Chapter 2

Work Identity: Clarifying the Concept
F. Chris Bothma, Sandra Lloyd, and Svetlana Khapova

2.1

Introduction

The introductory chapter provided the context for the Work Identity Research
Project. Research objectives of the project were also stated. Central to these research
objectives is the concept identity. The focus of this chapter is therefore to introduce
the concept identity and to explain the process of identity formation which finally
results in an identity prototype.
The first section of the chapter introduces the reader to the identity phenomenon
with the focus on the role-players and the distinct process involved in identity
formation.
The second part of the chapter introduces literature on the two prominent
theoretical streams, namely, social identity theories (SIT) and role identity theories
(RIT), which aim to explain the identity formation, activation and outcome
process.
The third part of the chapter unpacks the work-identity prototype or standard that
consists of a structural, social as well as an individual-psychological dimension.
This prototype provided the basis for conceptualising and operationalising the
work-based identity (WI) construct.
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The Identity Phenomenon

Identity as a root construct in social science forms part of different terms that describe
and explain individual and group behaviour. As a key independent variable, identity is
widely used in social and behavioural research (Albert et al. 2000; Hogg et al. 1995).
Although identity has been receiving a lot of research interest that includes a vast array
of conceptualisations (especially since 1990), there is no consensus on the meaning of
the term identity (Abdelal et al. 2001). The term identity is used in different contexts:
Firstly, the term identity refers to the existence of something that displays one or
more attributes (characteristics). For example, organisational identity is a reference
to all the attributes an organisation may possess where attributes can include the
values, goals, actions or descriptions of the organisation or its members (Lane and
Scott 2007). Secondly, identity is used as a reference to the self, the answer to the
question “Who am I?” Thirdly, identity is used with reference to a social category
that contributes to social identity, the answer to the question “Who are we?”
(Ravishankar and Pan 2008: 222; Stryker and Burke 2000).
Understanding the identity phenomenon is not straightforward, as it involves many
different complex concepts, processes and role-players. Established theories suggest
that an identity develops through the interaction (complex cognitive identity formation
process) between an individual (with a distinctive self, self-concept and personal identity) and specific social foci or life spheres (e.g. the social and/or work-related environment). It also leads to a set of behavioural and cognitive outcomes. Figure 2.1 depicts
these preceding and evolving from the identity formation processes (Bothma 2011).

2.3

Different Life Spheres

The key role-players in the identity formation process are individuals, each with
their own unique characteristics and capabilities. The literature suggests that working individuals operate in three core contexts, namely, life spheres, life roles and

Fig. 2.1 The role-players and three distinct processes in the identity phenomenon, namely, identity formation, identity activation and resulting behaviour
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Fig. 2.2 The three-layered
onion model (Adapted from
Lloyd et al. 2011, Art #894,
page 2 of 15. © The Authors
2011, Licensee: AOSIS Open
Journals)

work contexts. Based on the impact assessment wheel of Duke and Greenblat
(1979), a three-layered onion model (see Fig. 2.2) was constructed which proposes
an outward-in dynamic.
It is evident from Fig. 2.2 that this model proposes that outer layers have an
impact on inner layers and eventually influence the construction of a WI depending
on the importance and salience of specific life spheres, roles or work facets. These
layers will be discussed in more detail in the following sections.

2.3.1

Life Spheres

According to Lloyd et al. (2011), life spheres refer to the prominent contexts in
which individuals function (be they cultural, political, religious, financial or economical spheres). It is from these life spheres (life interests) that individuals draw
significant discourses and discussions in their struggle to maintain a balance
between their personal and a number of their social identities. Social identities in
this context refer to categorisations of the self into more inclusive social units to
which they may belong (Tajfel and Turner 1985). Researchers conceptualise the self
as a multifaceted cognitive core structure within which social identities that are
hierarchically organised as distinct entities that are constructed, transformed and
maintained (Amiot et al. 2007; Brook et al. 2008; Van Knippenberg et al. 2004).
One part of the self is the self-concept, a description of how individuals define and
view the self (Pescitelli 1996; Stets and Burke 2003; Van Staden 2005). The
individualised self or personal identity is defined by Hewitt (1989: 179) as “…a
sense of continuity, integration, identification and differentiation constructed by the
person not in relation to a community and its culture but in relation to the self and its
projects”. According to Van Staden (2005: 74), the term personal identity “…defines
the characteristics that set one apart from another as a unique being”.
Work can be viewed by individuals as central to their being. Therefore, work
as a central life interest is defined by Kahn (1990: 692) as the extent to which it
is viewed by individuals as a main part of their life. Lloyd et al. (2011) cited various researchers to illustrate the importance of work to individuals. Amongst
those aspects of importance cited are work as a central life interest, work’s psychological meaningfulness, conditions for employees to engage in their work,
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psychological safety and the psychological availability of work. The most important
and salient life spheres reported by SA participants in the Lloyd et al. (2011)
study are the political, cultural and family spheres. As a legacy of apartheid, the
political life sphere is, for instance, characterised by oversensitivity about race
resulting in the workplace frequently being politicised along racial lines. This
politicisation also carries over to social memberships and categories in the
cultural sphere.

2.3.2

Life Roles

The second layer of the onion model is life roles. Super (1990) argues that individuals occupy various roles over the course of their life, including career, work, home
and family, community, study and leisure roles. Accepting a (work) role implies
taking on an identity that will assist the individual to integrate into a (work) community where one group can be distinguished from the next. The identification with
a role consequently results in the identification with the associated social group.
A work role may be a central role compared to the other life roles of an individual. Work-role centrality and work identity therefore become key constructs in
explaining job involvement and consequently also work performance.
The life roles that were identified as most important and salient according to the
Lloyd et al. (2011) study in SA are religion, breadwinner and political/change agent
roles. Religion is central to a person’s value and belief system and assists in preserving the “me-ness” in the workplace. Breadwinner or provider roles are also central
to supporting the salient family sphere. The political/change agent roles links with
the political life sphere in the outer layer – which explains political activist behaviours in the workplace.

2.3.3

Work Facets

The third layer of the onion model refers to specific work facets or social foci. These
facets describe specific aspects of the work context that individuals choose to identify with. Social foci (e.g. own career, work group, organisation, profession) are
used by individuals to derive parts of their identities through identity formation
processes (e.g. social-categorisation or identification) as explained by the different
theories. The two primary foci used in identity formation are social groups and the
work environment (called workplace). Individuals are born into different structured
societies which results in unique sets of social categories, e.g. cultures, race groups
and social groups. Social groups are formed by individuals who hold similar social
identifications, e.g. organisations or work groups (May et al. 2004; Stets and Burke
2000; Van Dick et al. 2004).
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The workplace is a location where employees in the employment of different
organisations are busy with work-related activities. Each work environment is
unique with its own characteristics. Individuals are employed in different roles by
organisations, making labour one of the organisation’s key resources (Ballout 2007;
Simpson 2008). Through the identity formation process, certain meanings, norms,
expectations, beliefs and core values are derived from specific social foci (e.g.
careers, professions, organisations, work groups and job characteristics), which are
cognitively and hierarchically stored in the self, in order of importance, ready to
serve as behaviour guides (Kirpal 2004b). In response to perceptions received about
a specific social situation, the most appropriate identity (behaviour guide) is selected
and activated to guide behaviour (Hitlin 2003; Hogg and Ridgeway 2003; Hogg and
Terry 2000; Olkkonen and Lipponen 2006; Stryker and Burke 2000; Stryker and
Serpe 1982; Tajfel 1981; Tajfel and Turner 1985).
WIs are central in this proposed onion model. The importance and salience of
spheres on one level impact on the importance and salience of roles on the next level
and eventually on the work-based identity facets that individuals choose to identify
with. This leads to uniquely constructed WIs for different individuals. The Lloyd
et al. (2011) study identified the following work facets, namely, job identification,
professional identification, workplace role and team roles as being salient in the SA
workplace. While the job and profession provides the link to professional and/or
occupational identification, the workplace and team roles provide the anchors for
attachment to the workplace. The behaviour guides determine cognitive or behaviour that is displayed in reaction to a specific social event and its content. Over the
years, the different research streams develop theories with the purpose of explaining
and predicting identity phenomena.

