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1. Main Question of the Research and Applied Methaalogy

Importance of the research on self-actualisatiomrijanisational context and the definition of its
promoting and impeding factors is given by thouginid feelings reflecting the followings: ,am | on
the right place?”, ,in which area should | develgpWhat should | do in order to feel better in my
work place?” etc. Changes due to the economicsgrasiswering these questions might give a new
support to the individual in daily life.

In the first part of the summary of theses | présereral theories that enable this researchuttstre
through own defined criteria these theories hengeagdirection to the research. Following that the

research frames are presented in order to validatapcoming results and conclusions.

1.1 Self-Determination and Self-Actualization

The thought of self-actualization and its impedfagtors can be traced back to phenomenology, in
particular to the humanistic school (Atkinson ¢tl#l99, Carver et al, 1998). This view has focuzed
“what obstacles in the individual's life should bge@ome to enable his or her permanent
development?Iin the background of the above question the feitg humanistic assumptions lie: (1)
human beings are good by nature; (2) individuadsianerently free and autonomous; (3) development
is an innate ability of all individuals, and we leapractically unlimited potential to develop; (4)
individuals seek self-actualisation, and their depment aims at realising their deepest potenft;
consequently, the task of the therapists is nbetd, but to help and provide support; (6) theitgal
which development takes place is defined by thgestitof the development. In this sense, the
representatives of the humanistic view seek to ratded the (both internal and external) factors tha
work against self-governed development. Self-gosdrdevelopment — both words are important.
Self-governed refers to the fact that the phenomogical view highlights personal experience,
putting personal experiences in the focus of reseand interpretation. This provides the individual
with autonomy, freedom and freedom in making deaisi(Gelei, 2002). “The autonomy of man is
ensured by his/her ability to make sense, i.enterpret and give meaning to his personal reality”
(Heron, 1981, in: Gelei, 2002:72); relate to therldh/drom the aspect of their own experience and
interpretations; and that behind their actions dbjes, motives and intentions lie”. The word
developmenin the term self-governing development refersaliyeto the process of self-actualisation:
one of the fundamental assumptions of the humaragproach is that the basic motivation of human
beings isself-actualisation,which covers development; the efforts to grow amaximise on our

capabilities; and eventually, autonomous existence.

1.2 Impeding Factors of Self-actualization in Origational Context

The basic elements of the humanistic movement spored to some organization theories: in the
second half of the 19th century one started tocgisr” the contribution of human factor to the
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efficiency of the organization (e.g. Human Relasionovement; Kieser, 1995:125-146, Dobék et al.,
1996, Balaton, 2005). The movement’s activitiesegawoost to organisational psychology as a field
of science, and resulted in the emergence of varioativation and management theories and the
theory and practice of organisation developmenegkr, 1995:146-166). The following table reflects

the comparison of the self-actualization theories:

Keyword Approach Goal Main obstacle | Components of
the process
INDIVIDUAL
Maslow Hierarchy of | Humanistic Self- Motivation Fulfilling lower-
needs psychology actualisation structure order needs
(unfulfilled
needs)
Rogers Client-centred | Humanistic To become a |Non-accepting | Trust
therapy psychotherapy | personality environment Empathy
Congruence
Berne Transactional | Psychotherapy | Integrated Script Awareness
analysis personality/ Spontaneity
Whole life Intimacy
Csikszentmihalyi | Flow Humanistic To experience | False goals and | Clear-cut goals
psychology Flow intentions and well-defined
(personality: tasks
emotions,
thinking)
Fromm The art of love | Critical social The individual’s | Alienation of the | The ability to love
theory (with freedom individual
humanistic Emancipation
approach)
Keyword Approach Goal Main obstacle Components of
the process




Keyword Approach Goal Main obstacle | Components of
the process

ORGANISATION

Argyris Single- and Interpretative- Learning Defensive routines | Double-loop
double-loop | functionalist Organisation | of the individual learning
learning organisation (dysfunctional, Deutero learning
Theories-in- | theory (with defensive
use and humanistic interpersonal
espoused components) behaviours)
values

Senge Fifth discipline | Objectivist- Learning Misunderstanding | Systems
Systems functionalist Organisation | of cause and thinking
thinking organisation effect relations Personal

theory Non-experiencing | mastery

(with system creative tension Mental models

approach (false picture of Shared vision

elements) the present / Team learning
discarding vision)

Herzberg Hygiene Objectivist- To increase the | Non-challenging | Vertical job
factors versus | functionalist motivation of | work loading
motivators subordinates | Motivation through

hygiene factors
Hersey- Empowerment | Objectivist- To liberate the | Strict Free flow of
Blanchard functionalist energy of the | organisational information
subordinates | structure (e.g. lack | Creating
of taking personal | autonomy
responsibility) Self-directing
teams

Table 1: Summary of self-actualisation theories (own representation)

In my dissertation | have classified the factorattimfluence individuals’ self-actualisation: firkt
separated individuals from their environment, thmmdful of the organisation, | formed a third gpou
which characterises the relationship between idd&fs and work. In addition, | have also defined

another group of influencing factors: the broadei®nment beyond the organisation.

