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§1: Report Introduction 

   The idea of a ‘career’ has gained more importance in the contemporary society: It became one 

of the major criteria to measure one’s success. Traditionally, most people pursue their career as a 

way to survive and support their families. However, in modern society ‘career’ means much 

more than ‘a means to make money’. It became a major part in individual lives since individual 

profession seems to decide their social values and competences. These trends play a positive role 

in the development of both the individual and the organization the individual belongs to by 

optimizing individual capability in the organization. The idea of career results in a ‘panopticon’ 

as a disciplinary power for self-subjection and enables individual to recognize surveillance as a 

way to improve one’s career. However, the disciplinary power in the workplace implies sexism, 

racism and represses individualism, while these issues are justified on the ground that it is 

inevitable to pursue the career. Hence, whether the idea of career should be abolished or not has 

been controversial in recent years.  

  For the issues, everyone in our group agrees that the idea of career should not be completely 

abolished, but it needs some restrictions to the disciplinary power.  Everyone focuses on different 

perspectives of the career as below:  

  The paper of Student 1 contributes to answering the question by really looking into the history 

of the concept of career, how it once started and how it evolved. It evaluates what the pressure on 

career-making does to young people and how it changes their life-decisions. Subsequently it 

treats how this works out for adults and the disadvantages it might have for them, during their 

working life as well as afterwards. Nevertheless it also explains why people continue to strive for 

a spot higher on the latter and the positive and negative effects this has for organizations’ 

success. Eventually it proposes another way to look at careers, so that people choose their jobs 

consciously but also with their hearts, and prevents them from crossing their own boundaries. 

  The paper of Student 2 focus mainly on the benefits of the career when it comes with the 

disciplinary power, claiming that the combination of the concept of “career” and disciplinary 

power create synergy and can be a helpful tool for self-management. While disciplinary power in 

workplace is regarded ‘dehumanizing’, the paper holds the idea that the disciplinary power can 

works as an aid to realizing the project of the self, making individual to willingly accept the 

surveillance and utilize the disciplinary power to achieve their objectives regarding career. 

Finally, the paper argues that despite the merit it brings, the organization have to make further 



efforts to solve the social problems regarding disciplinary power such as infringement of human 

rights. 

  The paper of Student 3aims to prove the reasons for why to not abolish the idea of a career from 

the perspective of individuals (employees) and organizations (employers). It highlights the 

advantages of individuals having to want a career and a desire to become what they truly want to 

become. The paper also states the disadvantages for organizations if their employees don’t have 

a long-term career mentality. Using the process from being hired as a new graduate, all the way 

to moving up to the top of the hierarchy of organizations, the paper uses disciplinary power 

mechanisms and real life experiences to convey the effects and impacts on all parties involved. 

  The paper of Student 4 attempts to argue that although the current model of the career should 

not be abolished, it is however outdated and should be reformed due to its numerous flaws. It 

surmises that the flaws in question are dealing with implicit and explicit issues of racism, sexism, 

and conformism within the workplace. These biases affect the hiring process, hierarchical climb 

through a multiple year “career”, as well as the expectations and pressures put on every worker. 

The paper also aims to prove that if the career is utilized as a tool of self-growth, and the 

individual as a continual project of development, it can be beneficial to the structure of an 

organization, as well as the workers themselves. This however is directly contradicted by the 

flaws of racial, sexual, and confirming bias that in reality hinder the growth of the individual. 

 

  



§2 Why traditional career-making should be re-considered 

         Introduction 

The idea of a career has gained importance in modern society: everybody wants to make one, but 

there are only a few spots higher on the latter. There is so much competition among people who 

longue for the same job, so everyone tries to be their best version, work hard and give all they 

can in order to achieve their professional goal – even when it is in short-term not in their own 

best interests. Careers are not a given, they need to be earned. Organizations profit from this 

rivalry since it results in the well-known Panopticon as disciplinary power, where everyone starts 

watching himself (self-subjection). This power of surveillance results in well-behaving 

employees – all to not ruin their chances on the never-ending better job (because once you have 

the better job, there is another even better job). This is how the idea of making a career never 

loses its power. But is this power allocated fairly, or should it be allocated differently? Because 

for people, working this hard and restricting yourself all the time has a downside as well. Never 

before were there so many people with burnt-outs and work-related physical and mental 

complaints. (Sarner, 2018) Some say the pressure to perform is too high and that they cannot 

handle it. Those people fall by the wayside when it comes to career-making and they feel like 

they have failed. But why is career such a ‘must’ nowadays? And what is a career exactly; when 

do we say someone is making a career? Does this necessarily involve going up in salary, 

function or status? How free are we in choosing whether or not to make a career? 

Maybe if we rethink the meaning of the concept, society would overall be more healthy and 

well-being would go up, which in turn is good for organizations as well; think of less burn-outs, 

happy employees etc. Since organizations are the root of career-making, that is where the 

problem might be solved. That is why this paper argues for organizations to abolish the 

(traditional) idea of a career. 