2.4

The Identity Formation Processes

There are three distinct processes in the identity phenomenon, namely, identity formation, which includes the formation of an identity prototype, identity activation
and resulting behaviour as reflected in Fig. 2.3. Social identity and role identity
theories are the two prominent theoretical streams, which aim to explain the identity
process.
As shown in Fig. 2.3, the different identity theories conceptualise different identity formation processes. Depending on the theory used, the identity formation process outcome is referred to as a prototype, a role identity or an identity standard
(Burke 1991; Burke and Stets 2009; Hogg 2001; Johnston and Swanson 2007; Stets
and Burke 2000, 2003; Stets and Harrod 2004; Stryker and Burke 2000). Prototypes
or identity standards are activated through categorisation in reaction to a particular
event to guide perceptions, self-conception and behaviour. In reaction to the social
event and its content, new prototypes are formed, and existing ones are modified
(Hogg 2001).
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Fig. 2.3 The identity theories, formation, activation and outcomes

2.4.1

Identity Theories

Kerlinger (1986: 9) defines a theory as “…a set of interrelated constructs (concepts), definitions and propositions that present a systematic view of phenomenon
by specifying relations among variables, with the purpose of explaining and predicting phenomena”. Identity was introduced and developed within the social sciences
by two research streams focusing on identity, namely, the psychoanalyst tradition
and the social psychology tradition (Kirpal 2004b). Different theories were developed and deployed by these disciplinary roots that aim to understand and explain
the structure of the self-associated with the identity phenomenon. The theories “…
use similar words and similar language – but often with quite different meanings for
example, identity, identity salience, commitment” (Hogg et al. 1995: 255).
Social identity (SIT) and role identity theories (RIT) are the two prominent theoretical streams, which aim to explain the identity formation. The first stream includes
social identity (SIT) (Hitlin 2003; Hogg and Ridgeway 2003; Hogg and Terry 2000;
Olkkonen and Lipponen 2006; Tajfel 1981; Tajfel and Turner 1985) and selfcategorisation theories (SCT), which is an extension of SIT (Turner 1987). The
second stream includes identity (IT) (Stryker and Burke 2000; Stryker and Serpe
1982) and identity control theories (ICT) (Burke 1991). Social identity and role
identity theories are two perspectives on the socially constructed self-concept – a
product of individual behaviour and social structure that developed parallel to
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each other in the different disciplinary roots of psychology and sociology or social
psychology. The two theoretical streams deal mainly with components of a structured social environment (Hogg et al. 1995; Stets and Burke 2000, 2003) and give
similar perspectives “…on the dynamic mediation of the socially constructed self
between individual behaviour and social structure” (Hogg et al. 1995: 255).

2.4.1.1

Social Identity Theories

The two categories of social identity theories (SIT) are the following:

Social Identity Theory (SIT)
The SIT, which focuses on the categories, collective self, groups and intergroup
processes, has evolved across the entire social and behavioural science disciplines
with an array of manifestations (Brewer 2001; Hogg and Ridgeway 2003; Hogg
et al. 1995; Korte 2007; Stets and Burke 2000; Stryker and Serpe 1982). The theory
assumes “…that social identity is derived primarily from group membership”
(Brown 2000: 746).
For SIT, the basis of identity is vested in the categories, collective self, group and
intergroup processes. The group is regarded by SIT as a collective of similar people
(Hogg and Ridgeway 2003; Hogg et al. 1995; Stets and Burke 2000). Having a
social identity refers to the individual being a member of a specific group where the
members of that group see things from the same perspective and holds similar
views. The individual will behave like others in the group. Possessing a social identity is an indication that an individual belongs to a specific social category or group
(Korte 2007; Stets and Burke 2000). Social identity also gives the individual a sense
of belonging somewhere (May et al. 2004).

Self-Categorisation Theory (SCT)
Closely related to the social identity theory is the self-categorisation theory. The
categorisation-based differentiation (stereotyping and discrimination) between individuals, as explained by the social identity theory, is expanded by the self-categorisation
theory to include the self. The self-categorisation theory aims to explain the phenomenon where a person based on perceived criteria tends to place himself or other people
cognitively in some grouping (Turner 1987). The self-categorisation theory “…specified precisely how social categorisation caused people to perceive, think, feel and
behave as group members” (Abrams and Hogg 2004: 102).
Individuals adopt the norms, beliefs and behaviours of the in-group through
depersonalisation and self-stereotyping processes, while they distance themselves
from the norms, beliefs and behaviours of out-groups. These perceived groups can
be perceived in a hierarchy form of abstraction where social groups are perceived to
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be from a lower or higher level. Individuals strive to become members of higher
social groups while behaving in a discriminating and even hostile manner towards
perceived lower groups.

2.4.1.2

Role Identity Theory (RIT)

The two categories under role identity theory are identity theory and identity
control theory:

Identity Theory
The IT has developed into two closely related research directions (Stets 2005). The
first focuses on how social structures influence identity and how identity, in turn,
influences social behaviours (Stryker 1980; Stryker and Burke 2000; Stryker and
Serpe 1982). The second direction focuses on the internal dynamics of the self that
impact on social behaviour (Burke 1991; Stets 2005; Stets and Burke 2003; Stets
and Harrod 2004; Stets and Tsushima 2001).
The basis of identity in IT is vested in individual role-related behaviours (roles).
Possessing a particular role identity means, firstly, acting out role expectations;
secondly, controlling the resources the role is responsible for; and, thirdly, managing the relationship and interaction between role partners (Hogg and Ridgeway
2003; Hogg et al. 1995; Stets and Burke 2003). From an IT point of view, the group
is defined “…as a set of interrelated individuals, each of whom performs unique but
interrelated activities, sees things from their own perspective and negotiates the
terms of interaction” (Stets and Burke 2000: 228).
The difference between the two theories is that SIT focuses “…more on the
meanings associated with being a member of a social category”, while RIT “…
focuses more on the meanings associated with performing a role” (Burke and Stets
2009: 4). These two theories provide the link, through identities, between social
group structures, processes and the psychology of the individual, referred to as the
self (Brewer 2001; Hitlin 2003). People are tied organically through social identities
(SIT) to their groups and mechanically within their groups through their role identities (RIT). An identity study must include both the mechanical (role) and organic
(group) identity forms (Stets and Burke 2000).

Identity Control Theory (ICT)
The outcome of the identity formation process is an identity (Stryker and Burke
2000). The ICT stems from the second research direction of RIT that focuses on the
internal dynamics of the self and its impact on social behaviour (Stets 2005). Burke’s
(1991) version of IT, referred to as the ICT, conceptualises the identity process as a
control system. The identity process is continuously self-adjusting. According to
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the ICT, a feedback loop is established when an identity is activated in a situation
(Burke 1991; Stets and Harrod 2004).
The identity processes as a control system continuously adjust behaviour to
keep the appraisals reflected from the social situation congruent with the identity prototype. Any process or event that impedes an individual’s ability to perceive reflected appraisals or to display behaviour aimed at influencing reflected
appraisals to match their identity prototype causes an identity process interruption (Burke 1991). The disruption of the adjustment process results in stress
(Burke 1991) or even an identity crisis (Scholes 2008). If job resources exceed
job demands, it may turn into job stressors that over time may lead to burnout
(Demerouti et al. 2001, 2009). Kirpal (2004b) found evidence that conflicting
work demands created a major crisis in the occupational identity of nurses. It
resulted in lack of motivation and burnout that impacted on their work performances, personal life and turnover.

2.4.2

Identity Formation

According to Kroger (1997), men and women use similar psychological structures and
development processes in identity formation. However, contextual or situational factors
(variables) in the social structure affect the identity formation process which results in
differences between the genders (Kroger 1997; Solomontos-Kountouri and Hurry
2008). In the SIT, the identity formation processes are referred to as social categorisation
or social comparison and the outcome is referred to as a social identity.
The two most important social identity formation processes are social categorisation (also referred to as social comparison) and self-categorisation, best described
by the SCT (Brewer 2001; Hogg 2001; Stryker and Burke 2000).

2.4.2.1

SIT Identity Formation Processes

The different steps of the SIT identity formation process are explained below:

SIT Identity Formation
In the social environment, people tend to classify others and themselves into
different social categories. These include gender and age groupings, group memberships (e.g. members of an organisation, religious affiliation), social roles and
abstract classes (e.g. ethnicity and social status). Social categorisation plays an
important role in the identity phenomenon. Firstly, it segments and orders the social
environment providing a methodical means for defining others, and secondly, it
helps individuals to find their place and define themselves in the social environment
(Ashforth and Mael 1989; Burke and Stets 2009).
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The categorisation-based differentiation (stereotyping and discrimination) between
individuals as explained by the social identity theory was expanded by the selfcategorisation theory to include the self. The SCT as an extension of SIT describes the
self-categorisation process best (Olkkonen and Lipponen 2006; Stets and Burke 2000).
The theory “…specified precisely how social categorization caused people to perceive,
think, feel and behave as group members” (Abrams and Hogg 2004: 102). Burke and
Stets (2009: 9) define self-categorisation as “…cognitive groupings of oneself and an
aggregate of stimuli as identical, in contrast to another group of stimuli”. People that
are perceived to differ from the self are classified as members of the out-group and
those similar to the self as members of the in-group (Burke and Stets 2009).

SIT Prototypes
Through the identity formation process, certain meanings, norms, expectations,
beliefs and core values are derived from specific social foci. These are cognitively
stored in the self as prototypes, hierarchically in order of importance ready to serve
as behaviour guides. Hogg et al. (1995) define a prototype as “…a subjective representation of the defining attributes (e.g., beliefs, attitudes, behaviours) of a social
category, which is actively constructed from relevant social information in the
immediate or more enduring interactive context” (p. 262).
In SIT, the prototype is conceptualised as a cognitive abstraction of the central
characteristics of the category membership that individuals use as the category standard to compare themselves with (Burke and Stets 2009). According to Hogg
(2001), “…the process of social categorisation perceptually segments the social
world into in-groups and out-groups that are cognitively represented as prototypes.
These prototypes are context specific, multidimensional fuzzy sets of attributes that
define and prescribe attitudes, feelings, and behaviours that characterise one group
and distinguish it from other groups” (p. 187).

