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|. Research Background and Justifying the Topic

What is the meaning of work? Most of us never yeadinsciously consider this question. Yet it is thor
examining because the meaning of work does infleeseweral factors of interest not just to us, ad a
to company managers. It impacts the extent to wthehindividual is satisfied with their work; how
much stress the individual encounters while perfogmtheir job; the individual’'s physical and
psychological health; the degree of motivation théividual feels; performance; and the extent to
which the individual feels a connection to theirriqmace and to their job.

|.1. The Significance of the Research Topic

According to the results of scientific researcle theaning that the individual attaches to theirkwor

impacts the following factors:

» the individual's satisfaction (Wrzesniewski et 4897; Wishner, 1991; Brown, 2001; Roberson,
1990);

» the stress the individual encounters while workijbgcke — Taylor, 1990; Simon, 1997; Isaksen,
2000; Berte, 1989);

» the individual's physical and mental health (Bawstesi, 1991; Wrzesniewski et al., 1997);

» the individual’s motivation or performance (Robers®990; Shamir, 1991);

» the individual's sense of belonging (Ashforth —tBr2003; Pratt, 1998; Jaeger, 1994).

The most often underscored result of meaningfukvi®that the individual becomes satisfied withithe
job (Roberson, 1990). A decade ago, nearly fiftycpet of American employees said that they were not
satisfied with their jobs (Pratt—Ashforth, 2003)heT significance of meaningful work was recently
further underscored by a survey of 5000 German eyepls. Ninety-two percent of the individuals
polled in this representative survey mentionedirnst fplace that the most important factor, as far a
satisfaction is concerned, is the feeling that theydoing something meaningful in the workpladee T
survey was conducted by the German magatineg Nurse (I/1). It does seem timely, then, to conduct
a study examining the meaningfulness and meanimgd{.

Researchers examining the meaning of work stilehawuch to discover about the meaning work carries
in people’s lives and what influences this mear(Mgzesniewski et al., 2003). This is an interesting
guestion also because, according to research §adindividuals working in the same job may attach
different meanings to their jobs (Wrzesniewskilett97). The model of social information procegsin
(Salancik—Pfeffer, 1978) has called our attentmihe fact that the individual’'s approach to theark

is greatly colored by the social environment in eththey perform their activity. Precisely how this
social environment — including coworkers and margageimpacts one’s understanding of their jobs is
not yet entirely clear (Wrzesniewski et al., 2003).



The meaning and meaningfulness of work, and th&ugwga of these factors, is an issue important both
for the individuals as well as for their organipat. From the perspective of the individual: if the
employee is provided a broader perspective on teanmg and meaningfulness of their work, this
understanding in itself allows them to improve tl@vn situation and to transform it in their ownda

For the organization, this is important primaritlyterms of employee retention and increasing enggoy
satisfaction, commitment and motivation (Robersdf90). The more favorable conditions
organizations are able to create for their emplsyeeonditions which allow for meaningful work het
more the company’s performance may improve. Pnatt Ashforth (2003) point out that creating
meaningful working conditions is not just a meamsdrganizations, but may be a goal in itself.

|.2. Research Foundations, Research Goals and Questions

The scope of research examining the meaning anaingfalness of work is rather broad; | therefore
believe it is necessary to first provide an ovesvigf research approaches before describing my own
approach. Depending on the definition of the cohadépghe meaning of work they used, researchers
took various approaches. According to one groupresearchers, the meaning of work and the
meaningfulness of work is necessarily a subjectivatter, with the meaning of work defined
intrinsically (coming from the individual) (e.g. Bon, 1997; Isaksen, 2000). Another group of
researchers believe that the meaning of work aedntleaningfulness of work may be determined
according to a set of objective criteria — soitherefore, objective (e.g. Morse — Weiss, 195&¢ahio,
1980; MOW International Research Team, 1987). Adthroup of researchers emphasize the concept of
intersubjectivity: that the social surroundings tbe individual affect the meaning of work; the
interpretation of this community impacts their widual understanding (Salancik — Pfeffer, 1978;
Wrzesniewski — Dutton, 2001, Pratt — Ashforth, 2088zesniewski et al., 2003). The meaning of work
can be understood as a constant, static definiticany particular moment (e.g. Morse — Weiss, 1955;
Vecchio, 1980; MOW International Research Team,7198aksen, 2000) or as a variable, dynamic
definition (Pratt — Ashforth, 2003; Wrzesniewski &t 2003), with the latter lending itself to an
approach focused on the process.

