn-outs and work-related health issues. It seems like these serious health implications almost 

became part of the job these days. Of course, working hard is important but these contemporary 

working norms are having serious health implications for loads of people who can’t be ignored. 

Of course, it is important to work hard and have a certain connection with your company but 

isn’t there a limit when serious negative implications seem to become normal? Thus, these health 

issues have negative consequences for both employer and employees so doing something to 

solve this problem is of utmost importance.  

  Doing something which you love and following your dreams and passions are losing 

against making a living, which causes people to be less happy. People don’t follow their dreams 

or ambitions because they feel like they’re not going to make it in their chosen dream field since 

the competition is too high. Research has shown that people in their 20’s are feeling more 

pressure to become successful which makes them worry about their future more than ever. We 

should truly worry whether it is ethically responsible for the corporate world to make people 

prioritize work over happiness at home. Nowadays, there isn’t really any time of the day that 

people are not thinking about work at all. Emails keep coming in and employees communicate 
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constantly outside the work hours. This causes employees to be less happy in their lives and in 

work as well, since they always have to prioritize work over happiness. As said above, one of the 

reasons for this problem is that employees are dependent on their job and simply can’t leave a 

job since this would bring too many uncertainties for them and their families. Even if someone 

has almost no time left to spend with their family in those dreadful long working weeks it is 

“worth it”. Someone needs to earn a living for their family so the exit costs of quitting a job are 

too high. It truly is a shame that people feel disengaged at home since such a big part of life is 

spent at work. This begs the question of how we can find a solution to this problem. With so 

much pressure being put on workers and even future workers we might need to change our view 

on careers... 

   One of the arguments for the classical viewpoint that careers should be retained is that a 

career allows people to develop and grow as human beings. Employees are getting the chance to 

develop as professional as well as social human being during their career. From childhood on 

they are getting crammed with knowledge in order for them to enter the job market when they 

finish school. After getting a degree, or maybe even no degree, people start with their 

professional lives in which they will participate until they simply aren’t able to work a job. The 

career is arguably one of the most important time consumers of humans. Without a career people 

seemingly aren’t able to fulfil a certain purpose which engages them since a lack of money 

prohibits them from everyday life. However, in some cases, a career prohibits professionals from 

doing something which actively engages them. Forbes even reported that 70 per cent of all 

employees are actively disengaged, which is a shocking number if you think about it. This means 

that most employees in this research spend most of their life doing something which they 

seemingly don’t like. It is a sad thought that so many people aren’t able to say that they love their 

job or even have a certain affection towards their profession. Because of this disengagement, 

professionals aren’t able to perform as well as they should but maybe more important is that their 

personal development seems to lack in an increasing capacity. Employees will hit a breakpoint 

when it comes to growth on a certain point. This disengagement is bad for employees but 

employers suffer from this as well since work efficiency is seemingly lower as compared to 

people who are engaged in their work. 
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4. Conclusion 

The point made in this paper was that organizations should not abolish the idea of a career. 

However, they should keep their employees’ health and moral condition and happiness in mind 

more often. 

The first argument made is that as a result of the current high work pressure, more and more 

people are burning out and fading under the stress which causes mental and moral health 

problems for employees. It seems like these health problems for employees are almost becoming 

part of the job which has negative consequences for both employer and employee. Thus, 

organizations need to find a way to deal with these work-related health issues. 

The second argument made is that it isn’t ethical to put so much pressure on professionals and 

upcoming professionals that they are less happy about a career than ever before. If people’s 

future happiness depends on the career success that they will achieve in the future. The pressure 

of taking care of your family is so high that people can’t quit their jobs because this is too big of 

a risk. As a consequence, employees are bound to a job which they in a lot of cases don’t like. 

The main counter argument of people in favor of a career is the point of view that a career allows 

them to develop themselves to do something that seemingly engages them. This is not the case 

since nowadays workers are more disengaged with their work than ever.  

Unfortunately, it seems that employees are forced to stop pursuing what is most important to 

them in life. Moreover, they choose to strive for a great career in something which they don’t 

love. Serious health implications can be a consequence of disengagement and stress at work. In 

order to have a more beneficial relationship between employer and employee, health and 

happiness (work engagement) need to be managed better for both sides to profit.  
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Individual paper 4 

Organizations should not abolish the idea of a career for their employees.  

1.  Introduction and thesis statement 

In the era of globalization, digitalization and internationalization, society becomes more close-

knit. As much ease as we get in our daily life, that much complexity we get in organizations. 

Many political scientists, psychologists and philosophers are aimed to explore and draw a close 

relationship between individuals’ and organizations’ different perceptions of the concept of 

career.  

In the following essay I will argue that organizations should not abolish the idea of career 

for their employees, because both sides have different perceptions of the term ‘career’. 