Identity Defined in Terms of SIT
Tajfel (1981: 251) defines social identity as “…that part of the individual’s self-concept
which derives from his knowledge of his membership of a social group (or groups)
together with the value and emotional significance attached to that membership”.

SIT Activation
Through the identity formation process, certain meanings, norms, expectations,
beliefs and core values are derived from the specific social foci (e.g. careers, professions, organisations, work groups and job characteristics), which are cognitively
and hierarchically stored in the self, in order of importance, ready to serve as behaviour guides (Kirpal 2004b).
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Prototypes or identity standards are activated through categorisation in reaction to a
particular event to guide perceptions, self-conception and behaviour. In reaction to the
social event and its content, new prototypes are formed, and existing ones are modified
(Hogg 2001). There is a consequential difference between SIT and IT with regard to
the activation of an identity. SIT uses the concept salience to describe the activation of
an identity in a situation. IT separates the concepts salience and activation and defines
salience as the probability that an identity may be activated in a situation (Burke and
Stets 2009). The identities are organised into a salience hierarchy, determined by the
probability that an identity will be invoked in a specific situation. The higher the
salience of an identity, the more time and effort will be invested (Cassidy and Trew
2001). Identities linked to positive outcomes tend to be located higher in the salience
hierarchy (Stets 2005). Identity activation outcomes are depicted in Fig. 2.3.

SIT Resulting Behaviours
According to Burke and Stets (2009), SIT focuses more on cognitive outcomes,
while IT focuses more on behavioural outcomes. When activating an identity, there
are certain cognitive outcomes that become active. For SIT, the core cognitive process is depersonalisation and the motivational process is self-esteem (Stets and
Burke 2000). For IT, the core cognitive process is self-verification and the motivational process is self-efficacy (Stets and Burke 2000).
In SIT, the outcome of the social and self-categorisation processes, in terms of a
group or social category, is a social identity. Once a social identity is activated, the
core cognitive process of depersonalisation and the motivational process of selfesteem become active (Stets and Burke 2000). Depersonalisation means the self is
not viewed as a unique individual but as a personification of the in-group prototype
(collective view). In this context, the term depersonalisation refers to the change in
the basis of perception with no negative connotation to its meaning. In-group
members have a collective interest; they think, feel and behave in the same way,
share group interests and concerns and share a collective social identity (Abrams
and Hogg 2004; Ashforth and Humphrey 1993; Edwards 2005; Hogg 2001; Hogg
and Terry 2000; Stryker and Burke 2000; Van Knippenberg et al. 2004).
The consequence of self-categorisation (also referred to as social categorisation
of the self) is not only the depersonalisation of self-perceptions but also the transformation of self-conception into that of the in-group prototype (attitude, feelings
and behaviours) which results in a change in what individuals feel, think and do
(Hogg 2001; Van Knippenberg et al. 2004).
Group membership is an important source of self-esteem (Burke and Stets 2009).
Self-esteem is defined as the “…extent to which workers believe themselves to be
valued and competent as organisational members” (Bowling 2007: 3). Individuals
experience work as meaningful when it enhances their self-esteem (Scroggins
2008). Positive self-evaluation and receiving good appraisals from others about role
performance will enhance an individual self-esteem, making the individual feel
good (Burke and Stets 2009).
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RIT Identity Formation Processes

In RIT, the IT and ICT refer to the identity formation process as self-categorisation
or identification and the outcome is referred to as a role identity (Hogg and Terry
2000). The following steps are followed in identity formation according to role
identity theory (RIT):

RIT Identity Formation
In terms of the social structure, individuals are involved in a process of “…recognising one another as occupants of positions (roles)” (Stets and Burke 2000: 225) that
they act out. In identity theory, the identity formation process, called selfcategorisation (also referred to as identification), is conceptualised “…as the categorisation of the self as an occupant of a role and the incorporation, into the self, of
the meanings and expectations associated with that role and its performance” (Stets
and Burke 2000: 227). This implies that a role identity is the outcome of selfcategorisation (Burke and Stets 2009).
Researchers use the term identification to describe both a cognitive state and a
process (Rousseau 1998; Steers and Porter 1991). As a cognitive state, identification
means that part of a person’s social identity is derived from a social group or categorisation identity (Kreiner et al. 2006). As a process, identification means the
acceptance of “…influence in order to engage in a satisfying role-relationship with
another person or group” (Steers and Porter 1991: 214).

RIT Prototype
The building blocks of the structured society are roles and the requirements attached
to them. Role identities are conceptualised as socially constructed definitions of
self-in-role (referring to the role occupant) that consist of core and peripheral features. The core features are the important and necessary characteristics of the specific identity, for example, self-reliance and objectivity. Peripheral features refer to
intelligence and charisma (Ashforth et al. 2000). According to Stets and Burke
(2000), “…having a particular role identity means acting to fulfil the expectations
of the role, coordinating and negotiating interaction with the role partners and
manipulating the environment to control the resources for which the role has a
responsibility” (p. 226).

Identity Control Theory Prototype
Burke (1991) later used the term identity standard. A role identity is tied to a cognitive social structure called the identity standard, which functions as a behaviour
guide. The identity standard contains (stores) the meanings, norms, expectations,
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beliefs and core values associated with a specific social role (identity) (Burke and
Stets 2009; Johnston and Swanson 2007; Stets and Burke 2000; 2003; Stets and
Harrod 2004; Stryker and Burke 2000). According to Stets and Tsushima (2001),
the identity standard defines “…what it means to be who one is in a situation”
(p. 283). Individuals have an identity standard for each role they occupy (Stets and
Burke 2003).

Identity Defined in Terms of RIT
Burke and Tully (1977: 883) define a role identity as “…the meanings a person
attributes to the self as an object in a social situation or social role”. This role defines
what it means to be who one is. Burke and Stets (2009) in their unified theory of
social identity theory and identity theory define an identity as:
A self-categorization in terms of a social category referring to a class, group, or role as
represented in the prototype or identity standard (p. 20).

A specific identity is shared between members of a specific social group who
display different levels of commitment towards that identity referred to as identity
commitment.

Identity Commitment
The concept identity commitment has quantitative and qualitative dimensions. The
quantitative dimension refers to the number of persons tied to each other through a
specific identity. The qualitative dimension refers to the strength of the tie. The
number of persons tied by a specific identity determines the identity’s importance,
level in the identity hierarchy and probability of possible selection and activation as
a behaviour guide (Stets and Burke 2003). Varying strengths of identity commitment (identification) with specific social foci exist between individuals and may
range from low to high (Abdelal et al. 2001; Coster et al. 2008; Ibarra 1999;
Rousseau 1998; Van Dick 2001). The strength can be conceptualised as a value on
a continuum. The strength of identity commitment (identification) with different
foci may result in a conflict of interests, for example, stronger career identification
than organisational identification (Van Dick 2001).
One school of thought, using a motivational baseline, conceptualised work
commitment as a bipolar continuum (cf. Roodt et al. 1994). The one side of this
continuum represents under-commitment (work alienation) with the middle representing balanced commitment and the opposite side representing overcommitment
(workaholism) (Janse Van Rensburg 2004; Kanungo 1979; Kilduff et al. 1997;
Roodt 1991, 1997; Roodt et al. 1994). Schaufeli et al. (2006) classify workaholism
into positive (good) workaholism (closely related to work engagement) and negative (bad) workaholism. Schaufeli et al. (2008) define workaholism as “…the
tendency to work excessively hard in a compulsive way” (p. 204). Such a bipolar
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continuum could also be described as “…a cognitive predisposition of alienation
from a work focus at the one end and extreme identification with a work focus at the
other end” based on a particular work-related focus’s potential to satisfy salient
needs (Janse Van Rensburg 2004: 52).
Any form of withdrawal behaviour such as job burnout, absenteeism or turnover
will tend to manifest towards the under-identification side on the continuum (Janse
Van Rensburg 2004; Roodt 2004; Senter and Martin 2007).

Identity Activation According to RIT
There is a consequential difference between SIT and RIT with regard to the activation of an identity. SIT uses the concept salience to describe the activation of an
identity in a situation. RIT separates the concepts salience and activation and defines
salience as the probability that an identity may be activated in a situation (Burke and
Stets 2009). The identities are organised into a salience hierarchy, determined by the
probability that an identity will be invoked in a specific situation. The higher the
salience of an identity, the more time and effort will be invested (Cassidy and Trew
2001). Identities linked to positive outcomes tend to be located higher in the salience
hierarchy (Stets 2005).
In the work context, performing any job (acting out a role) generates a certain
level of identification with that job (Kirpal 2004a). The process that leads to the
perception of oneness with the job (role) is referred to as identification (Ashforth
and Mael 1989; Kirpal 2004a; Stets and Burke 2000). It is important to note that
identification “…describes only the cognition of oneness, not the behaviours and
the effect of that may serve as antecedents or consequences of the cognition”
(Ashforth and Mael 1989: 35).

