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§1 Report introduction 

The concept of career has changed significantly over the last decades. On the side of 

organizations, employees are no longer guaranteed long-term employment contracts and 

opportunities for moving up the corporate ladder have become more limited (Lyons, 

Schweitzer, & Ng, 2015). For employees, work-life balance has become increasingly important 

as both man and woman now actively participate in the work-sphere. Also, contemporary work 

tends to invade non-working hours (Lyons, Schweitzer, & Ng, 2015). These changes, amongst 

others, have led to the decline of the traditional career in which employees were part of 

vertically ordered employment structures in large, stable organizations (Arthur & Rousseau, 

2001). In these traditional careers, the organization was viewed as the cornerstone of career 

planning and management (Baruch, 2003). In contrast to the concept of traditional career, the 

contemporary career is viewed as a domain of autonomy for individual employees. People are 

to shape their career as a project of the self (Grey, 1994), motivated by individual goals and 

aims they want to achieve. In line with this, individuals become increasingly responsible for 

their own professional development to achieve their goals and aims (Lyons, Schweitzer, & Ng, 

2015). Feldman & Ng (2007) argue that the contemporary career is more mobile in a variety 

of ways, including job changes (a change in job tasks), organizational changes (switching to a 

different employer) and occupation changes (transitions that require new skills and 

knowledge). Future changes in careers include the rise of automation and robotics, the 

demographic changing of the workforce (including an increase of women in the workforce and 

the ageing population), an increase in ethical organizational behaviours (Mohiuddin, 2018, 

March 7), and a change in retirement age.  

As the autonomous employee actively shapes his/her career and the workplace is 

becoming more flexible and diverse, the role of careers in contemporary organizations are 

changing. For example: how are organizations to deal with individuals ‘job-hopping’ to pursue 



a new goal in life? At a first glance, the new conception of flexible and mobile careers seems 

detrimental to organizations. Whereas employees were loyal to one employer in the past and 

were rewarded with their loyalty by being promoted, employees now are more likely to leave 

the employer (Centraal Bureau voor de Statistiek, 2019, March 23) to pursue other avenues of 

interest. This presents organizations with costs to incur, such as hiring and training costs for 

new employees and lower productivity as employees leave the organization, but also to a 

greater uncertainty for the future. This leads to the question of how organizations are to 

confront the changing landscape of careers. One such response would be to abolish the concept 

of careers altogether. The aim of this joint paper then, is to shed light on the question ‘should 

organizations abolish the idea of a career?’. Both papers argue that the concept of a career 

should not be set aside. While the approach of both papers somewhat differs, both come to the 

conclusion that employees who have a clear goal they are working towards will benefit the 

organization they are working for.  

To examine the question if organizations should abolish the idea of a career, two papers 

will be considered. The first paper looks at careers as the way they are subjectively experienced 

(Evetts, 1992) and as a project of the self (Grey, 1994). This first paper views pursuing a project 

of the self as engaging in meaningful work and draws on research to show the organizational 

benefits of having employees who view their work as meaningful. These benefits for 

organizations include career and organization commitment, organizational citizenship 

behaviour, intrinsic job motivation, and fewer sick leaves. The second paper looks at both the 

organizational benefits and the individual benefits of pursuing a successful career. In line with 

the first paper, the second paper argues that individuals pursuing a successful career provide 

organizations with employees who enrich the organization. Individuals will not settle for 

mediocrity, but have high intrinsic motivation to become successful. When considering the 

drawbacks of the concept of a career the two papers differ somewhat. While the first paper sees 



difficulties in the process of finding a project of the self to pursue, the second paper examines 

the negative effects of pursuing a successful career (e.g., pursuing a successful career can be 

experienced as stressful and it could mean a diminished social life). However, both come to 

the conclusion that the concept of a career is beneficial to organizations.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



§2 The organizational benefits of the concept of career – Student 1 

In this paper I will answer the question ‘should organizations abolish the idea of a 

career?’. I will defend the thesis that the concept of ‘career’ should not be abolished, as 

subjective careers and projects of the self lead to work that is experienced as meaningful. 