  

The history of career 

For many people, career is a concept only concerned with employment. The online definition is: 

“The progress and actions taken by a person throughout a lifetime, especially those related to that 

person’s occupations. A career is often composed of the jobs held, titles earned and work 

accomplished over a long period of time, rather than just referring to one position.” 

(Businessdictionary.com, 2019) 



This idea of progress is an important one here. Years and years ago, making a career was not 

possible for most people. If you were born in a family of farmers, you would become a farmer as 

well, that was needless to say. People belonged to a specific layer in society and were unable to 

transfer to a spot higher on the social latter, which took away the freedom of choice and fair 

opportunities for everyone, but on the other hand people did not need to think about this big 

decision and therefore could focus on other things in life, like starting a family, developing 

hobbies, spending time with friends. Your job was a given, you did not have to prove much 

professionally to earn a title. 

The huge downside of such a society is the unfair part that comes with it. People at the top could 

be very unsuitable for their specific function, while the bright ideas and talents from gifted 

people at the bottom layer all got lost. Fair opportunities were necessary so that everyone was 

able to utilize his or her talent and take chances. Slowly but truly, gifted people were enabled to 

transfer to other social layers and started to follow their heart and passion when choosing a field 

of work. People who did not feel drawn to a specific field or who did not have an outstanding 

talent could still follow their parents’ footsteps though; it was not mandatory to make a career. It 

was only for people who earned that chance somehow, so in reality only a small part of society 

got to grow into a ‘better’ job and make progress. Most people still got a job when they were 

young and stuck to it until they got retired. 

This loyalty people used to have towards their employer changed a lot over the most recent 

decennia and seems to be for old-fashioned people only. Society now expects you to make a 

career, or at least to try to. Career-making has gotten so important that instead of following their 

passion, more and more young people are looking at job opportunities and promising markets to 

base their study choice on. The aim is no longer to do what you love, but to have a great career 

and make good money. However, it is a fact that many people work in jobs they do not even like 

and stick around just because they get well-paid, while they feel unhappy about it at the same 

time. This proves that money does not equal happiness at all; however, it seems that their own 

happiness is not the biggest priority. (Ramassini, 2018) 

  

The youngsters 

From a very young age on, the big question being asked is what you would like to be when you 

grow up. ‘Happy’ is not the right answer to this question; your answer should cover a job, an 



estimated salary, or a professional goal in life. After young people have set their goal, the first 

step is made. From then on many choices they make are based on what is seen as a ‘clever 

choice’ or a ‘logical decision’ in favour of their intended future career. They feel like they get 

judged on what they have done (their resumé) instead of who they really are (their personality), 

which is why many shifted the focus towards developing a good resumé instead of evolving as a 

human being. This second aspect is in many competitive industries found to be less important to 

organizations; it is very results-oriented. The emphasis lies on performing well, and people who 

perform well on school and develop a strong resumé are expected to work hard for a company 

too. 

The pressure students feel from organizations to prove themselves and to stand out of the crowd 

is huge; meanwhile, standing out gets harder and harder to do. Since the idea of fair opportunities 

has gotten so important in modern society, now everybody gets to study: never in history before 

did so many people go to University to study for a ‘better’ job, which aggravated the competition 

and thus pressures students to do something extra-curricular compared to other students, even if 

they themselves did not intrinsically want to. (Grey, 1994) 

While the number of people with a degree increases, the amount of people with a practical 

education falls. Futurologists even say that in a few years we will have a deficit of plumbers, 

because nobody wants to do ‘meaningless, easy’ jobs like that anymore when they can also 

choose to study, be rich and have a status. This in itself is a problem as well, since the world 

needs people who can practically exercise the tricks of the trade and not just theoretically know 

what should be done. (Veerman, 2013) 

  

The adults 

By the time a person has found a job, his identity is so much intertwined with that function that 

we even use jobs to describe someone, for example when saying: “He is a police officer.” When 

hearing a profession like this people nod approvingly, assuming this says a lot about the person. 

In reality, not all police officers are alike, but still we have certain stereotypes in mind when we 

hear what someone’s profession is. 

After 40 years of ‘being’ their profession and then finally retiring, many people have no idea 

what is left of them. What were their actual hobbies, if any; who were they besides their careers? 

By focussing so much on one’s career as we do nowadays, people might lose touch with their 



own true identity and personal goals. When all goals in life are work-related, and people’s self-

worth and motivation is dependent on what they achieve professionally, then after this part of life 

is over, they get so much freedom that they do not know what to do with it. 