1.3 Research Frames
The research objective has been to understand avbahe potentials for, and obstacles to, the self-
actualisation of people working in advertising asatives; partial generalisation to other contefts

the factors promoting and impeding self-actualsati

The research question is the followiri¢gdow do advertising creatives experience the poaésti
for, and the limits to, self-actualisation in Hungaat the beginning of the 21st century, and
why?” This question foreshadows qualitative researchcasean interpretative approach. On the
one hand, qualitative research makes it possiblgain a thorough understanding of the events or
activity. On the other hand, it also allows us #&ingnformation about the effect of the contextla

event or activity on the event or activity itsedfq. Creswell, 1998:16 -18).



In compliance with my research objectives and mebeauestions, my research relies on the
methodology of case studies based on qualitatiesvilews. Case study is research exploring one or
more cases involving in-depth data acquisition thiaétches over time and feeds from multiple
sources of information. A case is a unit of analysihat is more, being inseparable, these units can
also be investigated simultaneously — called embaaddse study (Yin, 1994). Based on this, the unit
of analysis appears in multi-level: (tyeative specialists’ efforts to self-actualisationtheir
work — however, an effort is difficult to grasptorinvestigate. But, since the phenomenon of
self-actualisation manifests itself in individuabpés of work of projects, (2) the particular
piece of work/project becomes the unit of analy3isis also makes it possible for these
projects to become embedded in the everyday lifgheforganisation; what is more, the
activities within the organisation are typicallyganized around these projects. As a result, the
particular pieces of work or projects and (3) thesen organisation itself constitutes a unit of

analysis — thus | intended to prepare an embedatss study.

“Do not just look for facts, but be aware, when,enhand how you generate them” (Maaloe, 2004).
According to the qualitative and interpretative igghes, the researcher always has a decisive
influence on the process of the research as walhaits results. As this influence cannot be fétbr
out, the researcher must be constantly mindfuhefduestion: ,How do | affect the process and the
results?” (Maxwell, 1996). It is important for hiner to channel the “data” obtained through self-
reflection both into the process and the resultish\Wiis attitude (s)he can increase the validityhe

research.

With the help of the qualitative interview we cagveal the factors which affect self-actualising
efforts. Half-structured interviews offer a largeope to the interviewees’ thoughts and reveal their
explicit knowledge in connection with a particulapic, at the same time the technique of asking
guestions can also reveal the implicit parts (fegdj motivation, interpretations), bringing thenttie
surface. To increase the validity and reliabilifyttee information obtained from interviewees, | edk
several research subjects, and asked them for desntp support the given answers (for
confidentiality reason, | was asked not to presieaigiven example in the thesis). Doing so, | wale a
to gain a more precise picture of the given phemume

Two types of coding were used. The first type ofing originated from the expressions, sentences,
wider context of self-actualization and the meteroaunication signs (Pease, 1999, Pease, A. — Pease,
B., 2004) of the interview subjects. The secone typcoding was used when analysing the promoting

and impeding factors of self-actualization: thiedi paragraphs were the basic of analysis.



Validity can often be regarded as given in qualieatresearch, since it typically builds on local
interpretations (Kvale, 1994, Maaloe, 2005). Howeire order to ensure the quality of the reseakch,
used the following techniques: (1) researcherualtit self-knowledge and critical self-reflectio) (

transparency; (3) searching for discrepant data cases, rival explanations; (4) triangulation; (5)

validation through consensus (member check) (G20£12).

Research for the dissertation was conducted adhertising Agency; the company is the Hungarian
subsidiary of a global advertising corporation, da$ been present in the Hungarian market since
1988. The company employs approximately one hungesgble, working on a total of some twenty
brands (both Hungarian and international. The alestato self-actualisation encountered during the
interviews can, therefore, primarily be seen agestitto their own circumstances; nonetheless, Ehav

tried to generalise the findings of the researcimash as possible.

2. Research Findings

In this part research results are presented. Befftactualization will be defined: the definitigiven

after the analysis of the theories will becomevgilithrough the everyday practical experiences.

Following that the impeding factors of self-actmation will be shown, according to the structure

given in the theoretical part:

* Impeding factors resulting from the individual;

* Impeding factors which can be traced back to thaticeiship of the individual to his or
her work;

¢ Organisational barriers;

* Impeding factors resulting from the broader environtmen

2.1 The Concept of Self-actualization

The section of the dissertation discussing thedlitee concluded with the following definition — my
own — of self-actualisation. “Self-actualisatioreiprocess in the course of which individuals settiv
reach their ideal self with a view to a better.lifiedividuals’ self-actualising efforts at work shap

in their work (e.g. in its quality).The research allows making this definition “alive”.

Expressions describing self-actualizatidrs the interviews have shown, self-actualizat®nat used
frequently; this is also supported by the fact ithatas seldom used during the interviews themselve
This phenomenon prompted me to collect all of tpressions which are used in everyday
conversations as approximate synonyms of self-bsatian:

* Self-actualisation as an intellectual activityf...] well, it is food for thought; | don’t know

what to call it. Maybe it's a challenge; or maybdfsetualisation is exactly what we are talking

about.” (Gergj); “[...] it brings intellectual pleasure.” (Bence][...] inspiration [...]” (Janos).