Meaningful work, in turn, leads to organizational benefits such as higher organization 

commitment and less sick leave. To defend my thesis I will employ the following strategy. 

Firstly I will explain the two main concepts of this paper, namely ‘subjective career’ and 

‘project of the self’. I will examine both concepts through a case study done by Grey (1994) in 

an accounting firm. Afterwards, I will show how the concept of career can be beneficial to the 

organization for which the person is working. From the organizational point of view the 

concept of career is beneficial, because it provides the organization with numerous benefits 

when work is experienced as meaningful. To conclude, I will look at a difficulty in attaining 

these organizational benefits, namely the search of individuals to find a fitting project of the 

self in a choice-overladen world.  

 

The subjective career as a project of the self 

The concept of ‘career’ has been analyzed in several ways. One way of studying careers 

is by looking at them from the individual’s point of view. This perspective focuses on the way 

a career is experienced by individuals (Evetts, 1992). On this account, individuals are not seen 

as passive subjects, but as actors who can actively shape their careers. An important aspect of 

this notion of subjective career is the individual’s work history and the perceived reasons for 

why things happened and the aims, ambitions and intentions an individual has. Because the 

central point of this perspective is the subjective experience of careers, this results in a wide 

variety of conceptions of careers as given by individuals. For example, an ambitious worker 

aiming to move up the corporate ladder experiences his sixty hour work weeks as a way to 



show his diligence and his value to the company. In contrast to this individual, another worker 

could experience having a successful career as striking the right balance between work life and 

private life. The goals set by these individuals differ, partly due to the constraints and 

possibilities experienced by individuals. Examples of constraints are living in a rural area and 

being a single mother or father having to take care of children, but can also include a low 

education or an inability to read. Examples of opportunities are new job openings at the 

company the individual is working at or children leaving the house, freeing up time to spend 

on work. 

This characterization of a subjective career echoes the idea of a ‘project of the self’. In 

a project of the self an individual is responsible for making choices that are driven by self-

fulfilment (Grey, 1994). The individual shapes his/her own life through the choices that are 

made. The choices determine the direction of the project the individual is engaged in. While 

projects can be undertaken in many areas of life, such as spiritual development, this paper 

focuses on projects in the work sphere.  

Both the project of the self and the subjective career can be explained through an 

example. Grey (1994) presents the example of senior high school students who are recruited 

through brochures and presentation evenings to apply for a particular accounting firm. Students 

that get accepted for the traineeship have received good grades in high school and have 

participated in extracurricular activities. The personality of the accepted students is important 

to the accounting firms: trainees have to work on tedious audit work for two years, before they 

move up the corporate ladder. They also have to appear enthusiastic and responsible to clients. 

This display of enthusiasm is expected of trainees, also when doing the tedious audit work. 

Another requirement is that trainees are expected to dress in a way representative of the firm. 

While adherence to these requirements can be seen as a way to please the managers, the trainees 

reported that this adherence was a part of the realization of the project of the self. The trainees 



were enthusiastic not merely because enthusiasm was expected from them, but because the 

tedious work and requirements on appearance were a stepping stone to the realization of their 

project of the self. 

 

The organizational benefits of having a project of the self 

In what follows I will demonstrate why the concept of career is beneficial to the 

organization for which the individual works. While it may seem that the personal goals set by 

individuals in the workplace are static and immune to change, the goals can change as people’s 

experiences change and new constraints and opportunities present themselves. In other words: 

the project of the self can change. For example: while many trainees in the accounting firm as 

mentioned above will keep aiming to be an accountant, some trainees will quit. They may find 

that the auditing and accounting industry does not match with their personality or interests and 

pursue a different career. Or they may opt for working less, preferring to spend more time with 

friends and family instead. It could also be that the trainees who dropped out have to take care 

of a sick family member. In any case the project of the self can change to reflect a new goal in 

line with new experiences and constraints and opportunities.  