Of course people can choose not to go along with these social norms and values, but in reality 

this freedom is not that simple. We lack freedom as autonomy, meaning that we are not entirely 

in control of what we want since our desires can be influenced by society and socially 

constructed desires. The desire of making a career is one of them. Modern society is structured in 

a way that people want to make a career, and the resources people need in order to achieve this 

goal lay in the hands of organizations, which gives them a very powerful position. Berlin’s 

autonomous sub-concept of liberty says that we are free when one’s rational desires guide one’s 

actions, so you are not influenced by your irrational desires or passions. If we argue for career-

making to be something every rational being should want because it is seen as progress, then you 

might have to not follow your passion to for example become an artist or musician with high 

uncertainty on career-making. But what if we argue that it actually is rather rational to choose for 

your mental well-being, happiness and passion, than it is to follow the money and going down 

the drain emotionally? Is it really a rational choice to focus on careers only when you know the 

seriousness of the downsides that come with it – is it really worth the trouble? (Parvin & 

Chambers, 2012) 

  

The organizations 

The important question is, how responsible are organizations for the current situation? They must 

have in some way power over the situation in order to morally be able to blame them for this 

emphasis on traditional career-making. People are dependent on organizations when it comes to 

reaching their goal of career-making, and if we assume that organizations are powerful players 

that want to keep their powerful position in place, careers can function as a mean to get people to 

act in the way they want, which can be defined as one-dimensional power. This power is 

ubiquitous, it is a feature of the relation a person has with his employer, and since it is 

disciplinary power it permits people to increase their skills and capacities without organizations 

needing to worry about resistance from their employees. (Parvin & Chambers, 2012) 

So the answer is yes, organizations do play a very important part in the conservation of current 

social norms and use it for their own best interests. But this might be short-termed only. Many 



employees respond negatively to pressure (think of the major amount of burn-outs) or 

underperform, moreover is encourages people to cheat. When the renewal of your contract 

depends on your results, and your true results were disappointing, you might in some way 

dissemble the outcome. Additionally, by making people working in jobs they feel intrinsically 

motivation for, they will most likely perform better, so organizations benefit too. Pressuring 

short-term achievements is not beneficial in the long run. This is why organizations in particular 

should take position in this sociological issue. Organizations are the ones that make resumés 

extremely important, they are the ones that put pressure on results and allow employees to go 

beyond their limits; they also have the power to change this focus. 

Fortunately we already see a movement from some (small) organizations towards asking for 

certain kind of personalities instead of licensed requirements only and focus less on quantitative 

results, but rather on quality. People working for companies like FIT People (located in 

Rotterdam) often feel more happy and appreciated by their employer, since their value is not 

only depending on the results they achieve. The performance pressure is way less present, so 

when they have an off-day, they do not instantly feel stressed over their need to score and will 

not be tempted to cheat. (J. Sgroi, personal communication, April 14, 2019) 

  

Conclusion 

We need to think of careers in a broader, more encompassing way. When we get to see careers as 

a person’s worth for a company and the contribution they can deliver through their function, then 

people are able to make a career even within the same function and do not necessarily need to 

grow into better or higher functions all the time. Career success should not be measured by 

financial and material accumulation only, but rather by inner satisfaction people achieve through 

their work. Progress can be made as a person too, for example when still being a police officer 

after 20 years, but to have gotten way better at it. In the traditional sense, that person did not 

make a career, but when we look a bit further, he actually did. For example, when someone 

becomes a police officer because that is something he is really passionate about; but then he is so 

good at it that his boss says he should make a promotion and come to work at the office. Then 

not only he will he let down his own passion, also the corps will lose a great police officer. Why 

not let someone just keep doing something what they are really good at and stick to their 

passion? 



Organizations can enable this shift through emphasizing the worth a function and a person have 

for a company and by making clear how valuable that really is. Motivated workers are the heart 

of any company and the root for success. Additionally, reducing financial differences could 

decrease the urge people feel to choose for the best paid job and will encourage them to do 

something they are passionate about. In a world like this, everybody wins. 

 

  

§3 The good side of career 

     Disciplinary power and workplace surveillance, which, to some extent, ensure the 

productivity in organizations have been considered as a dehumanizing means that weed out poor 

performers in the workplace (Deetz, S. 2003). Recently, however, there are some findings that 

the persistent pursuit of career has the potential to transform some disciplinary techniques into 

the helpful “tool” for self-management. In short, “career” works as an organizing or regulative 

principle for the project of self-management (Grey, C.1994), which makes the individual 

recognize the labor process discipline and surveillance in a benevolent way. There is some 

discrepancy risen upon whether the idea of career should be abolished within the organizations. 

From my perspective, I argue that organizations should not abolish “career” as an organizing or 

regulative principle so that they can improve and promote the employees as well as the entire 

organizations.  

    The growing number of employers are monitoring the employees’ performance, as a 

considerable number of employees use their work time and computer at work for personal use. 

Plus, there is a possibility that confidential and crucial documents and information are leaking 

(Manokha 2019). This systematic monitor is called workplace surveillance. While the purpose of 

the surveillance is to promote productivity and prevent sexual harassment (Pading 2019), social 

issues related to personal privacy and abuse of authority is growing. Some employees think 

workplace surveillance and other disciplinary techniques such as appraisal and performance 

review are no more than a means to control the employees and remove the poor actors (Introna, 

L. D. 2000). However, when it comes to the idea of “career”, employees focus more on the 

outcome of the disciplinary techniques (the project of self-management) and make them 

potentially transform the interpretation of disciplinary power in a benevolent way like following: 



Firstly, disillusionment formed while working is frequently transformed or occluded within a 

discourse of professionalism (Grey, C. 1994). In fact, the tasks at hand are not always interesting 

and unpleasant events occur sometimes, which may cause disillusionment. Indeed, repeating the 

same tasks day after day in the same environment make individual exhausted and therefore 

reduce efficiency. However, when the employees link the tasks with career, they deem every task 

in their profession as a step toward a better career and thus maintain their productivity and 

passion.   