RIT Resulting Behaviours
According to the RIT, the outcome of the identity formation process of selfcategorisation (also referred to as identification) in terms of role is a role identity
(Hogg et al. 1995; Stets and Burke 2000). A change in identity is an indication that
the meanings within the identity standard have changed (Stets and Burke 2003).
Once a role identity is activated, the core cognitive process of self-verification and
the motivational process of self-efficacy become active (Stets and Burke 2000).
According to Burke and Stets (2009: 5), “…role membership and performance in
identity theory have consequences for self-esteem and self-efficacy”.
Through a central cognitive process called self-verification (similar to depersonalisation in SIT), individuals strive to keep their role behaviours in line with the
identity standard content (Stets and Burke 2003). Self-verification is defined “…as
people’s tendency to seek evaluations and interaction partners that confirm their
self-views” (Ibarra 1999: 767). Rothmann (2003: 23) describes self-efficacy as “…a
general, stable cognition (trait) that individuals have and carry with them and that
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reflects the expectation that they possess the ability to perform tasks successfully in
a variety of achievement situations”. Self-efficacy refers to individual performance
that relates to specific job performance (Kirkman and Rosen 1999).

2.5

Importance of Identities

The successful construction, transformation and maintenance of an identity are
regarded as an achievement that enhances an individual the feeling of belonging
somewhere and having an identity (Agostino 2004; Ashforth and Mael 1989; Hogg
and Terry 2000; Kirpal 2004b). The higher the number of role identities a person
holds, the stronger the sense of meaning and existence and its effect on mental
health (Lang and Lee 2005). Work-related identities have a significant influence on
employee behaviour (Amiot et al. 2007), which in turn has an impact on subjective
work outcomes and objective organisational outcomes. This implies that a collective labour force work-based identity indirectly has a significant impact on organisational performance (Agostino 2004; Aryee and Luk 1996; Ashforth and Kreiner
1999; Wayne et al. 2006). People are tied organically through social identities to
their groups and within their groups mechanically through their role identities (Stets
and Burke 2000).
The above-mentioned body of research that is linked to the identity phenomenon
provides the theoretical base for exploring work-based identity as a potential construct in employee identity research.

2.6

Work-Based Identity

Against the background of the previous discussion, WI is therefore a multi-identity,
multifaceted and multilayered construct within the self that develops through the
above-mentioned identity formation process. The meanings, norms, expectations,
beliefs and core values associated with WI are stored cognitively as behaviour
guides, also referred to as prototypes. An identity prototype can be divided into
three different dimensions, namely, a structural, social and individual-psychological
dimension. The structural dimension is culturally embedded and includes concepts
of work, patterns of employment and training systems. The social dimension develops through interaction (identity formation process) between the individual and
work-related foci, e.g. careers, professions, organisations, work groups and job
characteristics. The resulting identities are, for example, career, occupational and
professional identities. The individual-psychological dimension includes aspects
such as the individual’s attitude towards work, perception of the work content, level
of career or professional development, occupational history, work centrality and
person-environment fit. These different dimensions will be discussed below as
dimensions of the WI prototype.
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Work-Based Identity Prototype Dimensions

Burke and Stets (2009) suggested that the identity standard (according to RIT) and
prototype (according to SIT) should be treated equivalently to cognitive representations. Burke and Stets (2009: 19) define the prototype (identity standard) as “…a
cognitive representation of a social category containing the meanings and norms
the person associates with the social category”. For the purpose of this study, the
term work-based identity (WI) prototype is used. The conceptualisation of the
prototype is reflected in Fig. 2.4.
Figure 2.4 shows that the work-based identity prototype can be divided into three
different dimensions, namely, a structural, social and individual-psychological
dimension (Kirpal 2004b), which will be discussed in the sections that follow.

2.6.1.1

Structural Dimension

The structural dimension is culturally embedded and includes concepts of work,
patterns of employment and training systems (Kirpal 2004b). The identity formation
process is influenced by situational or contextual factors (variables) inherent to the
specific social or historical setting (Kroger 1997). Individuals are born into different

Fig. 2.4 The work-based identity prototype

2 Work Identity: Clarifying the Concept

39

structured societies that are the product of unique sets of social categories, e.g. cultures,
race groups, social groups, organisations or work groups (Stryker and Burke 2000).
Changes in the structural dimensions created a crisis in the work identity of South
African employees. Since 1994, the opening of South African markets to global competition, along with the introduction of legislation to ensure equal employment, has
been bringing new challenges to the South African workplace. This imposed major
changes to the post-1994 work role that employees were accustomed to in South
Africa (Thomas 2002). The more diverse deployment of labour by organisations
brings its own unique set of problems to the workplace (Van Zyl and Lazenby 2002).
As the workplace becomes more diverse, problems experienced have included, differences in value perspectives as well as the way work is viewed (Béteille 2002), all
of which impact on the performance of organisations (Thomas 2002).
To define race from a social point of view can be problematic. For the purpose of
this study, the primary race groups of the South African population (Asian/Indian,
Black, Coloured and White) were used.

2.6.1.2

Social Dimension

The social dimension develops through interaction between the individual and
social groupings which results in the formation of collective social identities. Social
foci that are the primary antecedents of work-related identity formation are careers,
occupations, professions, organisations, work groups, job characteristics (task significance and variety of skills needed) and role identities (technical and general
business roles) (Buche 2003, 2006, 2008; Kirpal 2004a, b; Walsh and Gordon
2007). From these social foci, individuals derive, through a cognitive identity formation process, different identities that are incorporated into the self-concept. For
example, referring to an individual’s professional identity denotes that part of his
identity that is derived, through a process of identification, from the profession the
individual is a member of (Kreiner et al. 2006).
The work-related identities selected for the purpose of this study are career,
occupational and professional identity as well as organisational identification. These
identities refer to the different ways in which individuals define themselves within
the context of work (Fugate et al. 2004). The work-related identities selected are
discussed next, starting with career identity:

Career Identity
Career identity represents how individuals define themselves in career contexts.
Acting as a “cognitive compass” career identity assists the individual in realising,
creating and using opportunities (Fugate et al. 2004: 17). A career identity is longitudinal, as it makes sense of one’s past and present, and gives future direction. It is
not the sum of past work experiences but the incorporation of those experiences
into meaningful and useful structures (Fugate et al. 2004). The term career is
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interchangeable with the term vocational identity which refers to the self-perceptions
an individual have over the course of their careers about their long-term skills, abilities and job needs (Thomas and Feldman 2007). Career identity is one of the dimensions of the concept employability (McArdle et al. 2007).
Vocational identity is defined as “…the possession of a clear and stable picture
of one’s goals, interests and talents” (Holland et al. 1980: 1191). For this study, the
definition of McArdle et al. (2007) is used which defines career identity as:
The ability to gain and maintain employment, both within and across organisations (p. 248).

Occupational Identity
Organisations tend to be structured around specific occupations, e.g. lawyer firms,
human resources, procurement, construction, information technology and telecommunications businesses. Job titles, which are descriptive of an occupation, e.g. human
resource specialist, technician, nurses, engineer, etc., serve as identity badges. Each
occupation develops its own distinct culture, different from those of other social
groups (Ashforth and Kreiner 1999; Brewer and Pierce 2005; Solomontos-Kountouri
and Hurry 2008; Walsh and Gordon 2007). Occupational identity is derived from
work experience where the knowledge, skills and abilities are not easily learned.
With time, work shapes the individual, and in turn, the individual influences work
structures and processes (Ashforth and Kreiner 1999; Kirpal 2004a, b). Occupational
identity is relatively stable over a period of time (Brown 2004), and an employee’s
occupational role impacts on their attitudes, values and behaviours (Martin et al.
2006). Solomontos-Kountouri and Hurry (2008) reported that there are significant
differences between the genders perceptions of occupational identity amongst young
Greek Cypriots. “In occupational identity, males were more likely to belong to diffusion status and females were more likely to belong to achievement status” (p. 255).
The loss of an occupational identity is a source of depression and anxiety that can
have a devastating effect on the individual (Brown 2004; Peteet 2000).
Occupational identity, as one of an individual’s many social identities, is defined
by Ashforth and Kreiner (1999) as “…the set of central, distinctive and enduring
characteristics that typify the line of work” (p. 417). For this study, the definition of
Kirpal (2004b) was used which defines occupational identity as:
A multi-dimensional phenomenon, with structural, social and individual-psychological
components (p. 274).

Professional Identity
Professional identity is one of an individual’s many social identities (Ibarra 1999). The
term professional identity describes both the “…collective identity of a profession and
an individual’s own sense of the professional role” (Feen-Calligan 2005: 122). The
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development of a professional identity takes a long time during which the individual
learns to become an expert in the field of the specific profession. This involves the
acquisition of technical skills and the learning of behaviour associated with the profession through formal and informal learning processes. The identity is relatively stable
over time (Beckett and Gough 2004; Coster et al. 2008; Crawford et al. 2008; Dobrow
and Higgins 2005; Empson 2004; Feen-Calligan 2005; Hotho 2008; Marhuenda et al.
2004; Miller 1998; Pratt et al. 2006; Quinones and Mason 1994).
Quinones and Mason (1994: 136) define professional identity “…as the acknowledgment and concern for improving the knowledge, skills and values of the profession”. For this study, the definition of Ibarra (1999) was used which defines
professional identity as:
The relatively stable and enduring constellation of attributes, beliefs, values, motives and
experiences in terms of which people define themselves in a professional role
(pp. 764–765).