In my own approach, | accept the approach of intersubjectivity. Iréfere find it prudent to examine
the meaning of work on the level of the individualhile considering the effects of a particular
community on the individual’s understanding. In opinion, the meaning of work is different not just
in every society — but it is different from perstmperson. Just what one considers work, and what
meaning they attach to it, depends on the individdathe same time, | believe the sensemaking of
work is also shaped by the meaning accepted byetypdhe organization or the community around
them (Pratt — Ashforth, 2003).

In my research, to understand the change of mesrorgwlated by individuals, | had the following

assumptionsas far as the concept of the meaning of work nicemed:

* Meaning is an individual's interpretation applied évents in the individual’s surroundings; it is
subjective. This is a different approach from stsdiwhich considered the meaning and



meaningfulness of work to be objective, i.e. analyzhese using sets of objective criteria (e.qg.
Morse — Weiss, 1955; Vecchio, 1980; MOW InternagidResearch Team, 1987).

* Meaning changes, depends on a situation and isamstant: in this, it is related to the concept of
sensemaking. The individual evaluates their worktiooously and relates to their job based on the
meaning and meaningfulness they attach to therr@mces on the job.

» The social surroundings and the environment ofitlckvidual affect the meaning of work. The
individual's interpretation of the meaning of woik affected by their social environment: their
interpretation of the meaning of work affects thdividual's understanding of it (Salancik — Pfeffer
1978; Wrzesniewski — Dutton, 2001, Pratt — Ashfp2®03; Wrzesniewski et al., 2003).

My approach reflects a distinotganization theory assumption which | believe is important to make
readers aware of. In my view, the individual’s citige processes and norms or social stimuli affegti

it are at the center of the process of sensemakihgs is the core issue studied by social constist
theory. The primary focus of social constructivissearch is how individuals construe the world
mentally, through categories provided by their gbeelations. These studies follow the work of
Vygotsky (1981) and Bruner (1990) (Fletcher, 2086ung — Collin, 2004). They primarily examine
the subjective knowledge of the individual, theagnitive processes and thoughts, as well as thialsoc
surroundings or environment in which the individual active (Fletcher, 2006). How individuals
construe meaning how do they coming to know israportant question. These processes play out
primarily within the individual, who integrates nelknowledge into already existing schemas or
modifies existing schemas as appropriate (YounghC2004).

Following a review of my research perspectives,ll @ffer a brief overview of the goals | hoped to
realize through my research, as well as of thetogres| was seeking answers to. Mgsearch goalis

to explore the meaning work carries for human resggimanagers, and how this meaning is influenced
by their social environment. Through that, | hopedbtain a deeper understanding of HR work, the
meaning of work, changes to the meaning of work ahthe process of sensemaking. Through my
research, | hope to join the international discedosused on the meaning of work, and | also hope t
reach Hungarian HR managers. My longer term go#l this project, and through related dialogue, is
to contribute to the personal development of merwiew subjects and the development of their
organizations.

When planning my research, | formulated the follogviesearch questions

» How does the individual view their work, and howeddhis change when the individual encounters
a surprising situation?

* What meaning do participating individuals attachhmir work? How does this meaning change?

Both questions were aimed at examining the meamiirvgork, including both a content-based analysis
of the meaning of work as well as the examinatibthe change process in meaning. | developed the
following subquestionsbased on the two questions above; these are abyiclesely interlinked:

Content-based analysis:



» Did the meaning or meaningfulness of work chang@éncase of the interview subjects?
* To what extent did the meaning change?
* What patterns of meaning change did we encounter?

Process-based analysis:

* How did the meaning and meaningfulness of work gkeamwhat processes and steps led to the
change in meaning?

* What factors influenced the change in the meanirvgook?

The Meaning of Work — Examining the Content

In order to answer my research questions relatéldet@ontent, | looked for a focus using the apgmoa
of sensemaking, leading me to the concept of tiersa. When drafting my research proposal, the
concept of the schema was the contentual focusyaksearch; yet when analyzing the empirical data,
encountered several dilemmas which led me to exphadcontentual focus of my research. In my
research, | examined the meaning of work from ttpeespectives: work-orientation, work-meaning
mechanisms and meaning of work schemas.

The Meaning of Work — Examining the Process

To answer my research questions related to theepspt used the approach of sensemaking as my point
of departure. | relied on the following definitiarf the process of sensemakingo attach significance,

as a result of surprise, to some kind of social(eug others’ actions or comments) by placingtib ian
existing or emerging cognitive framework, thisaidwed by a reaction to the cue (based on Starbuck
Milliken, 1988; Goleman, 1985; Pratt — Ashforth030 Louis, 1980a,b).