Moreover, for employees who put the career at first place, disciplinary techniques are 

understood as aids or adjuncts to career development (Grey, C. 1994). Hence, disciplinary 

techniques like performance reviews, job appraisals, and assessment form human resources 

department are not conceived as the exercise of disciplinary power, but as benevolent manner for 

their own project of the self. 

The idea of career made it possible for employees to take the voluntary position towards the 

discipline and surveillance so that employers can use disciplinary power as a manner to promote 

productivity and boost the profits. Although the idea of the career as an organizing and regulative 

principle is not without flaws, I support the idea that the organization should positively utilize the 

“career”. 

Key words: benevolent, disciplinary power, workplace surveillance, self-management 

The idea of “career” is useful when it comes to disciplinary power as the employees who put 

the “career” in the first place do not regard it as the means of management control but an aid to 

realizing the project of the self. Hence, organizations can utilize disciplinary power for better 

productivity and efficiency. 

Firstly, when employees transform the disciplinary techniques into helpful means to help 

realize their goal, the disciplinary techniques will work out better. Primarily, the workplace 

surveillance was originally designed to play a positive role in the workplace, so when some 

social problems related to workplace surveillance are disguised, the merits of the surveillance 

will be maximized. While workplace surveillance appears to oppress employees when 

implemented in the wrong way, it can save time, maximize profits, and improve the efficiency of 

the organization when used properly. Plus, when the employees do not regard the surveillance as 

the erosion of privacy, the surveillance will be carried out better with fewer problems.  



Secondly, the employees will make more efforts to work on the tasks at hand as they consider 

it as the achievement of their own career. Laziness and transfer of responsibility can be avoided 

as they are more than willing to do more extra tasks after finishing their own tasks to attain more 

business results which conducive to their own career.    

On top of that, the employees are willing to accept the assessment and appraisal from the 

organization since it will provide them with the room of improvement. The idea of career enables 

the employees not to accept the assessment negatively because they believe that it is the advice 

from the organizations that will work as an aid for the self-development. As a result, when the 

employees reflect substantial advice into their tasks, the organization, as well as the individual, 

will improve.   

However, there are two concerns regarding the idea of career.  

First of all, workplace surveillance can be more “dehumanizing” and violent when it comes to 

the idea of career. This is because the employees may hesitate to express their unwillingness 

toward surveillance even though they found it uncomfortable and infringing, in order to pursue 

the development in career.  

Next, the desire for career drives individuals to sublimate their entire life to career. In this 

sense, their friends and social activities all become the instruments for their success of career. 

They even look for “well-packed wife”, as they think the marriage is one of the defining features 

of career and think the family life should be considered as an aid to career development (Grey, 

C.1994).In short, the employees create their personal relationship so that they can get substantial 

help regarding their career, such as drawing more clients. This kind of socialization may hamper 

individuals to form a true value of a personal relationship, where provide individuals with 

relaxation, calm and comfort. They may feel like working when meeting friends, making 

individuals work for 24 hours without rest.  

However, according to Courtney case (Belton Pading, 2019), the surveillance is an irresistible 

trend to squeeze the productivity and turn the individual into a more competent employee. When 

the employee is putting the career in the first place, they may not do irrelevant tasks in working 

hour and always be prepared for the tasks, which means that they do not have to worry about the 

outcome of the disciplinary techniques. Also, when the employees are cooperative, the 

employers can lessen the intensity of the disciplinary power, which decreases the cost as well as 

protects the employees from a severe breach of privacy. For the second concern, individuals can 



find their values of relationship within a business-like friendship. The values of friendship are 

not always the same for everyone. If someone prioritize the comfort and relaxation in a personal 

relationship, others may prefer a “useful” relationship for their career. In short, individuals who 

choose the “useful” relationship may not suffer from a personal relationship where reciprocal 

“use” of each other exists.  

To sum up, since the idea of career may seem to hinder a full-scale development of the 

individual by filling the entire individual life with measures to a successful career, the merits of 

the idea of career are greater. As “career” works as an organizing or regulative principle for the 

project of self-management, the individual can promote their self-development by realizing the 

project of the self, and accordingly, organizations can improve the productivity and efficiency, 

which render them with outcompeting advantages over their competitors. 

Nonetheless, the violence of disciplinary power still exists within the workplace, which calls 

for a further effort of the organizations that pursue both the efficient way to promote productivity 

and boost efficiency. In fact, surveillance of lower intensity reduces the cost, which enables 

organizations to use the budget for better use. Therefore, the organizations should make more 

efforts to find out better mechanism that protect both career ambition and civil rights of the 

employees rather than just thinking about abolishing the idea of career. 

  

§4 Should organizations abolish the idea of a career? 