This variability of people’s careers is reflected in several statistics. For example: the 

number of freelancers has grown steadily in the Netherlands over the last decade (Centraal 

Bureau voor de Statistiek, n.d.). When asked why they decided to become a freelancer 40% of 

the respondents answered that they were looking for a new challenge, 37% answered that they 

wanted to have autonomy over when and how much they worked and 19% answered that they 

wanted to find a better work life and private life balance (Centraal Bureau voor de Statistiek, 

2019, April 20). Also, a significant number of young employees change jobs (Centraal Bureau 

voor de Statistiek, 2019, March 23). While there are multiple reasons why employees change 

jobs, we can consider a change in interests and goals to be an important motive for switching 



careers or employers. Both of these trends reflect a change in the way work is experienced and 

in a change in the project of the self.  

These developments of people quitting their jobs to become a freelancer or changing 

employers present organizations with challenges. After all, organizations invest resources in 

the training of employees, but the above mentioned developments have shown that human 

capital increasingly leaves companies to pursue changing projects of the self. On this account 

it seems that the project of the self is detrimental to organizations. However, they can present 

opportunities for growth to organizations. For one, organizations could form alliances with 

other companies to share in human capital. By sharing in workers, human capital is retained 

within the alliance and the resources invested have not gone to waste. Also, a change in the 

project of the self does not necessarily entail leaving the organization. Organizations could 

promote lifelong learning and offer personalized reward packages and contracts to individuals 

(PricewaterhouseCoopers, 2018). By realizing these personalized incentives, organizations 

could match an individual’s changed project of the self to the organization. Doing this, the 

organization retains the employee. 

Organizations should embrace the idea of a career and a project of the self for various 

reasons. As mentioned above, Grey (1994) found that even tedious work can be transformed 

to meaningful work, as it encompasses steps towards fulfilment of the project of the self. 

Performing meaningful work gives the workers a sense of purpose: they have a clear goal in 

mind and will strive to reach it. One study found that having meaningful work was positively 

associated with career commitment, organizational commitment, organizational citizenship 

behaviours, job satisfaction, and intrinsic motivation (Steger, Dik, & Duffy, 2012). This same 

study found that meaningful work was negatively associated with days reported absent. On the 

account of individual employees, this study found that having meaningful work was positively 

associated with life satisfaction, and it was negatively associated with hostility and depression. 



This range of consequences lead to employees that are engaged with the organization they are 

working for and result in less turnover and sick leaves.  

 

The search for a project of the self 

The above mentioned advantages for organizations depend on employees having a 

project of the self. Whatever employees’ project of the self include, the project of the self gives 

work a specific meaning to individuals. However, in the modern day and age it is becoming 

increasingly difficult for individuals to find their project of the self. From a young age people 

have to decide what person they want to be. An incredible number of decisions have to be made 

early that will determine their future job potentialities in a significant way. Questions such as 

‘what classes will I take in high school?’, ‘what extracurricular activities am I going to pursue?’ 

and ‘what will I study in college or university?’ present themselves next to more existential 

questions such as ‘what do I value in life?’, ‘what role should jobs play in my life?’ and ‘what 

should my life-work balance look like?’. It is easy to be overwhelmed by these questions. The 

incredible number of choices can make people feel more paralyzed, instead of freer (Schwartz, 

2005). These questions make it difficult for people to decide what the project of the self will 

be and without this clear picture it is doubtful that the organizational benefits will occur. To 

reap the above mentioned benefits, organizations should actively shape their organizations as 

to support employees in finding work that is meaningful to them. Some suggestions have 

already been mentioned, such as lifelong learning opportunities and personalized reward 

packages (PricewaterhouseCoopers, 2018). These lifelong opportunities could be shaped not 

just to provide educational learning opportunities, but also personal learning opportunities. 