* Self-actualisation as emotional involvemetitreally like producing something nice with my own
two hands.” (Vilmos); “[...] a state of arousal [J.positive stress” (Boldizsar).

* Self-actualisation “attracts” thentire personality(cognitive, emotional and behavioural aspects);
the individual is able to “be” him- or herseff: really feel good being myself, and | love my job
(Gergg; “[...] it grabbed me after all.” (Janos);"[...] | am trying to ‘live myself' to the fullest.”
(Vilmos); “This is where | truly belong.” (Kelemen)

It is clear that expressions relating to self-alitation are rooted in experience and are value-
suffused. | believe that self-actualisation carviesved in one of two ways. It is either an expecign
several moments of happiness in there and noWwplane. Or it can be felt over a longer time, as a
process which leads ta specific result In this case, the process is evaluated at its(&fd self-
actualisation occur?”), and the focus is on tiiefe and thehaspect.

Capturing self-actualization in behaviane group of the respondents emphasised that arpetso

is striving for self-actualisation is discoveringnsethingnew, and that the possessighof this then
becomes extremely important to théitrwould be self-actualisation if | could implemteevery single
one of my ideas.” (Marti); “[...] It is good, becaaswith this terribly simple idea of mine we werdéeab
to please the client, and we were able to shostdheat little film.” (Karina). What this means is that
they “objectify” themselves and “create” themselvEsr this reason of personal involvement, they
become very much attached to the result of thegacOther subjects tended to believe that an
individual who strives for self-actualisation withobilise the full spectrum of their own values and
abilities: “Whatever it is we'’re communicating, it's got toveasome kind of positive message: it's got
to be good, attractive, and useful — either foristycor for the individual.” (J4nos); “‘Doing goodis
great.” (Vilmos) In this case, the individual tries to experietttee particular situation so that his or

her personal goals or the values held to be impbai@ observed when the situation is over.

Self-actualization through compromiséhe interviews described a new phenomenon thaive h
termed (conscious) compromise: what this term méarnbkat the individual places him- or herself
inside a specific framework, as this will allow themore opportunities for self-actualisation than
situations without such a framework.

* compromise with the business world: In this regdhe@ individual reaches a compromise through
placing his or her self-actualisation efforts ie fnamework of the business/corporate seqitWhat

are we doing? Self-actualisation in the interestedching a particular business goal.” (Boldizséar);
But | work for them [the client], and | have to apt certain things from them” (Vilmgs)Business
life, as a framework, causes frustrations and iBnsas a limitation by the individual (causing
dissatisfaction related to the nature of their wamkl its quality, or a kind of general dissonance).

e compromise with oneself: compromise in these casesached within the personal set of values of
the individual, as a kind of resolution of an im@&irconflict: “To work for a tobacco company — that’s

going to conflict with self-actualisation right ttee because as a private person, | am vehemently



against smoking. When | came back from maternayde| was in a situation, however, where |
couldn’t say no to this. So | separated my sentisnas a private person and the fact that this & pu
job. If | don’t do it, somebody else will. It waseasy initially!” (Karina)). There are, however, other
cases when the same framework hdiberating effecton the individual: this is possible when the
individual views his or her own personality as dhat would be “even more lost” without such a
framework:“You can do whatever is necessary for whatever lileadhnd for whatever price — that's
easy; but to do this within a set framework is mekeiting and that's what the challenge lies in”
(Berni).

Consciously making a compromise — which | have &gtrself-actualisation trade-off — is an existing
phenomenon in this field; this is a new concept eratountered in the professional literature. This
self-actualisation trade-off indicates that selfuatisation within an organisational framework st n
about the individual doing what they please, eitiethough there were no framework or by ignoring
the existing framework. Rather, thinking over caassly these frameworks (“How and why does this

framework effect me?”).

Accordingly to the research results, individualff-setualisation within the framework of an
organisational structure is understood as the vollg: The content of self-actualisation
(ideal self, personal vision) is different for everone; individual situations have to be
discussed on a case-by-case basis. During the prexeof self-actualisation, or at a
particular moment during that process, the individual is also to experience total
involvement as a result of moving toward the attaiment of an “ideal self,” or of just
having achieved that state. The driving force of $leactualisation is a personal vision for
the future; to reach that goal, conscious actionsra critical, especially because self-
actualisation is often only possible within the gien framework, as a result of

compromises.

2.2 Impeding Factors to Self-actualization Credtgthe Individual

The relevant research question for this sectiomasfollowing: What personal factors lead creative
specialists to choosing “creative” professions ho@ do these factors provide the possibility of kvor
related self-actualisation?