What is a job? And what is a career? Is there a difference between them or do they mean 

the same? Now, most people get it confused between having a job and building a career. Some 

spend their entire lives working a job thinking this is what they were meant to do, whereas some 

spend their lives searching for what could be their career. The difference between a job and 

career is that a job is something simply done to earn money whereas, a career is what one truly 

desires to become (Grey, 1994). “Career links present, past and future through a series of stages, 

steps or progressions. It offers a vehicle for the self to “become”” (Grey, 1994, p. 481). Now, 

how important is a career to people, specifically employees and how does it impact everyone 

around them? Is it only of interest to employees or their employers as well? In fact, are 

organizations ever concerned about the careers of their employees or the idea of a career is not in 

relation to them? In this paper, I will argue that organizations (in terms of firms and companies) 



should not abolish the idea of a career. It is crucial for individuals to work towards “the 

entrepreneurial project of the self” (Grey, 1994). “It is this sense of a process of the achievement 

of self through work which if offered within organizations as a career and which is expressed by 

individuals thorough career.” (Grey, 1994, p. 482) 

A career gives motivation for people to stay committed and persistently improve, 

therefore, if organizations abolish the idea of a career then they will lose the self-discipline in 

their employees. Christopher Grey in his paper Career as a Project of the Self and Labour 

Process Discipline (1994) discusses disciplinary power using a case study of an accountancy 

firm to display the relation between work surveillance techniques and self-management 

combined with career, project of the self. Starting from the recruitment stage all the way to 

moving up to the top of organizations lies many instances which helps to explain how important 

it is for organizations to maintain the idea of a career. Christopher Grey mentions that successful 

applicants in the process “they are already, through their courses, their activities, their career 

research and advice, orientated themselves towards certain goals and projects: towards their 

careers” (Grey, 1994, p. 485). This shows that through education, extra-curricular and other self-

development activities, employees already begin to work towards their career and make long-

term goals. 

Once hired, the enthusiasm and commitment of trainees plays a key role in the success of 

individuals and organizations. One of the trainees in the paper mentions that “Above all, trainees 

are expected to display enthusiasm and commitment all times” (Grey, 1994, p. 486). Showing 

enthusiasm for one’s work displays desire and the attitude of willingness towards constructing 

their career. However, it is possible sometimes for employees to find tasks boring, but continuing 

to put up an act to appear to be enthusiastic can also lead to learning a lot of things. One of the 

manager questioned about trainees try to look busy and enthusiastic says “… appearing is second 

best to actually being it because if you are actually enthusiastic it means that can see you’re 

learning the nuts and bolts and you’re pleased to be doing so” (Grey, 1994, p. 488). Consistent 

enthusiasm during all types of tasks leads to more hard work and better performance, which is 

not only of benefit to individuals but also organizations. The same manager also adds “… we 

will tell someone to seem enthusiastic because clients don’t want to pay for someone to stand 

around looking fed up…” (Grey, 1994, p. 487). Client relationships are pivotal for organizations 



and it is necessary for its employees to have an enthusiastic personality for to maintain the 

contacts for the benefit of organizations. 

Appraisals and performance ratings are also discussed in the paper. They’re both seen as 

a tool or aid for employee’s career development. For instance, both appraisals and performance 

reviews can help identify weak areas or areas of improvement for individuals and specially for 

those who are non-enthused, it can help create an enthusiastic attitude. Consequently, “the 

existence of job appraisals, for example, is not viewed a means of management control but as an 

almost benevolent means for individuals to realize their own projects…” (Grey, 1994, p. 488). 

The appraisals and rating technique here is used as a normalizing judgment of disciplinary power 

which interacts with the concept of career (Cawston, 2019, workgroup 1). 

 Another reason for organizations to not abolish the idea of a career is supported by the 

“going to the top” stage in Grey’s paper. The “going to the top” stage describe the intimate 

relations between one’s personal and social life and their career. When in a hierarchical 

organization setting, friends are transformed into “contacts”, and social activity becomes 

“networking” (Grey, 1994). Here, Grey refers to relate to the topic of equality, specifically 

instrumental, mentioning that “using” friends as contacts can be viewed as inequality. However, 

instrumental equality supports that inequalities are bad only if they harm people. (Cawston, 

2019, lecture 8). One of the managers at the firm stated the following rationale for “using” 

contacts: “… there was a guy who sued to work here and I helped him get a job with a client and 

now we get a lot of business through him. Now if you say was I using him when I helped him get 

that job then yes I was, but it didn’t do him any harm, did it?” (Grey, 1994, p. 492). 

The following part of the paper will discuss the arguments supporting the thesis claim 

that organizations should not abolish the idea of a career. As discussed above using the labour 

process in the anonymous accounting firm, starting from the recruitment all the way to making 

way up to the top of the hierarchy is a process of its own. Throughout the process, there lies 

many opportunities for individuals to enhance their personalities, govern their self-discipline and 

eventually lead to the desired “project of the self” which is their career. The recruitment process 

gives employees a head start in terms of how they want to shape their career using research 

knowledge and prerequisites for their professional roles. This initiative is a good sign for any 

organization because it shows that their employees have the attitude and intentions of being a 

long-term part of the company. For the enthusiastic trainees, “… the pre-eminent factor is the 



willingness to subjects to discipline themselves via the operationalisation of the category 

“career”” (Grey, 1994, p. 487). A trainee in response to that says “I don’t mind the tasks because 

it is a stepping stone, not just to being qualified but having a good career…”. (Grey, 1994, p. 