Bowie (1998) presents a Kantian theory of meaningful work and organizations could 

implement these principles to provide for meaningful work. These principles include allowing 

employees to exercise autonomy and independence, enabling employees to develop rational 



capacities, providing wages for physical welfare, supporting the moral development of 

employees, and not interfering with an employee’s conception of how to obtain happiness.  

 

Conclusion 

In this paper I aimed to show why the concept of career is beneficial to organizations. 

Organizations should not abolish the idea of careers, because having a clear goal in mind will 

lead to employees experiencing their work as meaningful. Experiencing work as meaningful 

will lead to a number of organizational benefits, such as higher career and organization 

commitment, less sick leave, and lower hostility and depression scores. While it is difficult to 

come to a clear project of the self with the abundance of options available to people, 

organizations could guide employees to find their project of the self.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 



§3 Should organizations abolish the idea of a ‘career’? – Student 2 

To answer the question ‘Should organizations abolish the idea of a ‘career?’, 

Christopher Grey’s paper should be considered. In his paper, Grey (1994) sets out the whole 

process of achieving a successful career. Different assets have an influence on the development 

of a career, namely the recruitment process, enthusiasm and commitment of individuals and 

the way trainees are rated by the organization. Based on the arguments in Grey’s (1994) paper, 

I formed my opinion regarding the main question which will be presented in the following 

pages. I concluded that organizations should not abolish the idea of a career, because from both 

the organizational, and the individual point of view, striving for a career is beneficial and 

therefore should not be abolished. People are more motivated to work hard when there is a 

prospect on achieving a successful career which is beneficial for the organization. This 

motivation is also good for the individuals, because the idea of a career will trigger themselves 

to strive for the best they can. It can be argued that there are negative effects of careers because 

of the pressure people feel to achieve many things in order to be successful and the process can 

be stressful. However, learning how to handle this pressure and stress is necessary to cope with 

situations you can experience during your work, and therefore necessary for your personal 

development. Thus, the positive effects of the idea of a career outweigh the negative effects.  

 

The main message in Grey’s (1994) paper is; “The present concern is not at all with the 

details of how and why careers are pursued. Instead, the focus is upon the concept of career as 

an organizing or regulative principle.” (p. 481). Knowing how a career is organized, will 

provide the insights on which my argument is based whether careers should be abolished or 

not. Foucault (1979) sets out the importance of self-discipline in order to build a successful 

career. Grey (1994) defines two aspects of self-discipline, namely; workplace surveillance and 

production of self-managing subjects. Surveillance refers to a controlling factor to ensure self-



discipline. The self-management of a project refers to the responsibility of an individual to 

make choices that are beneficial for their own career-development. These choices determine in 

which project the individual will invest time in. This project can be at the workforce, but Grey 

(1994) also distinguishes ‘project of the self’ where it is about the development and self-

fulfillment of an individual. A career is a linking factor between present, past and future within 

projects, because actions of the past, present and future will determine whether a project can 

be reviewed as successful or not. When organized work within a society is important, 

individuals with good careers can enhance a positive outcome of a project.  

This study is conducted within an accountancy firm case study. Grey (1994) highlights a 

few aspects of careers that influence labour process discipline and surveillance and will clarify 

those aspects through providing examples from the case study.   

• Recruitment. The beginning of a career starts at school. Students have to get high 

grades and do extra-curricular activities in order to stand out for an organization and 

be more successful at job applications. In general, a certain type of applicants turns 

out to be successful in accountancy firms; namely, white, male, middle class, young 

individuals. Accountancy firms are looking not specifically looking for these 

individuals, but want to draw on a certain type of personality. Having this type of 

personality will enhance the chance of a successful career.  