The past: when profession fails to become a vocaticappears that the life stories and professional
careers described during these interviews indicate the individual ended up in their present positi
(what skills they relied on and what the drivingd® of their motivation was) In other words, this
served as a way for the individual to prove — ospdive — that they are “in the right place”
professionally. According to the interviews, thediindual’s activity and willingness to take the
initiative are also required for the individualfeel that they are, indeed, in the “right placelt.cannot
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necessarily be assumed that the individual ended apparticular situation consciously (it couldvba
been the “hand of fate” as well), but it is solafy to the individual to seize that situation and itgo
their own advantage.

The present: identity.The concept of identity indicates how much the ropmsition and
responsibilities they have in the workplace infutelr personality: a kind of static self-image (Hat

do | think of myself?”) as well as a kind of beh@wi-oriented, dynamic self-image (“What do | do
every day?”). If lack of security (based on theniity) the individual's energy (on the level of
thoughts, feelings and actions) could be consumedttempting to place themselves in a certain
framework, and not by working to reach self-actation through their work..

As the interviews showed, there may be differerzlesn it comes to skills used on the job and the
individual's attitude to their work: (1) an indiwidl who “lives for their job” tends to identify
themselves with the jobit often dream about work.”(Berni); “What matter®@tme in my work is that,
for example, instead of writing ‘the apple is redi¢ write Snow White. It should not be something
entirely off the ground; it needs to be understdiidabut not in-your-face, either. There’s got &
little twist to it.”(Vilmos), (2) the “mercenary-type”: The goal of the artist is to create something
new; the goal of the creative director is to makangy, and not even for themselves, but for thatclie
(Bence); “If they force us to do something and dwrthat there is no way anything good could come
out of it, I still do it; | do as they wish, andetih | move on.”(Boldizsar)lt is important to make this
distinction: if an individual's attitude to theirofk often turns into the “mercenary” approach and i
these situations question the individual's otheenggisting identity (sense of security), their aligte
from the experience of self-actualisation only @ages. That is why it appears prudent for an
individual to pay attention to the feeling of “b@simg a mercenary” in their workplace, through the

use of self-reflection, as that can serve as atanpass on the road to self-actualisation.

The research conducted calls attention to whaté hermed “healthy flexibility” of a person’s idémt
this refers to the fact that it is, ideally, noét'$n stone,” and exists not inside a set framewouk there

is some leeway for the identity (this is, of coytsee for all processes involving change).

* The “sanctity” of the profession. Some of the iniew subjects viewed their job as though it were
the “be-all and end-all” of what their company doggVvhat | miss is a major client who wants exactly
what | want, and wants it just as much.” (Bencé}hink to be important that the individual minstve

a kind of humility toward their own identity andward the identity of others, this way not to hinder
oneself and others as they work to achieve selfadisation.

* The lack of critical subjectivity. The lack of ddal subjectivity means that the individual fully
understands that his or her viewpoint is only ofieseveral possible perspectives (and knows the
reasons for their personal viewpoint) this kindcohsciousness on the part of the individual tends t
support him or her in the process of self-actutiigathrough maintaining a constant state of

“readiness.” The same holds true for one’s idergitg for the changes it undergo€gou have to be
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able to reach compromise, compromises with accmaragers and with clients. You have to be able
to explain why you think it should be that way +ymu also have to be able to admit that others may
have equally good ideas, or even better ones.”lgiken)

* A passive approach to learning. The organisatioatdgories came to the forefront when discussing
the issue of learning during the interviews (wakuirements, position etc.). think | was appointed
Head of Art at just the right time: | am able tata new things now that | can use to build on my
experiences as art director, which have been stgrto become routine tasks” (Boldizséflthough
professional development is important, | am of dipénion that as far as identity is concerned, this
process contributes to a kind of solidifying, apléces strictly professional values and behaviaurs
the forefront.

* The presence of defensive mechanisms in daily Tifee majority of defensive mechanism took
place when | enquired about the ethical standartised professiontIt's not an ethical business, but

| try not to think about that. You're always goitogbuy detergent, simply because you need it. fAnd i
happen to get paid for making sure people buy detar then so be it. If | don't do it, somebodyels
will” (Ern ). The defensive mechanisms at work during the vigers are a natural reaction, as they
reinforce the individual's sense of security. Ndwd¢ss, an excessive presence of these mechanisms
works against the process of change, and throufffdeseeption has the effect of one’s identity
becoming excessively ingrained.

As a summary, it is important for self-actualisatiefforts that this self-image has a “healthy
flexibility”; in other words, it should provide segty, but should not impede self-actualisationaas

process of personal change.

Future: the goal.The individual's future (personal vision for thaetdre) is a key category in the
process of self-actualisation: it can appear a®al, dut also as a driving force. The individual's
desires can act as a point of departure for establi a vision for the future, but so can the
organisation’s and the profession’s specifitSute, I'll eventually make senior whatever — batuy
don’t have anyone over 40 working at advertisingrages, so I'm sure there will have to be a change
at some point.”(Vilmos); “My enthusiasm is stilleat, and | would say I'm in my prime right now;
and | get very exciting things to work on from ragiers. So | want to push ahead as far as | can,now
while [ still can.” (Gergy)). | think if an individual understands theality of their own vision for the
future (the resul}, that can already support their efforts at setf:alisation; in general, the fact that a
goal is within reach tends to provide motivatiory. tBe same token, if the individual took the tire t
think about the reality content of their own visimn the future(the procesk that can also work as a
motivator, since the individual is committed tofg@pating in reaching that goal.