487). This shows that employees are motivated to even work on mundane and tasks for which 

they feel over-qualified for because they want to achieve what they desire to become. In favour 

of organizations, this leads to higher performance and increased effort from employees despite of 

the type of tasks assigned. Additionally, performance rating systems are sought to be aids for self 

and career development, however, an objection can be made that they are unfair. Performance 

ratings can often be seen as controlling mechanisms in hierarchical organizations by managers 

but their main purpose is to “maximise your capabilities and thereby enhance your career” (Grey, 

1994, p. 491). However, a limitation to the rating systems is that they should be enforced in a 

respectful and an encouraging manner, otherwise it is possible for them to lead to repellant from 

achieving careers. Furthermore, maintaining relations and networks helps employees move up to 

higher positions and also helps bring business to their employers. This can possibly be seen as 

selfish or “… become an instrumental project which is to be managed and achieved” (Grey, 

1994, p. 494), but as long as it does not harm anyone, it is fair on the basis of instrumental 

equality. It inspires individuals to climb up the “career ladder” and accomplish their career 

aspirations. 

         In my argument, I would like to personally add that career success for both 

individuals and organizations is of great importance. Although, individuals initially work 

towards their own career but as a consequence also results in the success of their employer. The 

self-discipline helps accomplish a sense of achievement in employees and encourages them to do 

better. Using disciplinary power, organizations in a way provide tools for their employees to 

build a career they desire. This shows a sense of care and aid to employees from their employers 

which makes them work harder and be confident in achieving their individual career aspirations. 

Accomplishment of individual career goals and success results in the success of organizations as 

a whole. 

In conclusion, I would to restate the argument that organizations should not abolish the 

idea of a career. It is for the betterment of employees and consequently organizations when 

people work towards their career, project of the self. The existence of the idea of a career helps 

build and maintain self-discipline which helps to become whatever one desires to be. Employees 



go to an extra mile to even work on mundane and underqualified tasks which they view as 

development aids and stepping stones. This shows the motivation of individuals towards creating 

themselves and progressing up to where they see themselves later on in their careers. This desire 

to move up and work on their careers is what is unique and advantageous for organizations in 

their success. When employees see that their own career goals and accomplishments align with 

the goals of their organizations, they feel more confident and work harder towards better 

performance. As human nature follows, individuals work for themselves before they work for 

someone else, therefore, organizations should encourage the idea of a career and success for its 

employees to indirectly gain a career and success for the organization itself. 

 

 

§5 The career: a discussion of biases and the need for reform 

The term “career” as discussed by Christopher Grey (Grey, 1994) is a powerful tool of 

self-management that stimulates the motivation of an individual worker to better themselves in 

their specific trade. As a framework within which an individual can track their progression, with 

tangible goals, it can benefit a worker’s career path. This career, however, is an outdated model 

that reinforces supposedly archaic prejudices that are, in fact, still very present in the workplace 

today. I will be discussing this issue with particular focus on the workplace in the United States.  

In the U.S. prejudice manifests not only in the hiring process and the workplace, but also the 

decision making behind who makes partner at a particular firm, which for many is the “end goal” 

of career as we define it. The implicit sexism, racism, and repressed individualism that is 

justified by the pursuit of a career is toxic and should be extinguished moving forward. I argue 

that careers should not be abolished; however, the institutional flaws discussed in this paper 

should be acknowledged and reformed.  

Grey believes that, “career links present past and future through a series of stages, steps 

or progressions.” (1994) This series of progressions can be very impactful on an individual’s 

development of the self. The issue, however, is that institutional racism, sexism, and conformity 

are present at each step, and so the overall effect on self image can be detrimental. Even during 

the interview process these biases become present. “The successful applicants tend to be 

homogenous in that they are overwhelmingly white, male, middle class and young (twenty-one 

or twenty two).” (1994)  This was corroborated by a recent study (Bertrand & Mullainathan, 



2004) that sent out resumes with equal qualification, except they changed the names of the 

applicants, as well as the neighborhood they were from, to test whether this would impact the 

probability of receiving a callback. The study found that attaching a postal code from a higher 

income (predominantly white neighborhood) increased the chance of a second interview. 

Additionally, even adding a “white sounding” name to an identical resume was much more likely 

to receive a second interview when compared to it’s African American counterpart.  

A career is a standardized framework for defining and improving the self within the 

guidelines of their superior. “A certain type of education provides the cultural knowledge which 

is both a prerequisite and a product of the workplace.” (1994) The culture that is perpetuated and 

accepted is predominantly white and male. The current format of a career is detrimental to 

cultural identity that differs from the white norm. “Critics of the major career development 

theories (Fitzgerald and Betz 1994; Leong 1995; Naidoo 1998; “Special Issue” 1994) charge that 

they are based on white, middle-class values; make certain assumptions (relative affluence, 

access to education and occupational information, free and open labor market, work as a central 

value); fail to include crucial structural and cultural variables; and include concepts not 

applicable to certain groups.” (Kerka, 1998) This is corroborated by the Bertrand and 

Mullainathan study which suggests the data shows, “that African-Americans face differential 

treatment when searching for jobs and this may still be a factor in why they do poorly in the 

labor market.“ (Bertrand & Mullainathan, 2004) A career is supposedly an ultimate project of 

self-improvement. However, there is an underlying message that improving the self involves 

becoming more white (or, at least assimilating to white culture) which is counterproductive for 

actual self-improvement and growth.  