1.3. Justifying the Subject

Following a review of the literature of the meaniogwork, | found that only one single study had
examined the subjective interpretation of the maguoif work, the impact the social environment plays
in this and the change of work meaning as a whis: is known as the interpersonal sensemaking
model of work meaning (Wrzesniewski et al., 2003pund one model which focused on the process of
the change of meaning: the model of job craftingave also identified further studies during myieav

— these agreed with the change of work meaningk@gecTaylor, 1990; Salancik — Pfeffer, 1978; Rosso
et al., 2010 summary), but did not examine the ggec The model of social information processing
underscored the impact of the workplace environni®alancik — Pfeffer, 1978), and also served as the
foundations of two additional models: the modeljaf crafting and the interpersonal sensemaking
model of work meaning.

In my own research, in addition to the change m®ceé paid special attention to examining patterns
which may be detected in the process of meaninggshal he authors identified patterns in the process
of meaning change in the model of job crafting. yiheowever, primarily identified the changes in



meaning initiated through the individual’s own nvation, which covered whatever job the individual
was holding at the time. In my own research, | drach changes which came about as a result of some
critical event. | paid special attention to the rk@ation of the impact the workplace environment] a
my research covered a broad range of the indivislualation to work in addition to their specifioly

(e.g. work as a life-domain). In sum: | have nairfd a single study which would have examined both
the alteration of the content of meaning and thengk process, while also emphasizing the impact the
individual’s social environment has — thus, frons gherspective, my research represents new findings

It is my hope that my work will contribute to a finer understanding of the change of the meaning of
work: by conducting my research in a different esmt(looking at critical events), | may be able to
spotlight new aspects of this alteration. As thensiary above shows, there are two studies related to
the field of the change of work meaning which | sider points of departure for my own research:ghes
were authored by Wrzesniewski and Dutton (2001) laydVrzesniewski et al. (2003). | believe it is
worthwhile to examine, in connection with these stoadies, what theoretical contributions | expegt m
own research to provide. Both of these studiesdedurimarily on examining the change of work
meaning as a process; they were less detailecinahtentual questions of the meaning of workhén t
study dealing with the phenomenon of the job angftve see examples for linking the process and
content questions (p. 182). In the model of intespeal sensemaking model of work meaning, the
authors used the identification of job-role-selfincorporate contentual questions in their modetyt

did not explore, however, the contentual patterhthe meaning of work and the job-role-self. My
research allows for an exploration of contentudtgoas from several perspectives (mechanisms,
orientations and schemas) as well as the idertigicaf the process. | expect my research to pevid
information on the change of work meaning as fanes, previously unidentified further attributeg ar
concerned: the extent of the change and its natiumethis regard, it could prove to be novel coneglar

to published processes examining the change ah#aming of work.

ll. Research Methodology

When describing the implementation of my reseatctely on the interactive model of qualitative
research design of Maxwell's (1996). The reasordse to do so is that during my research, my
understanding of the phenomena examined changadingeto a change of my research question, the
conceptual environment | am in and the methodolagplied. These interactive dynamics, which
Maxwell's model so aptly describe, are a uniqueues of qualitative research. | will structure the
various chapters accordingly.

II.1. Methodological Background

In accordance with my research goals and reseaiestigns, my research is structured primarily adoun
gualitative interviews and a case-study methodologyA case study is a piece of empirical research



which examines a particular phenomenon in its dactm@ironment, especially in cases where the
boundary between the phenomenon and the contextuised (Yin, 2003:12-14). Case studies are
preferred in qualitative methodology and may beliadpwith a variety of goals in mind: to constract
theory, to obtain a deeper understanding of a looatext or to test a theory (Yin, 2003; Eisenhardt
1989; Szokolszky, 2004). This is due to the facit tbase studies allow for several events to be
connected, as the genre takes into consideratemthraction between the individual cases as asll
between the case and its context (Maaloe, 2003e Galection indicates what the researcher finds
interesting and how (through what cases) the rebearbelieves the research question can best be
addressed. The research unit is the case itseithwhay be a venue, an event, a specific behaaror,
action or specific individuals (Beck-Bir6, 2009 my own study, theasesare critical, memorable
(pleasant or unpleasant) workplace events whiactdt the sensemaking of work.