One reason to get mired on the way to personadvisi that individual fail to grab hold of what $en
describes (1998) as creative tension (due to adaekility or willingness). Creative tension istime
every day life ,inspiration” or ,positive stress'When you're shooting a commercial, you have to go

to the studio to select the sounds; you talk tocthraposer (...) you're involved in casting the models
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and you select props. That's exciting; it's fasted, and you meet interesting people.” (&¢f'm
among people who share a kind of intellectual ditnen. Intellectually, you get what you need every
day; and you look at, say, twenty links and videasry day, which is interesting.”(MartiYhe source

of the creative tension varies, but it is entingpyto the individual whether they manage to grasp t
or not.

| believe that the relationship of the individualthe future plays an important role in the proaefss
self-actualisation: it sets a direction and a targeo defining this concept and making it reatissi
key for an individual striving for self-actualisati. It can impede the process of self-actualisafion

the individual finds no creative tension to insghiem in their work, or cannot take hold of that.

2.3 Factors on the Job Impeding Self-actualization
| used the following research question to help wstdad the findings of my study: How do workplace

characteristics influence creative professionatpegience of self-actualisation in their jobs?

The individual’s attitude toward their warkn the interviews conducted subjects spoke néy oh
feeling their workio be their ownbut also of attaching further emotions and exgrerés to their work
(pride, joy, power)‘The DM we did there we always filled with buttorsdaCDs; it was just a great
thing to witness.” (Marti); “I've always been attréed to coming up with something and then seeing a
lot of people work on realizing that.” (Eé. In light of this, it seems plausible that the esence of
possession can support an individual's effortsedftactualisation, as long as it exists not only fo
itself but is complemented, or “filled,” by othardlings and experiences.

Assuming responsibility was emphasised severalgimahe relevant theories. During the interviews,
therefore | researched, how and in what shapeishaianifested? The following results can be seen:
(1) in certain cases, it is manifested in the testhe work; that is how the individual tries ieesent
him- or herself: “What’s important for me is thatrlanage to share some of my values; it could jest b
some kind of educational message to consumefd.dlways try to do something that can impart some
kind of benefit to the consumer ...” (Kelemg);there were also examples which seemed to indicate
that personal responsibility during the working qgass shows that the individual is working toward
“bigger and better thingsrhoving toward new operations and trying out nevissKil've got a couple

of these templates, but | try to avoid using thsimge it's not good to always be proposing the same
idea. Even though they wouldn’t notice — but it ledgust be a bad feeling for myself” (Martix. may

be stated that personal responsibility in the meder self-actualisation can take many forms,vidut

is common to all of these is that it is a realmat- or an attempt at realisation — in the workplawr in
other relationships, of everything which is impatteo the individual.

Characteristics of the jol’hose asked about the concept of the game tendegdhtightvariety,above
all, as the most important feature of their scopeesponsibilities. It was also mentioned as onéhef

key benefits to their jobs. It is seen as a bemeftause without it, the individual would burn oubre
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quickly: “You're playing chess with the brief, and you hdwesolve the puzzle.” (Berni); “This is the
solution to an intellectual puzzle; they give yeutain elements, and then you have to work to rtfake
best of that. It's a game.” (Boldizsar).

Working at an advertising agency, in general, ptesithe individual with the opportunity to see the
results of their work (i.e. on a campaign) realjssctordingly, a goal which is closely related te's
work is truly within reach. What | have termed “argsational goals” goes beyond the above concept,
and refers to issues such as acquiring new cl@mkeeping old ones. In my opinion, the organisatio
was able to clearly communicate the goals, and Hreyevident to staff members (e.g. to bid on
tenders); they are also apparent in staff membeag’ of thinking:“l know that the primary goal of my
work is meeting client expectations; this usualbjidodown to reaching some kind of level of sales,
statistically. This is a specific, very materialisbusiness goal.” (JAnos)n addition to the goals of the
organisation, the goals of the individual also eratin fact, they are more important in the proaafss
self-actualisation. However, the attainability nflividual goals (which vary considerably from perso
to person; e.g. “to be useful for society”) is ®dbjless to the organisation than to the cliert ¢(be
section on the client later)l think it is important for everyone that there ls®mething good about
their job. What's important for me is that | manageshare some of my values; it could just be some
kind of educational message to consumers. My seliéké this approach, so they often accept my

ideas.” (Kelemen).