One counterargument is that while this racial problem existed 30 years ago, there is a 

common belief that racial job discrimination, in America particularly, has decreased. A study 

conducted by researchers at Northwestern University, Harvard, and the Institute for Social 

Research in Norway showed the contrary. The researchers produced 24 studies representative of 

over 54,000 applications. Like the study by Bertrand & Mullainathan, the researchers also found 

a higher rate of callbacks for white applicants. In this case 36% more callbacks for white 

applicants than African Americans, and 24% more than Latinos. (Lopez 2017) Since the 1980’s, 

although racism has supposedly immensely declined, the rates of hiring discrimination of 

African Americans has remained constant. 



Although each worker is being incentivized to improve themselves as a self project, they 

are limiting their individualism by being nudged through surveillance, performance reviews, etc. 

One trainee alluded to this saying, “you’ve got to be seen to be busy, you know, running about- 

even if you get the work done, it’s how you have to be seen…” (1994) I argue that, in its current 

framework, careers place importance on the creation of an image that will push forward success 

in the workplace rather than an image of one’s true self. This is different from improvement of 

the self in all aspects of an individual’s life, because it is based on the expectations and implicit 

views of people higher on the hierarchical power structure. Careers are not a genuine substitute 

for actual introspective self-improvement.  

The structure of a career to motivate self-improvement is effective, however it needs to 

be modified. “Out of around 400 rating forms studied in the research, employees’ comments 

were recorded only twice. At least in terms of the official, written record, the employee’s voice is 

silent. The reason for this silence, when given the possibility of speaking is: ‘it wouldn’t be very 

good for your career’ (Newly qualified accountant).”  (1994) If a career is supposedly a form of 

self-management and improvement, it is irrational and unhealthy for the self’s voice to be 

silenced. If the pragmatic choice for your career is to silence your own input on how you would 

prefer your career to be shaped, then there is an institutional problem that needs to be solved.  

The further up the career ladder an employee becomes the more the career becomes 

influential over all aspects of the self. Eventually, “friends become transformed into ‘contacts’, 

and social  activity becomes ‘networking’.” (1994)  I argue that careers stimulate self-growth 

only in areas that benefit their job directly. There is a distinct trade off for this benefit; it stifles 

growth in any additional facets of an individual's identity. A manager pointed this out saying, “If 

you’re going to have a career here beyond manager, you’ve got to use every opportunity to make 

contacts, so you’re never really away from the job in that sense.” (1994) The belief by employees 

that they are always on the job can have negative effects on mental health. There is a distinct 

correlation between weekends free of work, and an increase in job performance and overall well-

being. (Fritz & Sonnentag, 2006) Rest from work is important, but often discouraged by the 

career model and mentality.  

Employees with a mindset fully focused on their career form relationships around 

material necessity as opposed to genuine connection. This transactional view of relationships 

even encroaches on an individual's choice of life-partner. The same manager continued by 



saying, “it is important to have a well-packaged wife. It would be very hard to do this job if you 

were single. At the best, people would think you were chasing totty ever Saturday night, and at 

the worst…” (1994) The unnamed manager shamefully displays the sexism and homophobia that 

still exists within the workplace. These values are often held by managers high up the 

hierarchical ladder, which in turn is institutionally passed to employees and trainees.  

Additionally, there are two major limiting factors in a woman's ability to have a 

successful career which are caused by institutional and societal sexism. These two issues deal 

with how maternity is handled in the workplace, and an archaic societal pressure that still persists 

today called the “ second shift” phenomenon. When a woman becomes pregnant she is given 

maternity leave while her male partner is expected to continue at work. Although women are 

compensated during maternity leave the time spent at home is not accelerating their career up the 

hierarchical structure. Every male peer at that given firm is putting in hours with the company. 

This difference, in the long run, will give men the advantage in managerial consideration over 

their female counterparts who missed time for maternity.  

The second issue with the career as it is defined in its current context is “the second shift” 

phenomenon. For the first half of the 20th century there was overwhelming societal pressure for 

women to stay at home and attend to housework while men pursued careers. While in the last 

fifty years there has been a significant shift away from this trend, the implicit societal 

expectation that women do the housework still persists. The resulting phenomenon is that many 

women who want to maintain a career feel they have a job at their workplace and an additional 

job at home to keep their household running smoothly. (Hochschild, 2016) These institutional 

and societal problems need to be addressed within the framework of a career so that men and 

women can have equal opportunity. 