Organisational Identification
Organisations are defined as “…internally structured groups that are located in complex networks of inter-group relations characterized by power, status and prestige
differentials” (Hogg and Terry 2000: 121) each with unique attributes (values, goals
and actions) referred to as the organisation’s identity (Pratt and Foreman 2000).
Organisational identity is often confused with related concepts such as organisational identification, organisational membership and organisational commitment.
Organisational identity refers to the attributes of an organisation which can include
values, goals and actions, as well as descriptions of the organisation or organisational
members (Lane and Scott 2007). Organisational identity is a fluid concept that
changes with the organisational life cycle or change in response to external influences
(Miller 1998). Organisational identification on the other hand is a cognitive identity
formation process – the link between the individual and the organisation they identify
with (Dutton et al. 1994). This implies that the person’s self-concept contains some
of the organisation’s identity (attributes), derived through a process referred to as
identification. A person’s organisational identification will be more salient than
alternative identities if identification with the organisation’s organisational
membership identity is strong (Dutton et al. 1994).
Organisational membership indicates belonging to a specific organisation. An
individual may be a member of the organisation, but not all individuals identify with
their organisation. Organisational membership is also not a prerequisite for identifying with the focal organisation, e.g. an art museum (Bhattacharya and Elsbach
2002). A person’s organisation may constitute an important source of an individual’s identity (Hogg and Terry 2001; Olkkonen and Lipponen 2006). Organisational
commitment “…is regarded as a psychological state of attachment or the binding
force between the individual and the organisation” which is a reference to the
strength of the attachment (Macey and Schneider 2008: 8). In Japanese culture,
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work-identities revolve around organisational identity rather than work-role (job)
identity (Ishikawa 2007). Dutton et al. (1994) define organisational identification as
“…the degree to which a member defines him- or herself by the same attributes that
he or she believes define the organization” (p. 239). This definition is based on selfperception and not the perception the individual has of the organisation. For this
study, the definition of Mael and Ashforth (1992) was used to define organisational
identification as:
Perceived oneness with an organisation and the experience of the organisation’s success or
failure as one’s own (p. 103).

2.6.1.3

Individual-Psychological Dimension

The individual-psychological dimension includes aspects like the individual’s
attitude towards work, perception of the work content, level of career or
professional development, occupational history, person-organisation fit and
work centrality (Kirpal 2004a, b). The individual-psychological dimension
includes aspects selected for this study such as work centrality, job involvement
and person-organisation fit. In the next section, the work-related facet, work
centrality is discussed.

Work Centrality
Paullay et al. (1994) support Kanungo’s (1982) finding that there is considerable
confusion between the concepts job involvement and work centrality. To address the
problem and provide guidance the following conceptual and operational distinctions are suggested. Kanungo (1982) argues that the term work involvement should
be used when referring to the value of work (e.g. as a central life interest). The term
job involvement should be used when referring to the need-satisfying potential of a
specific job (Rotenberry and Moberg 2007). Paullay et al. (1994) found evidence
that job involvement and work involvement (what they call work centrality) are two
distinct constructs.
According to Snir and Harpaz (2005) work centrality has two major theoretical
concepts, namely absolute work centrality that “…involves a belief or value orientation towards work as a life role and relative work centrality that involves a decision
orientation about preferred life spheres for behaviour” (p. 2).
Ishikawa (2007) defines work centrality as “…the extent to which people regard
work as important in their life” (p. 317). For the purpose of this study the definition
of Paullay et al. (1994) was used which defines work centrality as:
The beliefs that individuals have regarding the degree of importance that work play in their
lives (p. 225).
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Job Involvement
Paullay et al. (1994) found evidence that work centrality and job involvement are two
distinct constructs. They conceptualised the notion that job involvement has two subdimensions namely job involvement role and job involvement setting. Job involvement role is defined as “…the degree to which one is engaged in the specific tasks that
make up one’s job”. Job involvement setting is defined as “…the degree to which one
finds carrying out tasks of one’s job in the present job environment to be engaging”
(Paullay et al. 1994: 225). Brown (1996: 251) describes a job-involved person in terms
of the following three salient personality traits: “He or she strongly endorses the work
ethic and is high in both internal motivation and self-esteem. However, the jobinvolved person is not identifiable in terms of demographic characteristics. Job
involvement does not depend on age, gender, education, length of service, or salary”.
Paullay et al. (1994) found evidence that job involvement is a construct distinct
from work involvement which has a concept with a wider meaning. This finding is
supported by Hallberg and Schaufeli (2006) who presented evidence that job
involvement and work engagement are two empirically distinct constructs. The term
job involvement should be used when referring to a specific job a person does, as
suggested by Kanungo (1982) and supported by Paullay et al. (1994). Job involvement in this sense refers to an aspect associated with the identification process, a
“cognitive or believe state” (Schaufeli et al. 2002: 74). Schaufeli et al. (2002) use
the term dedication, which in a qualitative sense refers to a very strong involvement
that includes an affective dimension.
Lodahl and Kejner (1965: 74) define job involvement as “…the extent to which
a person psychologically identifies with his/her work and the importance of work
for his/her total self-concept.” This approach focuses on how a job can influence the
self-esteem of a person (Hallberg and Schaufeli 2006). For the purpose of the study,
the definition of Paullay et al. (1994) was used who define job involvement as:
The degree to which one is cognitively preoccupied with, engaged in, and concerned with
one’s present job (p. 225).

Person-Organisation Fit
The term person-environment fit refers to the match between a person and the social
environment. In the work context, a distinction is made between person-team fit and
person-environment fit (Ballout 2007; Van Vianen et al. 2007). Person-organisation fit
“…pertains to how an individual matches an organisation’s values, goals and mission”
(Lauver and Kristof-Brown 2001: 455). It is an indication of the compatibility between
the individual and the organisation (Kristof-Brown et al. 2005). Organisations try to
attract individuals that match the company values, and individuals, in turn, search for
career opportunities with companies with values similar to their own (Ballout 2007).
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High levels of person-organisation fit minimise high turnover intention and actual
labour turnover (Kristof-Brown et al. 2005). Values are conceptualised as latent constructs of a general nature that serve as a standard to guide and evaluate socially
acceptable behaviour (Barnea and Schwartz 1998; Elizur 1996; Klenke 2005). Values
are defined as “…a generalized, enduring organisation of beliefs about the personal
and social desirability of modes of conduct or end-states of existence” (Klenke 2005:
51). A high level of shared values is an indication of a good fit, while a low level of
shared values is an indication of a discrepancy between what management and
employees see as important (Alvesson and Willmott 2002; Watrous et al. 2006).
Person-organisation fit is defined by Kristof-Brown et al. (2005) as the “…compatibility
between an individual and a work environment that occurs when their characteristics
are well matched” (p. 281). For the purpose of the study, the definition of Kristof
(1996) was used who defines person-organisation fit as:
The compatibility between people and organisations that occurs when at least one entity provides what the other needs, they share similar fundamental characteristics, or both (pp. 4–5).

The next section explains the different life spheres and roles individuals are
engaged in and how this may potentially influence their choice of work facets they
want to identify with.

2.7

Work-Based Identity Defined

The term work-based identity (WI) was created for this research project to describe
a set of work-related identities, as no suitable term was found in the literature.
Different identity definitions that define parts of WI are presented below. Work
identity is defined by Buche (2003: 11, 2008: 134) as “…a socially constructed
representation of an individual’s self-perception of his/her own interactions within
the employment environment”. Agostino (2004: 26) defines workplace identity as
“…the sense of individual identity that an employee derives from being part of a
particular workplace”. Wrzesniewski and Dutton (2001: 180) conceptualised work
identity as “…partly cognitive that describes the attributes and the more holistic
conception that people have of themselves at work. At the same time, individuals
make claims about what work is and what it is not, making work identity a set of
actions as well as a set of cognitions”.
Witt et al. (2002: 488) define work identity as “…the work-relevant target
with which the individual primarily identifies”. Other researchers conceptualised
work identity as a multilayered and multidimensional phenomenon that describes
one’s self-concept and understanding of it in terms of the work role (Baugher
2003; Kirpal 2004a). Walsh and Gordon (2007) define individual work identity as
“…a work-based self-concept constituted of a combination of organisational,
occupational and other identities that shape the roles individuals adopt and the
corresponding ways they behave when performing their work in the context of their
jobs and/or careers” (p. 2). Against the backdrop of the previous discussion on the
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work identity dimensions, the definition of Lloyd et al. (2011) was used for the
purpose of this research project. They define WI as:
A multi-identity, multi-faceted and multi-layered construction of the self (in which the selfconcept fulfills a core, integrative function), that shapes the roles that individuals are
involved in, in their employment context (p. 65).

For the purpose of this project, the term identification will be used for the identity formation process and the term prototype will present behaviour guides. These
meanings, norms, expectations, beliefs and core values associated with a specific
identity are “stored” in identity prototypes (according to SIT) or identity standards
(according to IT).