In my conceptual framework, it is a specific ingtarof surprise that elicits the process of meaning
change. | was seeking an appropriate methodologjmatoach which was provided byitical events

or critical incidents. Applying the approach oftical events is a novelty in research examining the
meaning of work. Webster and Mertova (2007) reteteecritical events which individuals were able to
recall even after a long time and which contributeé new understanding or world view on their part
(p. 73). The individual does not plan, expect antoa these events (Webster — Mertova, 2007). These
events come as a surprise to the individual. Tladyais of critical events is generally known agicai
incident technique (CIT); Flanagan (1954) is credlitwith the scientific application of CIT. The
methodology appeared in the late 1990s in qualéatocial constructionist research (Chell, 2004).

II.2. Research Steps
Data Collection

To meet my research objectives — examining the mgaof work and change process of work meaning
— and to explore potential background mechanismlspse to studyepresentatives of one professign
human resources manadetduman resources managers can provide an integestmplebecause HR
practices and the scientific regard of HR in gehisréaced with several contradictions, some ofchhi
have been accompanying HR functions since earlBafts-Kovats, 2006).

Following the selection of the profession to seageemy research field, the next important step was
determining the sample In keeping with the traditions of qualitative easch, the sample was
compiled using not a statistical approach, buteoitbtical one; the sample is deliberately small and
contextually embedded (Miles — Huberman, 1994; BoRO00; Gelei, 2002). When compiling my
sample | looked for variety in terms of individudlaracter traits. | determined six traits and sough
ensure variety in them. My research was built adouon-probability sampling (Babbie, 2003); one type
of such sampling is the snowball method. In my aede, | conductedcase-specific analysisl

! The abbreviations HRM or HR are used for humaouese management.



examined pleasant and unpleasant critical incidemisthe effects these had on the meaning of vork.
interviews conducted with my sample of eleven irdirals | was able to identify twenty-five cases: of
these, fifteen had to do with negative experiereekten were linked to positive events.

The primary tool of data collection for my disséida was the set ofjualitative interviews (Kvale,
1996) which provided an opportunity to explore peed experiences related to the defining events
identified by interview subjects, as well as to adse the individual’'s thoughts and feelings. Each
interview consisted primarily of two major focusimpis: first, exploring the meaning work carries for
the individual and secondly, collecting surprisiagd critical events or cases which in some way —
positively or negatively — significantly affectelet meaning of work as defined by the individual.
Interviews were structured around a preliminargiview outline; at the same time, interviews varied
widely according to the specific subject's own exgeces. | conducted interviews with subjects
belonging to my research sample, recording eackicsed used a qualitative methodology to analyze
the verbatim transcript of the recorded interviellsoked for similar patterns and coded thessjimgl

on the content analysis software Atlas.ti. | stoet my analysis around three main questions:
exploring the content of the meaning of work; idigmg the change of the work meaning; looking
separately at positive reinforcing processes amghthe processes that lead the individual to be les
certain.

Data Analysis

Data analysis incorporates three interlinked suzgsses (Huberman—Miles, 1994; Miles—Huberman,
1994): data reduction, data representation angrbeess of drawing and verifying conclusions. These
may precede data collection, may take place coectiyror may continue following the collection of
data.

Data reduction: reducing the amount of information available tigb selecting, on the one hand, the
conceptual framework and research question anthe@mwther hand, the research methodology. In my
research, | applied the approachneéaning categorization(Kvale, 1996): | grouped interview texts
into categories, examining the connections andlivétween them. | examined the connections between
various categories and codes separately in the afasach interview subject, and then | placed any
corresponding categories in separate groups. lesamined the relationships between categories and
groups. The various categories and groups in ngarel were, thus, created based on interview texts
and through the relevant theories. This is how Wasious category-groups of orientation and
mechanisms were created, together with the indalidteps of the process.

Data representation presenting the data in a structured and conderasdoh which facilitates the
drawing of conclusions. Using the software Atlad.tgrouped the codes in various hierarchies and
groups, and used a graphic representation of tagaeships between closely interlinked codes tmeo
up with a web, which | used primarily to examinéat®nships between orientation and mechanisms.
The search function of Atlas.ti was a useful taothat end: i.e. | was able to search for andwgalihe
relevant texts for each code and group.



In order to understand the change process, | pedpadividualcase descriptionsfor each change
processes, which contained quotes andse-level analysibroken down by code. Processing the codes
in this way facilitated the comparison of the vasocases, the classification of the cases and the
identification of relationships between the cadés.present a summary representation of the data, |
plotted the various steps of the processes snnamary chart. This also depicted the relationships
between the various steps. Furthermore, | prepasegnmary table allowing for an easy comparison

of the various cases. The table provides a cormigeview of the data available and was of great
assistance during the analytical stage.