In order to prove my statement, I will use the Michael Foucault’s Disciplinary theory and 

Christopher Grey’s Self-Management Theory and then will provide arguments, in order to show 

that many scientists, philosophers and scholars have their own explanation and viewpoint of 

regarding career concept, which is the opposite of the viewpoint of individuals. The paper 

concludes that the organizational culture used by many organizations visualizes highly 

hierarchical structure within the company, where the power spreads from top to bottom, 

eliminates employees’ freedom and kills their productivity. This becomes a reason for mental 

breakdown of employees, which is what exactly ‘abolishing career’ means and this is the end of 

such coercive treatment of employees. Concluding the essay I suggest that organizations should 

not use such coercive power within the organization and lead their employees to be mentally 

broken down, but instead use agile strategy that is used by many organizations nowadays in 

order keep satisfied and shareholders, and employees. 

  

1.1 Structure 

As the idea of career has always been a very controversial topic and can be discussed from 

different angles, the paper will be divided into different parts in order to make a clear picture of 

the problem and to take under consideration the viewpoints of both sides. In the exposition 
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section firstly I will explain the Foucauldian theory and the Panoptic technique.  The second part 

of exposition will transition to Grey's theory of career and self-management. In the third part, I 

will make remarks to the theories and give arguments in order to prove my essay question. The 

fourth part will be used for possible objections. The last part will be putting everything together 

and offering conclusions. 

  

2. Exposition 

In this section I will be explaining Foucault's theory of disciplinary power,  then I will provide 

the Christopher Grey’s explanation of the career as a project of self and labor process discipline 

which highlights the role of Foucault's disciplinary theory and  Panoptic experiment and tries to 

create insights in labor process analysis and concept of career. 

Michael Foucault’s Panoptic Technique and Disciplinary Power 

“We are never dealing with a mass, with a group, or even, to tell the truth, with a multiplicity: 

we are only ever dealing with individuals” (2006a: 75, emphasis added). 

Michel Foucault puts the concept of individuals in the center and builds his disciplinary theory 

around the individuality. He argues that even in the big group of people we always work with 

individuals and individuality is the center of disciplinary power. For Foucault, discipline is the 

only thing that is able to create, to produce individuality and only the ultimate control over the 

body, over gestures or postures makes it ‘obedient’. As proof for this, he uses the example of 

treatment in military services or in schools.  

Foucault uses the phrase ‘the art of distributions’, which refers to the process of dividing 

individuals from each other by gates or walls, giving them specific function in their space and 

through these processes break the possibility of any collective activities. He uses the example of 

the production of printed fabrics at the Oberkampf manufactory, where each worker occupied a 

space defined by his or her specific function within the overall production process. Lastly, the art 

of distributions creates a ‘cellular individuality, by ascribing the unit of rank to individuals. As 

an example of rank, Foucault discusses the seating of pupils in a classroom according to their 

age, grade and behavior’ (Hoffman, 2014). 

Foucault says that although surveillance rests on individuals, its functioning is that 

of a network of relations from top to bottom, but also to a certain extent from bottom to top and 

laterally; this network “holds” the whole together and traverses it in its entirety with effects of 
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power that derive from one another: supervisors, perpetually supervised (1979: 176–7). He 

explains how the mechanism of his theory works in any organization and how the power spreads. 

However, Foucault adds the ‘idea of norms’ by which the disciplinary power can be judged. He 

depicts the norm as a standard of behavior that allows for the measurement of forms of behavior 

as “normal” or “abnormal”. In his words, “the norm introduces, as a useful imperative and as a 

result of measurement, all the shading of individual differences” (ibid. 184). The norm thus 

establishes the figure of the “normal” as a “principle of coercion” for the figure of the 

“abnormal” (Hoffman, 2014). 

  

Christopher Grey’s Self-Management Theory 

Grey applies the Foucauldian theory and the Panoptic technique in his paper Career as a project 

of self and labor process discipline ’. 

In his paper, Grey explains the idea of career rather as an organizing or disciplinary, regulative 

principle, than as a self-development plan of any individual personality. For Grey, the concept of 

self-management is the most important concept and the base on which he builds his theory and 

the principle of surveillance, which is the heart of Foucauldian theory, is the core aspect for Grey 

as well. To follow the logical chain of Grey’s theory, we can say that workplace surveillance 

shapes self-disciplined employee and the notion ‘career’ can be considered as a particular project 

for a particular period of time and only the continuous line of similar projects shapes self-

managed individuality. In other words, career is a factor leading to be more self-disciplined and 

the concept ‘self-management’ is produced through career, because “the project of a self is likely 

to encompass much more than career for example, consumption may be a major component” 

(Grey, 1994). 