2.8

Guidance on the Following Chapters

From 1988 to 1999 alone, more than 12,000 articles were published on identity in general.
Based on the extent of the topic, it was not possible to review all research manuscripts
on the identity concept for this study. Emanating from the discussion in this chapter are
a few important points to consider when reading other chapters in this book:
1. For the purpose of this project, the term identification will be used to describe the
identity formation process
2. The term prototype will present behaviour guides on the identity formation process. These meanings, norms, expectations, beliefs and core values associated
with a specific identity are “stored” in prototypes (according to SIT) or identity
standards (according to RIT).
3. The conceptualisation of WI according to the said prototypes includes structural,
social and individual-psychological dimensions which in turn incorporate the
different work-related identification foci.
4. This said conceptualisation was used to operationalise the WI construct which
provides (according to our view) as sound theoretical base for the WI construct.
This strongly embeds WI in social identity and role identity theories.
5. The said conceptualisation does however not include the dynamic component
of identity work which forms an important component for understanding WI
formation. This identity work process will be described in more detail in the next
chapter.

References
Abdelal, R., Herrera, Y. M., Johnston, A. I., & Martin, T. (2001). Treating identity as a variable:
Measuring the content, intensity, and contestation of identity. Retrieved from http://www.
people.fas/harvard.edu/~johnston/identity.pdf
Abrams, D., & Hogg, M. A. (2004). Meta-theory: Lessons from social identity research. Personality
and Social Psychology Review, 8(2), 98–106. doi:10.1207/s15327957pspr0802_2.

46

F.C. Bothma et al.

Agostino, J. (2004). Workplace identity. Unpublished thesis Doctor of Business Administration,
Swinburne University of Technology, Hawthorn, Victoria, Australia.
Albert, S., Ashforth, B. E., & Dutton, J. E. (2000). Organisational identity and identification:
Charting new waters and building new bridges. The Academy of Management Review, 25(1),
13–17. doi:10.5465/AMR.2000.2791 600.
Alvesson, M., & Willmott, H. (2002). Identity regulation as organisational control: Producing
the appropriate individual. Journal of Management Studies, 39(5), 22–2380. doi:10.1111/
1467-6486.00305.
Amiot, C. E., de la Sablonnière, R., Terry, D. J., & Smith, J. R. (2007). Integration of social identities in the self: Toward a cognitive-developmental model. Personality and Social Psychology
Review, 11, 364–388. doi:10.1177/10888 683073 04091.
Aryee, S., & Luk, V. (1996). Work and non-work influences on the career satisfaction of dualearner couples. Journal of Vocational Behavior, 49, 38–52. doi:10.1006/jvbe.1996.0032.
Ashforth, B. E., & Humphrey, R. H. (1993). Emotional labor in service roles: The influence of
identity. The Academy of Management Review, 18(1), 88–115.
Ashforth, B. E., & Kreiner, G. E. (1999). “How can you do it?” Dirty work and the challenge of
constructing a positive identity. The Academy of Management Review, 24(3), 413–434.
Ashforth, B. E., & Mael, F. (1989). Social identity theory and the organisation. The Academy of
Management Review, 14(1), 20–39.
Ashforth, B. E., Kreiner, G. E., & Fugate, M. (2000). All in a day’s work: Boundaries and micro
role transitions. The Academy of Management Review, 25(3), 472–491.
Ballout, H. I. (2007). Career success: The effects of human capital, person-environment fit and
organisational support. Journal of Managerial Psychology, 22(8), 741–765.
Barnea, M. F., & Schwartz, S. H. (1998). Values and voting. Political Psychology, 19(1), 17–40.
doi:10.1111/0162-895X.00090.
Baugher, J. E. (2003). Caught in the middle? Worker identity under new participatory roles.
Sociological Forum, 18(3), 417–439. doi:10.1023/A:1025717619065.
Beckett, D., & Gough, J. (2004). Perceptions of professional identity: A story from paediatrics.
Studies in Continuing Education, 26(2), 195–208. doi:10.1080/158037042000225218.
Béteille, A. (2002). Work practices and norms: A comparative and historical perspective. Geneva:
International Institute for Labour Studies.
Bhattacharya, C. B., & Elsbach, K. D. (2002). The roles of organisational identification and disidentification in social marketing initiatives. Journal of Public Policy & Marketing, 21(1),
26–36. doi:10.1509/jppm.21.1.2 6.17608.
Bothma, F. C. (2011). The consequences of employees’ WI. Unpublished doctoral thesis, University
of Johannesburg, Johannesburg.
Bowling, N. A. (2007). Is the job satisfaction–job performance relationship spurious? A metaanalytic examination. Journal of Vocational Behavior, 71(2), 167–185. doi:10.1016/j.
jvb.2007.04.007.
Brewer, M. B. (2001). The many faces of social identity: Implications for political psychology.
Political Psychology, 22(1), 115–125. doi:10.1111/0162-895X.00229.
Brewer, M. B., & Pierce, K. P. (2005). Social identity complexity and out-group tolerance.
Personality and Social Psychology Bulletin, 31(3), 428–437. doi:10.1177/0146167204271710.
Brook, A. T., Garcia, J., & Fleming, M. (2008). The effects of multiple identities on
psychological well-being. Personality and Social Psychology Bulletin, 34(12), 1588–1600.
doi:10.1177/014616720832462.
Brown, S. P. (1996). A meta-analysis and review of organisational research on job involvement.
Psychological Bulletin, 120(2), 235–255. doi:10.1037/0033-2909.120.2.235.
Brown, R. (2000). Social identity theory: Past achievements, current problems and future
challenges. European Journal of Social Psychology, 30, 745–778. doi:10.1002/
1099-0992(200011/12)30:63.0.C O; 2-O.
Brown, A. (2004). Engineering identities. Career Development International, 9(3), 245–273.
doi:10.1108/13620430410535841.

2 Work Identity: Clarifying the Concept

47

Buche, M. W. (2003). IT professional work Identity: Construct and outcomes. Unpublished
Dissertation, University of Kansas, Lawrence, KS.
Buche, M. W. (2006). Gender and IT professional work identity. In E. Trauth (Ed.), Gender
and IT encyclopaedia (pp. 434–439). University Park: Information Science Publishing.
doi:10.4018/978-1-59140-815-4.ch068.
Buche, M. W. (2008). Influence of gender on IT professional work identity: Outcomes from a PLS
study. Retrieved from http://portal.acm.org/citation.cfm?id=1355272
Burke, P. J. (1991). Identity processes and social stress. American Sociological Review, 56(6),
836–849. doi:10.2307/2096259.
Burke, P. J., & Stets, J. E. (2009). Identity theory and social identity theory. Retrieved from http://
www.scribd.com/doc/19720726/identity-theory-and-social-identity-theory
Burke, P. J., & Tully, J. (1977). The measurement of role identity. Social Forces, 55(4), 880–897.
Cassidy, C., & Trew, K. (2001). Assessing identity change: A longitudinal study of the transition
from school to college. Group Processes and Intergroup Relations, 4(1), 49–60.
doi:10.1177/1368430201041004.
Coster, S., Norman, I., Murrells, T., Kitchen, S., Meerabeau, E., Sooboodoo, E., & d’Avary, L.
(2008). Inter professional attitudes amongst undergraduate students in the health professions:
A longitudinal questionnaire survey. International Journal of Nursing Studies, 45(11), 1667–1681.
doi:10.1016/j.ijnurstu. 2008.02.008.
Crawford, P., Brown, B., & Majomi, P. (2008). Professional identity in community mental health
nursing: A thematic analysis. International Journal of Nursing Studies, 45, 1055–1063.
doi:10.1016/j.ijnurstu.2007.05.005.
Demerouti, E., Bakker, A. B., Nachreiner, F., & Schaufeli, W. B. (2001). The job demandsresources
model.
Journal
of
Applied
Psychology,
86,
499–512.
doi:10.1037/0021-9010.86.3.499.
Demerouti, E., Le Blanc, P. L., Bakker, A. B., & Hox, J. (2009). Present but sick: A three-wave
study on job demands, presenteeism and burnout. Career Development International, 14(1),
50–68. doi:10.1108/136204309 10933574.
Dobrow, S. R., & Higgins, M. C. (2005). Developmental networks and professional identity: A
longitudinal
study.
Career
Development
International,
10(6),
567–583.
doi:10.1108/13620430510620629.
Duke, R. D., & Greenblat, C. S. (1979). Game-generating-games: A trilogy of games for community and classroom. Beverly Hills: Sage.
Dutton, J. E., Dukerich, J. M., & Harquail, C. V. (1994). Organisational images and member identification. Administrative Science Quarterly, 39(2), 239–263. http://dx.doi.org/10.2307/2393235.
Edwards, M. R. (2005). Organisational identification: A conceptual and operational review.
International
Journal
of
Management
Reviews,
7(4),
207–230.
doi:10.1111/j.1468-2370.2005.00114.x.
Elizur, D. (1996). Work values and commitment. International Journal of Manpower, 17(3),
25–30. doi:10.1108/01437729610119496.
Empson, L. (2004). Organisational identity change: Managerial regulation and member identification in an accounting firm acquisition. Accounting, Organisations and Society, 29, 759–781.
doi:10.1016/j.aos.2004.0 4.002.
Feen-Calligan, H. (2005). Constructing professional identity in art therapy through servicelearning and practica. Art Therapy: Journal of the American Art Therapy Association, 22(3),
122–131.
Fugate, M., Kinicki, A. J., & Ashforth, B. E. (2004). Employability: A psycho-social construct, its
dimensions and applications. Journal of Vocational Behavior, 65(1), 14–38. doi:10.1016/j.
jvb.2003.10.005.
Hallberg, U., & Schaufeli, W. B. (2006). “Same same” but different? Can work engagement be
discriminated from job involvement and organisational commitment? European Psychologist,
11, 119–127. doi:10.1027/10 16-9040.11.2.119.
Hewitt, J. P. (1989). Dilemmas of the American self. Philadelphia: Temple University Press.