• Enthusiastic trainees. After being recruited, the new trainees have to learn all the 

norms and values of the organization and learn how to do the job. An important factor 

in this training process is enthusiasm. It is shown that within accountancy firms, 

enthusiasm and commitment among trainees is beneficial for one’s career. This 

enthusiasm and commitment are partly a result of the expectations of managers, 

which individuals want to meet. A bigger part of the explanation comes from the 

nurture of the individual and whether this individual is primed to have a successful 



career or not. Therefore, self-discipline of the trainees regarding a career is very 

important.  

• Being rated. The trainees are rated in terms of performance and human resources to 

see what their progress is in the program and development of career. Trainees are 

rated by their managers, but trainees have the opportunity to rate their managers as 

well. In general, trainees are a bit hesitant to rate their managers because it could 

harm their career. Additionally, managers are appointed to help the trainees maximize 

capabilities and enhancing careers, therefore provide bad ratings of the managers 

could be damaging to a career.  

• Going to the top. In order to get to ‘the top’, one must dedicate his/her life to 

improving the development of career. Friends are seen as contacts and social activity 

as networking. Going to the top requires focus and self-discipline to achieve the goal. 

All in all, the described facets are according to Grey (1994) an influence on the 

development of a career. The base for a career is already formed at choosing university 

programs and doing extra-curricular activities. The process of the traineeship and the trainee’s 

effort, determine the success of a career. A successful accountancy career requires complete 

dedication to the job and social contacts must be seen as a beneficial instrumental project. 

Therefore, only the most dedicated individuals will get to the top with their careers.  

 

Based on the information given in Grey’s (1994) paper, an opinion about the question 

‘Should organizations abolish the idea of a ‘career’ is formed. In the following paragraphs, I 

will argue that organizations should not abolish the idea of a career.  

From the individual’s the point of view, the development of a career is beneficial. 

Striving for a successful career will enhance the intrinsic motivation to strive for the best. 

Without the idea of a career and its importance, individuals are more inclined to settle for less 



(Day & Allen, 2004). Therefore, the idea of a career will maximize the probability individuals 

will utilize their potency regarding their jobs. The earlier someone knows they want to be 

successful, the earlier the development of a career can start. A successful career requires an 

individual to develop a lot of self-discipline in order to motivate themselves to strive for the 

best (Grey, 1994). This self-discipline is not only beneficial for a career, but also for other 

aspects of life. Thus, from an individual point of view, careers should not be abolished.    

 Another argument for this statement is that the prospect of developing a successful 

career makes people more motivated to work hard. In general, people want to be successful in 

what they do and therefore will work hard to achieve this. Being successful at work means 

having a good career which makes people feel good. In order to have a successful career, people 

have to work hard. For organizations, having hard working individuals who are successful and 

good in what they do is beneficial. According to Mani (2002), motivated employees have a 

positive effect on an organization’s performance. Employees are mostly motivated by non-

performance related factors, for example self-motivation or motivation from enjoying work 

explain the most. Wayne et al. (1999) state that having well performing individuals working 

an organization, increases the human resources of this organization. Human capital is one of 

the most important factors in achieving organizational performance, because these ‘rich’ 

individuals add value to the organization. Therefore, from the organizational view, careers 

should not be abolished.  

 An argument one could name against the idea of a career is that along with the all the 

good outcomes, personally and organizational, there are also some negative effects. As stated 

before, the idea of a career starts early, when you choose your university program. Downside 

of this is, when you are not sure which direction you want to go with your studies, you are 

already one step behind. Additionally, the whole process of getting to the top and developing 

a successful career can be experienced as stressful. Maslach, Schaufeli and Leiter (2001) found 



in their research that burn outs develop as a result of experiencing stress in work. The idea of 

always having to perform well can be large burden and not everyone can cope with that. 

Employees who have a burn out are likely to quit their jobs, which is damaging for the other 

employees and the organization. Lastly, having to give up a social life and social contacts in 

order to have a successful career is not healthy and can cause problems on the long-term.  