Taking into consideration the individual when detigting their area of responsibilities is importémt
two reasons; on the one hand, it supports the iohaiV's commitment toward their work, which is a
precondition of self-actualisation. On the othendhaan organisational culture which is centredton t
individual supports the individual's efforts at @ming self-actualisation within the organisati@nd
not elsewhere). | think, placing trust even in morgor staff members is extremely important, besgau
this trust is an environmental element on the rmatbecoming a whole personality” (Rogers, 2003).
Further on, | believe that if the staff member isyided this kind of trust at the beginning of thei
socialisation in the organisation, they are abletwn their attention to learning, developing and
attaining their own personal goals. The trust plaicethe individual by their direct supervisor islyp
congruent if the organisational culture also alldarshe manifestation of trust in the individu@his is
evidenced when a member of the organisation canaedeexperience this behaviour from senior
management, colleagues and in the systems andspescef the compan$iVe are always looking for
ideas for different things. | can choose any ideamatter how strange, and there’s a good chance it
will get a positive reaction from my co-workers. Mgrfreedom for me is that we don’t run aground; a
brainstorming session can lead anywhere. We obljionsed partners for this kind of freedom”
(Mérti).
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2.4 Factors Impeding Self-actualisation, Ascribethe Organisation

The following question was asked to help direct ibgearchHow do characteristics of, and people

working for, an organisation influence creativegiriwrelated self-actualisation?

Organisational members: leader and teaBwuring the interviews, | examined primarily, wheth
employees in the particular environment feel tfusin their superiors, and if they do, whether that
affects their efforts at self-actualisatiofMyhat matters most to me in this free-soaring atptese is
that | am allowed to work independently, withoutnsone constantly looking over my shoulder. I'm
happy with the arrangement here, and as a leadesetfiyl try to behave the same WaGerg)).
During the interviews, when subjects spoke of thegderentrustingthem with certain projects, | often
felt that this meant more something like their sigets leaving somethingto them. Inrelationships
built on trust, the superior really will give a free hand for mmars of the organisation to do their job,
and will entrustthem with the work. Additionally — and this is wheentrusting differs from leaving
something to the staff — the leader is always abl for the employee (e.g. to ask questions), also
demonstrating the supervisor's support. To this, dravever, it is very important for the leader to
know exactly what may be entrusted to each empl¢see maturity-theories, discussed earlier) and to
track employees’ work, and provide feedback andemstruction if necessaryit gives me a kind of
liberty, or a feeling of independence; maybe | teel like an adult here, and not like a child wiso i
constantly being supervised. The boss is ofterewen involved in the work, but he can see and hear
what I'm working on. We sit very close to each nthad | know | can always ask him questions; he'll
answer and even teach me if he sees that | coulbitk my way through something” (Martiis far as
self-actualisation is concerned, what is most irtguris for themember of the organisation to
experience the trust of their leader in their daiprk. What this means is that perceived trust is more
important than actual trustMy supervisor supports me as | move the processafdrivom the brief to
the realisation, and this really makes a differefareme. The fact that he places trust in me helipe
myself’(Kelemep

Team work, in the case of an advertising agenegiig important (This sense of community within the
company comes from the line of work we're in. Wekvpoimarily in teams and only a fraction of the
time by ourselves.” (Janos)However, team spirit means dependence: (1) oh etteer on the job:
“We involve our account managers in all of the ¢irea processes, and so we have a great working
relationship, definitely very fruitful. [...] Butevneed this kind of relationship to be able to gedlideas
that are important to us. So this allows the vasioonarketing and financial reasons to also be inetlid

in the process.” (Janos); (2motional dependenc&We really live here, in a way; we work long
hours, so eventually we do feel like we're siblinga family. We pay attention to each others’ifegs.
We’'re not here to produce droids.” (Gefy (3) an intellectual community, which creates a depeocelen
on each other for developmerit'm among people who share a kind of intellectusimulation.
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Intellectually, you get what you need every day gou look at, say, twenty links and videos evasy d
which is interesting” (Marti).

If members of the team do not feel that they areakxy and — for whatever reason — a sense of
subordination or superiority develops, team memizees likely to be hurt in their work, on an
emotional level, or in their opportunities for degment. This hurt impedes the individual in their

efforts at self-actualisation, since their sensseafurity becomes destabilised.

Organisational structureThe majority of subjects interviewed mentioned thesponsibilities are
clearly specified and transparent in the offit&hat | like here is that the roles are all cleartiefined.
We know what it is that a creative director is respible for, and the same goes for the account
manager. We all know who is allowed to do what, adwork accordingly, there is no tension”
(Gergy). If the individual works within a transparent franmak, they understand what is expected of
them. Certainly, it is not enough, for self-actsation, to have transparency only in theory; this
division of labour and responsibility also has ® dpplied in practice. If this is not the case, the
individual must expend energy on resolving cordlitttat otherwise would not have existéthere are
times when the creative director gets the accowmtager to accept their own idea, claiming that it's
not their area of expertise anyway. They visitdlient, who sees the creative director and the anto
manager as two separate entities; yet the accowmager still has to stand up for the work done by
the creative directors even if they don't underdtén This is an impossible situation that is bouod
foster differences” (Janos).

Some respondents felt it important to point odgtesl to self-actualisation, that their work enwuiment

is truly professionall love how | can work together with real pros aadeal professional budget, in a
professional atmosphere. The way the office isigethe machines we work on and the software we use
[...] Sure, all of these drive me to produce qualitork that includes everything that | know andt tha
would like.” (Gerg’). This calls attention to the fact thaimakes a difference how an individual views
(and feels) about the organisation and their cgllea. If the individual feels that they are partaof
“professional system,” or of a “professional teathgir own self-confidence is strengthened, whigh c
work to start a positive spiral according to thédfeing train of thought: “I belong to a professain
team — | need to do the best job | can — then Ibeaan even more integral member of this profession

team —[...]". This process can be an extremelfyortant factor in support of self-actualisation.