48

F.C. Bothma et al.

Hitlin, S. (2003). Values as the core of personal identity: Drawing links between two theories of
self. Social Psychology Quarterly, 66(2), 118–137. doi:10.2307/1519843.
Hogg, M. A. (2001). A social identity theory of leadership. Personality and Social Psychology
Review, 5(3), 184–200. doi:10.1207/S15327957PSP R0503_1.
Hogg, M. A., & Ridgeway, C. L. (2003). Social identity: Sociological and social psychological
perspectives. Social Psychology Quarterly, 66(2), 97–100.
Hogg, M. A., & Terry, D. J. (2000). Social identity and self-categorization processes in organisational contexts. Academy of Management Review, 25(1), 121–140.
Hogg, M. A., Terry, D. J., & White, K. M. (1995). A tale of two theories: A critical comparison of
identity theory with social identity theory. Social Psychology Quarterly, 58(4), 255–269.
doi:10.2307/2787127.
Holland, J., Daiger, D., & Power, P. (1980). My vocational situation: Description of an experimental diagnostic form for the selection of vocational assistance. Palo Alto: Consulting Psychologist
Press.
Hotho, S. (2008). Professional identity – Product of structure, product of choice. Linking changing
professional identity and changing professions. Journal of Organisational Change Management,
21(6), 721–742. doi:10.1108/09534810810915745.
Ibarra, H. (1999). Provisional selves: Experimenting with image and identity in professional adaptation. Administrative Science Quarterly, 44(4), 764–791. doi:10.2307/2667055.
Ishikawa, A. (2007). Work Identity in the Japanese context: Stereotype and reality. In A. Brown,
S. Kirpal, & F. Rauner (Eds.), Identities at work (pp. 315–336). Tokyo: Springer.
doi:10.1007/978-1-4020-4989-7_12.
Janse Van Rensburg, K. (2004). A predictive model of employee commitment in an organisation
striving to become world-class. Unpublished dissertation, Rand Afrikaans University,
Johannesburg.
Johnston, D. D., & Swanson, D. H. (2007). Cognitive acrobatics in the construction of workermother identity. Sex Roles, 57, 447–459. doi:10.1007/s11199-007-9267-4.
Kahn, W. A. (1990). Psychological conditions of personal engagement and disengagement at work.
Academy of Management Journal, 33(4), 692–724.
Kanungo, R. N. (1979). The concepts of alienation and involvement revisited. Psychological
Bulletin, 86(1), 119–138. doi:10.1037/0033-2909.86.1.119.
Kanungo, R. N. (1982). Work alienation: An integrative approach. New York: Praeger.
Kerlinger, F. N. (1986). Foundations of behavioral research (3rd ed.). New York: Holt, Rinehart &
Winston.
Kilduff, M., Funk, J. L., & Mehra, A. (1997). Engineering identity in a Japanese factory.
Organisation Science, 8(6), 579–592. doi:10.1287/orsc.8.6.579.
Kirkman, B. L., & Rosen, B. (1999). Beyond self-management: Antecedents and consequences
of team empowerment. The Academy of Management Journal, 42(1), 58–74.
doi:10.2307/256874.
Kirpal, S. (2004a). Researching work identities in European context. Career Development
International, 9(3), 199–221. doi:10.1108/1362043 0410535823.
Kirpal, S. (2004b). Work identities of nurses. Between caring and efficiency demands. Career
Development International, 9(3), 274–304. doi:10.1108/13620430410535850.
Klenke, K. (2005). Corporate values as multi-level, multi-domain antecedents of leader behaviors.
International Journal of Manpower, 26(1), 50–66. doi:10.1108/01437720510587271.
Korte, R. F. (2007). A review of social identity theory with implications for training and
development. Journal of European Industrial Training, 31(3), 166–180. doi:10.1108/
03090590710739250.
Kreiner, G. E., Hollensbé, E. C., & Sheep, M. L. (2006). Where is the “me” among the “we”?
Identity work and the search for optimal balance. Academy of Management Journal, 49(5),
1031–1057. doi:10.5465/AMJ.2006.2 2798186.
Kristof, A. L. (1996). Person-organisation fit: An integrative review of its conceptualisations, measurement, and implications. Personnel Psychology, 49, 1–49. doi:10.1111/j.1744-6570.1996.
tb01790.x.

2 Work Identity: Clarifying the Concept

49

Kristof-Brown, A. L., Zimmerman, R. D., & Johnson, E. C. (2005). Consequences of individuals’
fit at work: A meta-analysis of person-job, person-organisation, person-group and
person-supervisor fit. Personnel Psychology, 58, 281–342.
Kroger, J. (1997). Gender and identity: The intersection of structure, content and context. Sex
Roles, 11/12, 747–770. doi:10.1023/A:1025627.206676.
Lane, V. R., & Scott, S. G. (2007). The neural network model of organisational identification.
Organisational Behavior and Human Decision Processes, 104, 175–192. doi:10.1016/j.
obhdp.2007.04.004.
Lang, J. C., & Lee, C. H. (2005). Identity accumulation, others’ acceptance, job-search selfefficacy and stress. Journal of Organisational Behavior, 26, 293–312. doi:10.1002/job.309.
Lauver, K. J., & Kristof-Brown, A. (2001). Distinguishing between employees’ perceptions of
person-job and person-organisation fit. Journal of Vocational Behavior, 59, 454–470.
doi:10.1006/jvbe.2001.1807.
Lloyd, S., Roodt, G., & Odendaal, A. (2011). Critical elements in defining work-based identity in
post-apartheid South Africa. SA Journal of Industrial Psychology, 37(1), Art. #894, 15 pages.
doi: 10.4102/sajip.v37i1.894.
Lodahl, T. M., & Kejner, M. (1965). The definition and measurement of job involvement. Journal
of Applied Psychology, 49, 24–33. doi:10.1037/h0021692.
Macey, W. H., & Schneider, B. (2008). The meaning of employee engagement. Industrial and
Organisational Psychology, 1, 3–30.
Mael, F., & Ashforth, B. E. (1992). Alumni and their alma mater: A partial test of the reformulated
model of organisation. Journal of Organisational Behavior, 13, 103–123. doi:10.1002/
job.4030130202.
Marhuenda, F., Martinez, I., & Navas, A. (2004). Conflicting vocational identities and careers in
the sector of tourism. Career development international, 9(3), 222–244.
doi:10.1108/13620430410535832.
Martin, A. J., Jones, E. S., & Callan, V. J. (2006). Status differences in employee adjustment during
organisational change. Journal of Managerial Psychology, 21(2), 145–162.
doi:10.1108/02683940610650758.
May, D. R., Gilson, R. L., & Harter, L. M. (2004). The psychological conditions of meaningfulness, safety and availability and the engagement of the human spirit at work. Journal of
Occupational and Organisational Psychology, 77(1), 11–37. doi:10.1348/096317904322915892.
McArdle, S., Waters, L., Briscoe, J. P., & Hall, D. T. (2007). Employability during unemployment:
Adaptability, career identity and human and social capital. Journal of Vocational Behavior, 71,
247–264. doi:10.1016/j.jvb.2007.06.003.
Miller, K. (1998). The evolution of professional identity: The case of osteopathic medicine. Social
Science and Medicine, 47(11), 1739–1748. doi:10.1016/S0277-9536(98)00247-0.
Olkkonen, M. E., & Lipponen, J. (2006). Relationships between organisational justice, identification with organisations and work-unit, and group-related outcomes. Organisational Behavior
and Human Decision Processes, 100, 202–215. doi:10.1016/j.obhdp.2005.08.007.
Paullay, I. M., Alliger, G. M., & Stone-Romero, E. F. (1994). Construct validation of two instruments designed to measure job involvement and work centrality. Journal of Applied Psychology,
79(2), 224–228. doi:10.1037/0021-9010.79.2.224.
Pescitelli, D. (1996). An analysis of Carl Rogers’ theory of personality. Retrieved from http://
pandc.ca/?cat=carl_rogers&page=rogerian_theory
Peteet, J. R. (2000). Cancer and the meaning of work. General Hospital Psychiatry, 22, 200–205.
doi:10.1016/S0163-8343(00)00076-1.
Pratt, M. G., & Foreman, P. O. (2000). Classifying managerial responses to multiple organisational
identities. The Academy of Management Review, 25(1), 18–42.
Pratt, M. G., Rockmann, K. W., & Kaufmann, J. B. (2006). Constructing professional identity: The
role of work and identity learning cycles in the customization of identity among medical residents. The Academy of Management Journal, 49(2), 235–262. doi:10.5465/AMJ.2006.20786060.
Quinones, A. C., & Mason, H. L. (1994). Assessment of pharmacy graduates’ educational outcomes. American Journal of Pharmaceutical Education, 58, 131–136.