Almost any individual that enters the workforce interacts with the term “career”. When 

motivating oneself to climb the hierarchy of a firm the structure of a career can be instrumental 

to success. This structure, however, comes with drawbacks. Institutional racism, sexism, and 

conformity have permeated the framework of a career in business. Unfortunately, creating 

change at an institutional level is difficult and often takes years or even decades. The first step in 

creating long lasting change is to stop denying there is an issue, and begin to form a dialogue for 

all members of the business world that can better combat these problems. Change must happen 

first on an individual level and then in the form of a collective movement. Although careers are 



an effective mode of surveillance and self-discipline, it should not be at the expense of human 

rights and mutual respect for all genders, races, and sexual orientations.   

 

 

§6: Report conclusion 

This paper shows that the “career” is a useful and necessary tool within the modern 

workplace. It improves both the organization as well as the individual employee’s themselves. 

The tangible goal, as well as motivational framework that a career facilitates allows workers to 

develop themselves both inside and outside the workplace. The existence of the idea of a career 

helps build and maintain self-discipline amongst all. Motivation and commitment are very 

significant factors in the success of both employees and employers. With commitment to goals 

which also align with the goals of organizations, employees go the extra mile to even perform 

tasks which are not of interest to them and with that comes confidence to work even harder and 

perform even better. When organizations encourage this type of dedication in employees towards 

their work and developing their careers, that is what leads to long-term success for both. 

 Although this paper has argued that the (life-encompassing) idea of a career should not 

be abolished, there are several facets that should be reformed. A career is necessary to develop a 

person’s ability to operate effectively within an organization, however it should not take over 

every aspect of a person’s life. A career should not have so much power over life. It pressures 

young people a lot to think about money or status more than about their passions and happiness. 

People tend to evolve professionally only, so by the time they retire, they are left into a really 

dark place because they lost all they had. It would be more healthy for individuals and eventually 

better for organizations too if people get to think of careers in a more life-encompassing way 

than the traditional idea of a career, which is basically just the sum of jobs and titles a person has 

collected over the years. Thinking of careers in a broader way will detoxify the persistent need to 

grow into better or higher functions all the time. Healthy and happy people are healthy and 

happy employees, which prevents burn-outs, underperforming or cheating on the job, so in this 

scenario everybody wins. The realization of self is important, however there are values outside of 

business oriented goals and skills that often become neglected in the pursuit of a career. Mere 

pursuit of career can hinder full-scale development of individual by filling entire life with 



mechanisms to the success of career. In this sense, organization and individuals should find ways 

to pursue both career and other values. For example, disciplinary power can be altered by other 

mechanism for better pursuit of careers, as long as other mechanism to boost more efficiency and 

be less intrusive is found. 

Additionally, this paper has shown that although a perfect version of personal pursuit of 

betterment of a “career” has a positive impact on the life of an employee, in reality there are 

multiple biases that can be detrimental to the self. The idea of a “career” is institutionally racist, 

sexist, and conformist. These biases regarding sexism, racism, and conformism are prevalent 

throughout the current structure of a “career”. When interviews are conducted with similar 

candidates, the only distinguishing factors being the names of the two individuals (either 

stereotypically African American, or stereotypically Caucasian), the African Americans are less 

likely to be given a second interview. It should be noted that the resources discussing racism in 

the workplace focused on the United States. This claim was generalized for the argument in this 

article, however a wider range of resources would be necessary for further investigation of this 

topic. The current model of the career also distinguishes the role of a “good wife” in a “career 

man’s” life as being necessary to moving towards managerial positions. Beyond these obvious 

sexist implications the paper continues to show that women are also disadvantaged by the “two 

shift” phenomenon, as well as the issue of maternity leave.  

A career greatly impacts an individual's development, as well as self-image; the career as 

currently structured imbues negative self-image and ignores extracurricular engagement through 

implicit bias and hierarchical pressure. In its current societal context a successful career and 

“successful” life are often paired closely. This being the case, the format of a career is currently 

designed to benefit white, conforming males, which ostracizes a large portion of the workforce 

that could be improving firms and organizations everywhere. Further research into the increase 

these changes could make for employee productivity and short/long-term growth of companies 

should be conducted to determine the economic benefit of enacting these changes. 

 

Overall, all authors agree that the structure of career has the potential to be extremely 

effective in motivating positive personal growth, as well as success in an individual's trade of 

choice, but the biases need to be examined, and purposefully changed. We will need to carefully 

adjust the idea and pressure of a career in a way that benefits all people and organizations in a 



more healthy way than how it is structured right now. Further research is necessary to 

consolidate the base that this claim stands on and could provide results to the questions that lack 

hard numbers. For example, what are the actual effects are of career-pressure on youngsters and 

how can we demolish the negative ones? Can we generalize biases regarding sexism, racism, and 

conformism worldwide, and what can be done to prevent this issue from continuing? Are there 

differences regarding field of work and the role that a career fulfils in a person’s life? Should we 

take into account personal differences regarding sensitivity to stress and burn-outs, or treat 

everyone equally in the context of equality? Conducting research could give insights in the actual 

numbers and differences and therefore enable well-grounded recommendations. However, this 

paper is based on well-known philosophical theories and strengthened by critical views from 

different angles, which makes it less vulnerable for objections. 
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