Additional organisational phenomen@he issue of turnover came up several times inrterviews.
Interview subjects pointed partly at the professisalf and partly at the organisations as the eais
this turnover:“l often feel that the management is harried; it ynaot be their fault, because the
international situation is not getting any easiére pressure is only increasing to produce préféople

are leaving in droves. [...] But is that supposedrispire me to make the most of my abilities? Come
on.” (Janos); “You don’t want to know how many pkopave left over these last four years; | very

quickly rose to become one of the most stable pewgile. That meant a lot of responsibility for rile a
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of a sudden, and it really made me insecure, maytes even a little afraid. [...] It's not a timeldok
back fondly upon, thinking that | did some greanhgs back then”(Karina From the perspective of
individual self-actualisation, this feeling of “iasurity” and assuming “responsibility all of a sedd
are very important. If the individual sees thatyé number of colleagues are leaving the orgaoisat
he or she may ask themselves whether “they’rearright place” and whether “there is something out
there which the others noticed, but he or she did ®Such thoughts can lead to a feeling of insiégur
distracting the individual from efforts aimed atifsetualisation. At the same time, the fact that
colleagues are leaving the company means that émber of the organisation who is staying behind
will be seen as being more experienced and witlha chandle on the functioning of the company,
leading to a feeling of having to assume respolityibThe weight of this responsibility can lead to
anxiety, which is also a factor severely limitirelfsactualisation.

Early on in my research, | observed that the athieg agency is located in a very impressive office
with high ceilings and an open office floor plandid not even have to ask about this feature —
interview subjects brought it up themselvisdon't really like the open office layout. It I&s good,
and | like the high ceilings — so our thoughts saar —, but if someone is on the phone, | alway® ha
to hear that. The managing director was a big hareof this concept, but not many others were. We
got used to it [...] you can get used to it” (Gé}g “When you're really trying to come up with
something new, the open office layout is reallyaastducive to that. But when I'm working on ‘usual’
things and using templates, it doesn’t bother ni@dldizsar). The “phenomenon” is important, as it
indicates that the ergonomical design of the osgiun (“‘cohabitation”) can also affect the

individual's efforts at self-actualisation.

Not a part of the organisation, but still key: tleient Factors which are not components of the
organisational framework yet nonetheless definedtiily functioning of the organisation may alsoypla
a part in self-actualisation: one of these is thent The way clients influence individuals in ithe
efforts at self-actualisation resembles, to a gezétnt, the obstacles described already: vaguss arfe
responsibility, competences and expectations;dble of transparency and clear boundaries (e.dnan t
case of competencesYhe boundaries between the client and the agepayesimes get blurred when
the client, for instance, fails to respect the rofehe agency in a particular process; what weénthen

is a subordinate position and one of superioritgnd tension.” (Berni)Interview subjects complained
that the relationship between them and their cienbt one of partnership (with clear-cut roleshere
the subordinate (the creative director) has to edh® the demands of the client, often going agains
their own values and competences and pushing thesssiaito the backgroundThe problem is this:

an artist gets to put whatever he feels is bes atpiece of art. But making a commercial is like
painting a fresco to order: the client wants thisdathat; we struggle back and forth a bit, but & w
can’t convince him, we do what he wants.” (Benttds important to keep in mind that both sideséav
their reasons and their motivators. In all likebldo these tensions are due the basic differences in

interests between the service provider and thentckide; the fact that these cannot be overcome
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impedes self-actualisation. According to the resaftthe research, creatives would not view thentli
as a “threat” as far as their own efforts at setfsalisation go if they gave more thought to tteeim
roles and attitudes, and would work to make theoperation with the client more transparent (roles,

responsibilities etc.).

2.5 Factors Impeding Self-actualization as Laid Ddyy the Individual’s Environment

The research question asked here was the followlog: do features of the profession affect creatives
work-related self-actualisation? In addition to tt&racteristics, | also asked interview subjebtsua
the ethics of their profession, especially as altesf the dilemmas and criticisms encountered when

selecting this research field.

Characteristics of the professioMost of the interview subjects discussed their giis about their
profession without specifically being asked to @o @ne of the key concepts that interview subjects
brought up was the adjectives and phenomena tlegt dise to describe their professidit an
advertising agency, and especially in a creativeisitin, there is a kind of free thinking which you
definitely have to allow to thrive. This is the mminm you need for self-actualisation” (Berni); “This

not a field where you can comfortably plan aheaddecades; the whole market is so unstable and
everything changes so fast [...] This does not gime a warm sense of security. But it would not be
good to be lulled into a sense of security, becahsé¢ would not be conducive to, let's say, self-
actualisation.” (Karina).| believe interview subjects live with a dilemmatween two values in their
workplace: freedom and security. They find freedomportant to their work (both intellectually and
physically), but they also long for a certain kioflsecurity. Balancing between the two can detract
attention from efforts at self-actualisation, amoh dlock it, but it can also provide a kind of dgmniam

which can in fact help self-actualisation (so tiet individual can perform at their maximum).