 Even though the above arguments show some negative effects about the idea of a career, 

the positive effects outweigh them. The backlog of not knowing which direction you want to 

go within your studies can be fixed by working harder when you’re at the university and have 

decided which course you want to do and catch up with the rest. Thus, this does not have to be 

an issue. Furthermore, it is not unhealthy for the development of a career to experience some 

stress because you have to withstand in stressful situations during the rest your working life as 

well. Therefore, this process can clarify how to respond to these situations and experience it 

yourself. The idea of giving up parts of your social life is something you have to take for 

granted when you want to have a successful career. It is almost impossible to manage a 

successful career and an extensive social life, so you have to consider making this choice for 

yourself.  Next to that, you are not completely giving up on your social life, the interpretation 

of it is different, which means friends are called colleagues, but you can still consider them as 

friends.  

In this essay I aimed to answer the question ‘Should organizations abolish the idea of 

a ‘career?’. To answer this question, I have looked at papers with different insights on careers 

and different motivations for their point of view. Reviewing these papers has given me the 

ability to form an answer to the question and concluded: organizations should not abolish the 

idea of careers. The idea of careers is beneficial for both individuals and organizations. On an 

individual level the development of a career is beneficial because employees who are motivated 

for their careers are will utilize their potency regarding their jobs. They learn how to be self-



disciplined which is a valuable characteristic for the rest of your life as well. On an 

organizational level, careers are beneficial as well. The prospect of a successful career makes 

people work harder which is profitable for organizations. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



§4 Report conclusion 

The central question of this report that we aimed to answer is: ‘Should organizations abolish 

the idea of a career?’.  

The introduction set out what the current concept of careers consists of and how this 

concept evolved throughout the past couple of decades. A shift has taken place from ‘traditional 

career’ where large, stable organizations are vertically ordered to the contemporary career 

(Arthur & Rousseau, 2001). This current form of a career is characterized by an autonomous 

way of working for employees. Traditional careers were fixed and set paths, nowadays careers 

are ‘a project of the self’ where individual goals and personal development are most important 

(Grey, 1994). Future changes of careers are most likely the rise of automation and robotics and 

demographic changing of the workforce (Mohiuddin, 2018, March 7). 

In order to answer to the question, Grey’s (1994) paper was considered. Grey (1994) 

looks at the way careers are organized as ‘projects of the self’. A project of the self refers to 

the development of an individual in a way that the choices that are made are driven by self-

fulfillment. Surveillance and self-management are important aspects of self-discipline which 

are necessary for careers to flourish. Grey (1994) exemplified his project of the self by looking 

at an accounting firm. In this accounting firm, new trainees were expected to behave in a 

particular way. These new trainees saw the requirements as stepping stones towards the 

fulfillment of their project of the self. 

In the first essay in this report the author concludes that organizations should not abolish 

the idea of careers. The argument for this statement is that careers are beneficial to 

organizations, because subjective careers and projects of the self serve as a goal an employee 

can work towards. As a result, work is experienced as meaningful to the employee. Benefits of 

having meaningful work include higher career- and organization-commitment, less sick leave 

and lower hostility and depression scores. The problem according to the author was the 



difficulty in finding a fitting project of the self. However, organizations can assist employees 

to find their project of the self.  

The author of the second essay comes to the same conclusion and agrees that 

organizations should not abolish the idea of a career. Careers are reviewed as beneficial for 

individuals and organizations. Individuals can take advantage of careers by the motivation to 

work hard and exceed at their work as a result of the idea of a career and achieving it. As a 

result of this intrinsic motivation employees will have more self-discipline to work hard and 

be successful. This is relevant for organizations, because they want to attract motivated people 

to work for them. There are some negative consequences from striving for a successful career, 

for example the stress that come from having to perform well all the time and the absence of a 

social life. However, the positive effects outweigh the negative effects and therefore it can be 

concluded that organizations should not abolish the idea of a career.  
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