 

3. Arguments 

Individuals are to become, as it were, entrepreneurs of themselves, shaping their own lives 

through the choices they make among the forms of life open to them! (Rose 1989; 226)  Yes, I 

would like to argue that organizations should not abolish the idea of the career for their 

employees, because individuals are the entrepreneurs of their life and they understand the term 

career in a totally opposite way. Individuals rather see the career as a goal or project and choose 

the way of being self-managed or self-disciplined in order to reach these goals. They consider the 
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term career as their self-project that is longing for their whole life and tend to build everything 

around in a way that will be beneficial for their self-project (career). 

“Career links present, past and future through a series of stages, steps or progressions. Career 

offers a vehicle for the self to ‘become’ (Grey, 1994). Obviously, after becoming what 

individuals have been desiring to be before their career does not seem to be finished or over, 

because by finishing one project or reaching a certain goal creates new stage in their lives and 

makes reason for new self-projects over and over: what I want to say here is that career does not 

seem to be offered after completing one project or reaching a better position for example, it is a 

life-longing continuous process that contains many different levels and stages where individuals 

have different goals. “The work is a part of the entrepreneurial project of the self: a place where 

the self may become that which is truly is or desire to be. It is the sense of a process of the 

achievement of self through work which is offered within organizations as a career and which is 

expressed by individuals through career (Grey, 1994). This shows that the term career is 

perceived more generally by individuals and it contains not only the workplace but their whole 

life, for example, family, lovely sport, hobbies, etc... 

By surveillance or the art of distributions organizations try to create an atmosphere where their 

employees will do their job without any distractions, but on the other hand this kind of treatment 

can be considered as elimination of freedom, because for Hayek, the interference that can 

eliminate freedom is called coercion, that he explained as ‘such control of the environment or 

circumstances of a person by another that, in order to avoid greater evil, he is forced to act not 

according to a coherent plan of his own but to serve the ends of another’ (Hayek 1960: p. 71). 

Organizations use coercion in order to make their employees to follow the ‘norms’ that they 

want and behave in ‘normal’ way, for example, work in a professional way and be efficient, 

follow the dress code, be respectful to the boss. 

Moreover, such an organizational culture visualizes a highly hierarchical structure, which has 

been mentioned above previously. In hierarchical organizational relationships, the power is 

spread from top to bottom and is used the one-dimensional power from Lukes’ power 

dimensions, because it is implemented through the coercion. The coercion does not need the use 

of physical force, but rather through orders coming from the top management. I also want to 

emphasize the usage of ‘power over’  type of power, which fits with Lukes’ one-dimensional 
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power and refers to making someone to do what someone else wants: in this case boss makes 

employees to do what is needed in order to create worth of the company. 

From a mental point of view, all these actions referring to formal coercion and surveillance in the 

organization and hierarchical power over employees, in my opinion, kills employees’ 

productivity, will and desire to work, which exactly what ‘abolishing career’ means. It means to 

kill the employees’ desire and passion to reach higher levels in the workplace and satisfy their 

expectations. This makes them just keep their existence in the organization and do what is 

demanded from the higher shareholder level. The mental breakdown cuts employees’ 

productivity and collapses even their work-life balance, which is very important in the 

workplace. 

 

However, there are organizations which found a way to keep their employees productive and to 

give them the desire to build their own perception of career. They put emphasis on agility, which 

is the ability of employee of being agile. Organizations do not focus on where and when their 

employees come, but how much they actually do. They adapt schedules for their employees, 

make hourly convenient shifts for them, give them the opportunity to work from home, or they 

create in the workplace such atmosphere where employees can have a pool, gym, nice couches, 

food and etc.  They create an atmosphere, where employees can feel good and can feel at home, 

they can do whatever they want and the dress code is also not mandatory. They also give more 

power to their employees, by keeping workplace democracy and ‘power-to’ type of power. They 

can hold elections, they can choose and voice their desires. All above mentioned is done by 

companies, like Google, in order to boost the creativity and productivity of their employees, give 

them the opportunity to do their best and implement their self-projects, build their own personal 

career and as the reality shows they are very successful. 

  

4. Objections 

One of the possible objections can be regarding the statement mentioned above that hierarchical 

structures in organizations kill employees’ productivity and desire to work. Someone can object 

to this, by mentioning that hierarchical structure in the organizations would work as a motivating 

factor for employees, because if there are more levels employees have more motivation and 

desire to get a higher position. 
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Indeed, hierarchy can boost the motivation of the employees. However, I previously formed my 

argument in a way that continuous pressure and coercion can decrease employees’ productivity 

and kill motivation, because it is a continuous process and that is the fact that people are very 

different and not everyone can handle continuous pressure. 