Advertising business ethicEhe answers received in response to questions #i@ethics of the
profession appear to indicate that the respondenterstand the unethical side of their
industry, but have initiated a kind of defensivechism (e.g. playing something down or
rationalizing etc.)“If someone has a negative opinion of advertisitiggre is probably good
reason for that. There have been plenty of terriblenmercials made, but in reality,
advertising is just one tool companies use to thelir products.” (Kelemen);"Advertising has

to entertain; we're basically trying to convincewt buy something which you either need or
don’'t need. The least it can do is to be funniB&nce).The answers received in response to
questions about the ethics of the profession apjpeiadicate that the respondents understand
the unethical side of their industry, but haveiatéd a kind of defensive mechanism (e.g.
playing something down or rationalizing, et€llhe communication of cigarettes has changed

so much that there is no longer any room for malaifian. If someone doesn’t smoke, they're
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simply going to throw away any promotional matesialith cigarettes on them. It won’'t make

them smokerstVilmos).

3. Conclusion and Further Research Fields
The summary of theses shows the results of themgseconducted on the field of individual self-
actualisation in an organisational framework, tbgetwith factors which work to support or impede it

The summary of the impeding factors are represantdt following figure.

Individual

« Profession fails to
become a vocation
valasanak hianya

« Sanctity of the
profession

« Lack of critical
subjectivity

« Passive approach to
learning

« Presence of defensive
mechanism in daily life

« Lack of a goal, or
meeting obstacles on the
way to a goal

« Lack of personal vision,
or get mired on road to it

Relation between the|
individual and the
work
« Individual does not feel
the result of their work ig

their own

« Lack of taking personal
responsibility

+ Lack of committment to
work

« Lack of play

« Goal is not within reach
« Forgetting about the
individual

Organisation
« Leader: lack of trust, o
leaving it be
« Lack of team spirit
« Lack of transparency

Political, economic,
cultural and social
environment

« The business in today’'s
world

« The future of the busines:

« Business ethics

« Failure to experience
professionalism

« Lack of extraordinary
solutions

« Fluctuation

« Ergonomy

«,Client”

Figure 10.: Impeding factors of self-actualisation in organisational context
— summary of research results

Individuals themselves are able to hinder themselve the process of self-actualisation, if their
profession does not become their vocation or ideimtity becomes “set in stone.”
| separated the individual's attitude and the wtakp characteristics to determine how these factors
may impede individual self-actualisation effortdthdugh the latter are clearly more pronouncedtier
individual, work responsibilities characteristitbrough their “embedednes” in the organisation, may
also have a serious impact on self-actualisation.
The “visible” components of an organisation (mamaget, co-workers, clients, “walls” — ergonomy)
have an impact on individual self-actualisatiorogf, just like “invisible” elements (values, prsses,

systems).
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The component of the “broader environment” thatliappto self-actualisation is the profession, which

works through its general presence in the indiviidudie and its potential future, as well as ithies, to

have an impact on the individual’s efforts at sedfualisation.

In the following, | will introduce further topicf research, which can contribute to the literatumd

understanding of self-actualisation:

With the aim of generalisability, comparative casedies could be conducted examine different
sectors / companies / jobs / positions.

It is clear that the point of departure in thissibeboth in the empirical as well as in the thgoat¢
part, was the experience of the individual. It vabbe worthwhile to examine and research this
same issue from a broader perspective, on a moceortevel (organisational, environmental). For
the latter, certainly, humanistic psychology antéiipretative theory cannot serve as the point of
departure, but by building on other organisaticthalories (e.g. critical organisational theory) it
becomes possible to gain a deeper understandithg dield.

It was difficult to grasp defensive mechanismshia tesearch, both in the process as well as in the
content of the interviews. Self-actualisation isvaue-filled concept (“ideal-self,” goal, etc.).
Accordingly, | believe that the individual’s relatiship to the concept must surely include
defensive mechanisms, which are very difficult imdf Confronting these, however, with self-
actualisation may go a long ways toward an undedstg of the value of self-actualisation.
Although the dissertation did not set out to examihe content of self-actualisation, this issue
surfaced in the case of several respondents (edalsresponsibility, entertainment, etc.). An
examination of this kind of content could also biesting, although its danger lies in the faat th
each individual will have different goals, as smttualisation is very specific to the person.

Finally, it may have become apparent that | usedtéhm “healthy” in several cases (e.g. the
individual's identity having a healthy flexibilityfo describe a certain quality. | myself
acknowledge that this is a criterion which is veifficult to grasp and to accept. At the same
time, the issue itself, and unique features of-aetffialisation, mean that it is impossible to
establish general rules valid for every case (@hen describing impeding factors). This calls
attention to the fact that the impeding factorscdbed in the dissertation, and the definition of
what “healthy” means, must be custom-tailored wheadividual.
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