50

F.C. Bothma et al.

Ravishankar, M. N., & Pan, S. L. (2008). The influence of organisational identification on organisational knowledge management (KM). The International Journal of Management Science,
Omega, 36, 221–234. doi:10.1016/j.omega.2006.06.006.
Roodt, G. (1991). Die graad van werkbetrokkenheid as voorspeller van persoonlike welsyn: ‘n
Studie by bestuurders. DAdmin-proefskrif. Bloemfontein: Universiteit van die
Oranje-Vrystaat.
Roodt, G. (1997). Theoretical and empirical linkages between work-related commitment foci. SA
Journal of Industrial Psychology, 23(2), 6–13.
Roodt, G. (2004). Concept redundancy and contamination in employee commitment research:
Current problems and future directions. SA Journal of Industrial Psychology, 30(1), 82–92.
Roodt, G., Bester, C. L., & Boshoff, A. B. (1994). Die graad van werkbetrokkenheid: ‘n bipolêre
kontinuum? (The degree of work involvement: a bipolar continuum?). Journal of Industrial
Psychology, 20(1), 21–30.
Rotenberry, P. F., & Moberg, P. J. (2007). Assessing the impact of job involvement on performance.
Management Research News, 30(3), 203–215. doi:10.1108/01409170710733278.
Rothmann, S. (2003). Burnout and engagement: A South African perspective. South African
Journal of Psychology, 29(4), 16–25.
Rousseau, D. (1998). Why workers still identify with organisations. Journal of Organisational
Behavior, 19(3), 217–233. doi:10.1002/(SICI)1099-1379(199805)19:33.0.CO;2-N.
Schaufeli, W. B., Salanova, M., Conźalez-Romá, V., & Bakker, A. B. (2002). The measurement of
engagement and burnout: A two sample confirmatory factor analytic approach. Journal of
Happiness Studies, 3, 71–92. doi:10.1023/A:1015630930326.
Schaufeli, W. B., Bakker, A. B., & Salanova, M. (2006). The measurement of work engagement
with a short questionnaire. A cross-national study. Educational and Psychological Measurement,
66(4), 701–716. doi:10.1177/0013164405282471.
Schaufeli, W. B., Taris, T. W., & Bakker, A. B. (2008). It takes two to tango. Workaholism is working excessively and working compulsively. In R. J. Burke & C. L. Cooper (Eds.), The long work
hours culture. Causes, consequences and choices (pp. 203–226). Bingley: Emerald.
Scholes, J. (2008). Coping with the professional identity crisis: Is building resilience the answer?
International Journal of Nursing Studies, 45, 1–4. doi:10.1016/j.ijnurstu.2007.12.002.
Scroggins, W. A. (2008). The relationship between employee fit perceptions, job performance and
retention: Implications of perceived fit. Employee Responsibilities and Rights Journal, 20,
57–71. doi:10.1007/s10672-007-9060-0.
Senter, J. L., & Martin, J. E. (2007). Factors affecting the turnover of different groups of part-time
workers. Journal of Vocational Behavior, 71, 45–68. doi:10.1016/jjvb.2007.03.004.
Simpson, M. R. (2008). Engagement at work: A review of the literature. International Journal of
Nursing Studies, 46(7), 1012–1024. doi:10.1016/j.jvb.2007.03.004.
Snir, R., & Harpaz, I. (2005). Test-retest reliability of the relative work centrality measure.
Psychological Reports, 97, 559–562. doi:10.1108/13620430610683034.
Solomontos-Kountouri, O., & Hurry, J. (2008). Political, religious and occupational identities in
context: Placing identity status paradigm in context. Journal of Adolescence, 31, 241–258.
doi:10.1016/j.Adolescence.2007.11.006.
Steers, R. M., & Porter, L. W. (1991). Motivation and work behavior (5th ed.). New York:
McGraw-Hill.
Stets, J. E. (2005). Examining emotions in identity theory. Social Psychology Quarterly, 68(1),
39–74. doi:10.1177/019027250506800104.
Stets, J. E., & Burke, P. J. (2000). Identity theory and social identity theory. Social Psychology
Quarterly, 63(3), 224–237. doi:10.2307/2695870.
Stets, J. E., & Burke, P. J. (2003). A sociological approach to self and identity. In M. Leary &
J. Tangney (Eds.), Handbook of self and identity (pp. 128–152). New York: Guilford Press.
Stets, J. E., & Harrod, M. M. (2004). Verification across multiple identities: The role of status.
Social Psychology Quarterly, 67(2), 155–171. doi:10.1177/019027250406700203.
Stets, J. E., & Tsushima, T. M. (2001). Negative emotion and coping responses within identity
control theory. Social Psychology Quarterly, 64(3), 283–295.
Stryker, S. (1980). Symbolic interactionism: A social structural version. Menlo Park: Benjamin
Cummings.

2 Work Identity: Clarifying the Concept

51

Stryker, S., & Burke, P. J. (2000). The past, present and future of an identity theory. Social
Psychology Quarterly, 63(4), 284–297. doi:10.2307/2695840.
Stryker, S., & Serpe, R. T. (1982). Commitment, identity salience, and role behavior. In W. Ickes
& E. S. Knowles (Eds.), Personality, roles, and social behavior (pp. 199–218). New York:
Springer.
Tajfel, H. (1981). Human groups and social categories: Studies in social psychology. Cambridge:
Cambridge University Press.
Tajfel, H., & Turner, J. C. (1985). The social identity theory of intergroup behavior. In S. Worchel
& W. G. Austin (Eds.), Psychology of intergroup relations (2nd ed., pp. 7–24). Chicago:
Nelson-Hall.
Thomas, A. (2002). Employment equity in South Africa: Lessons from the global school.
International Journal of Manpower, 23(3), 237–255. doi:10.1108/01437720210432211.
Thomas, W. H., & Feldman, D. C. (2007). The school-to-work transition: A role identity perspective. Journal of Vocational Behavior, 71(1), 114–134. doi:10.1016/j.jvb.2007.04.004.
Turner, J. C. (1987). Rediscovering the social group: A self-categorization theory. New York: Basil
Blackwell.
Van Dick, R. (2001). Identification in organisational contexts: Linking theory and research from
social and organisational psychology. International Journal of Management Reviews, 3(4),
265–283. doi:10.1111/1468-2370.00068.
Van Dick, R., Wagner, U., Stellmacher, J., & Christ, O. (2004). The utility of a broader conceptualisation of organisational identification: Which aspects really matter? Journal of Occupational
and Organisational Psychology, 77(2), 171–191. doi:10.1348/096317904774202135.
Van Knippenberg, D., Van Knippenberg, B., De Cremer, D., & Hogg, M. A. (2004). Leadership,
self, and identity: A review and research agenda. The Leadership Quarterly, 15, 825–856.
doi:10.1016/j.leaqua.2004.09.002.
Van Staden, A. (2005). A psycho-educational model to facilitate the self-development and mental
health of the pre-professional classical dancer as individual and performer. Unpublished dissertation, University of Johannesburg, Johannesburg.
Van Vianen, A. E. M., De Pater, I. E., & Van Dijk, F. (2007). Work value fit and turnover intention:
Same-source or different-source fit. Journal of Managerial Psychology, 22(2), 188–202.
doi:org/10.1108/02683940710726438.
Van Zyl, E., & Lazenby, K. (2002). The relation between ethnical behavior and work stress among
a group of managers working in affirmative action positions. Journal of Business Ethics, 40,
111–119. doi:10.1023/A:1020352417957.
Walsh, K., & Gordon, J. R. (2007). Creating an individual work identity. Human Resource
Management Review, 18(1), 46–61. doi:10.1016/j.hrmr.2007.09.001.
Watrous, K. M., Huffman, A. H., & Pritchard, R. D. (2006). When co-workers and managers quit:
The effects of turnover and shared values on performance. Journal of Business and Psychology,
21(1), 103–126. doi:10.1007/s10869-005-9021-2.
Wayne, J. H., Randel, A. E., & Stevens, J. (2006). The role of identity and work-family support in
work-family enrichment and its work-related consequences. Journal of Vocational Behavior,
69, 445–461. doi:10.1016/j.jvb.2 00607.002.
Witt, L. A., Patti, A. L., & Farmer, W. L. (2002). Organisational politics and work identity as predictors of organisational commitment. Journal of Applied Social Psychology, 32(3), 486–499.
doi:10.1111/j.1559-1816.2002.tb00226.x.
Wrzesniewski, A., & Dutton, J. E. (2001). Crafting a job: Revisioning employees as active crafters
of their work. The Academy of Management Review, 26(2), 179–201.

http://www.springer.com/978-94-017-9241-7