Another objection can be that it's not only organizations, that put pressure on individuals, but 

also social norms, society, life expectations and individuals themselves do so. To answer to this 

objection, I would say that social norms, society, culture itself are very controversial factors. 

Moreover, based on these factors individuals’ viewpoints and perceptions are shaped. 

Organizations also are formed based on the local culture, society, social norms of the place 

where it is based, i.e. the difference of eastern and western organizations: in eastern 

organizations hierarchy and power are more obvious, then in western organizations, where 

organizational cultures are more based on equality, freedom, democracy… What I want to say is 

that organization-employee relationships and perception of career concept are typical on the local 

culture, norms, etc.… because and employees, and organizations are formed by the mentality and 

norms of the same culture and society.  

 

5. Conclusions 

As has been mentioned previously, I argued that organizations should not abolish the idea of 

career for their employees.  I tried to show that the mental breakdown of the employees is the 

explanation or the definition of abolishing career, which is a result of hierarchical relationships 

and coercive power over them. The coercive power used over employees eliminates their 

freedom and moreover ills their productivity, that makes them ‘zombies’ who are obligated to 

show up their existence in the company. Coercive power collapses not only employees’ dreams 

of self-career, but also their work-life balance, which is very important in their efficiency. I tried 

to show in my essay that such coercive treatment style abolishes career for individual and should 

not be used in organizations anymore. Instead of abolishing career organizations can use another 

strategy and give more role to the notion of agility. By adapting agile organizational culture, 

appropriate shifts, nice work atmosphere shareholders can make their employees to believe in 

their career and power, boost their creativity and give them the opportunity to implement their 

self-projects. In an agile culture of workplace, the power again exists, but here those notions are 
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eliminated and more opportunity is given to consensus, workplace democracy, convenience, 

equality and freedom… 

 

Conclusion  
  

In this section we will discuss the different views and arguments for not abolishing the concept 

of ‘career’ within organizations.  

 

The first perspective that we all agree on is the fact that the concept of ‘career’ is the basis and 

structure of self-development. Through careers, we can define who we are, what we think is 

important and what our goals are in life. Careers and our perspectives on careers can help us 

develop ourselves and grow, not just in the workplace, but as individuals as well. To accomplish 

this development it is important that organizations give individuals the time and space to flourish 

and this is a problem, because organizations do not always give this time and space. In our 

society, time is money, and everything needs to be as efficient as possible. Through the hierarchy 

and this continuous pressure to perform, employees do not get the opportunity to grow and 

discover what their goals are. Therefore, we all do argue that there is no necessity to abolish the 

concept of career in organizations, but that there is a need to find a balance, in which individuals 

are motivated, but also get the room to develop their own goals and ideas. 

 

Another point made by F, is that the concept of ‘career’ actually creates value for the 

organization. Based on Foucault’s theory of self-discipline, the concept of ‘career’ creates a 

structure in which self-management and self-discipline occurs. Thus, this means that there is less 

need for organizations to overtly control their employees. This also provides a refutation on the 

efficiency-loss argument, due to the fact that there is less need for control of employers. 

Furthermore, K argues that hierarchy, control and coercion diminish the productivity of 

employees and their will and desire to work. These are factors that are not necessary when 

organizations do establish the concept of ‘careers’.  
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Furthermore, we can conclude from T’s and N’s essays that there is a need to adjust the way in 

which individuals and society view the concept ‘career’. With ‘career’ people immediately think 

about high positions in multinational organizations, with high wages and a continuous climbing 

up the ladder, to reach a higher status. But this is not realistic most of the time. Especially in the 

contemporary labor market this is not always the case. The structures of organizations change, 

they become flatter and there are fewer managerial positions, but a considerable group of highly 

educated employees remain who want these positions. This results in organizations being able to 

exert more power, raise standards to get the best in those positions. This leads to a growing 

pressure on individuals, not due to the concept of ‘career’ but how individuals perceive these 

‘careers’. We need to shift from a limited definition of career as a status and need to focus on 

careers as a development of the self, as an expression of what we love, strive to be and what we 

want to contribute to the world.  

 

Overall, the main takeaway from this multiple perspective review is balance and the way in 

which we define the concept ‘career’ because it can influence whether the consequences of this 

concept are positive or negative: if  we were to focus on the limited perception of it (perception 

of Hughes), it results in negative consequences, if we were to focus on the broadened 

perspective, in other words, what a career is really about and that is ‘ self-development’ 

(perception of Adams) it would result in positive consequences. Furthermore, it is important that 

we emphasize that the main responsibility for development of the self is for the individual, but 

that organizations can play an important role in this process as well. The role of the organization 

is not to abolish the concept of career, but to make sure it does stimulate their employees and 

does not restrain them in their development.  
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