Drawing and validating conclusions interpreting and analyzing the data representetlc@ndensed.
The table summarizing the changes allows for a cehgnsive overview of the various groups, patterns
and relationships. It also provides an opportutmityidentify the frequency of the various cases, to
determine how many cases fall under each group t@ngporary or lasting change; different types of
reinterpreting a situation).

| used methods of comparison and seeking out difie#s as a tool of analysis and of drawing
conclusions during the process of analysis. | glesmecial emphasis on examining particularly stgki
and special cases: cases which, for some reason,rno individual group during the analysis or wer
impossible to group according to specific criteria.

11.3. Validity: Quality Aspects of the Research

When conducting a scientific study, it is importaatensure the quality of the research. Qualitative
research schools tend to rely on criteria such aslity, reliability and generalizability, which ar
employed in traditional studies. At the same tithe,meaning of these criteria here is differenisdbe
method used to achieve these goals, than in treeafasaditional research studies (for more, sekeiGe
2002). The traditional approach utilizes an endipsistem of control (Bokor, 2000): there is a pre-
determined sample, a pre-determined measuremeeidgiined variables and scales as well as
statistical sampling. At the same time, qualitatresearch places the emphasis on the process itself
Ensuring validity and reliability, as well as casifrare present at every phase of the researchidKva
1996; Gelei, 2002). This practice, however, maydimalized to a much lesser extent than is the case
with traditional research methods using a quantgagpproach. In the following section, | will
summarize what principles | adhered to when condgctmy research. These helped improve the
validity, reliability and generalizability of my search. | relied on the works of Miles — Huberman
(1994), Huberman — Miles (1994), Kvale (1996), Makw1996), Bokor (2000) and Gelei (2002) when
compiling this list.

Self-reflective attention, acceptance and appercepn

* Prior to examining the data obtained, | recordedprgsuppositions, my emerging understanding
and schemas, so that by making these explicitsl atde to look at the data in a more open manner.
| was able to observe how my subjects view and retaled their work and the world around them.



I recorded my own understandings and recognitidready during the process, treating these as
hypotheses and moving forward with data analysis@gtheir lines.

At every step of the process, | examined and rexbnahy dilemmas and options, and | made

conscious decisions (e.g. compiling the samplepdppities for analyzing the data).

Tracking surprises. | encountered many surprisesgluny research, resulting from the exploratory

methodology used. All of these were, essentiallgnges affecting new conceptual frameworks and
schemas.

Transparency

My data is presented in a structured format, arth Wie cases elaborated, in an appendix to the
dissertation. Although the cases contain raw dathpenty of quotées they also depict interview
subjects’ opinions. This will allow the reader tmk up raw data in their original context to track
any level of my conclusions.

| strove to document my research process cleadiytarmake it transparent. For instance: | have
shown how my research focus changed, or how theegof personal work schemas changed.

| planned for a pilot project to make my questiamsl data analysis more exact. | described the
findings of the pilot phase and decisions madedasehat in the thesis.

| paid special attention to, and covered in myigdsow | handled contradictions or contradictory
cases.

Triangulation

| used a tape recorder when collecting my datéhodgh | did not prepare the transcripts myself, |
listened to each interview and added to the trgptsevhere necessary, while listening to the
recordings. | kept a research log to record my B&pees during the interviews and while
examining transcripts and analyzing them. | reliedaddition to the interviews themselves, on
subjects’ biographic information.

Seeking out contradictory interpretations and exqi@ns; self-checking. | endeavored to seek out
negative and contradictory cases which went aganesiailing theories or my own presuppositions.
Replicating conclusions. | looked for inconsist@scin the cases and between the cases: did the
individual's self-image and values change, and warg changes temporary or lasting? By also
examining values, beliefs, self-image and orieatatas well as the mechanism, | was able to view
each case through several different lenses. Whencobuntered something through one lens, |
verified it through another, using another pergpeatf analysis. This allowed for cross-verificatio

so that | could examine each case from 6-8 diffepamspectives, making each case clearer and
stripping it as much as possible of contradictions.

| sought out my colleagues and other experts fedlfack as far as my conclusions and analysis
were concerned. | also sought out the opinionseeémal of my colleagues, cognitive experts and
psychologists in connection with difficulties reddtto the meaning of work and when identifying or

2 All interview subjects agreed to the use of theesathey described in this dissertation; their marhewever, have
been changed.



interpreting schemas encountered in the text.d ppecial attention to any contradicting opinions
provided by experts.

Generalizability

Maxwell (1996) differentiates between internal amdernal generalizability: in the case of the
former, the conclusions drawn may be generalizdg fam the entire field or group, while in the
case of the latter, the inferences may be validbbéythat range. In Maxwell's opinion, internal
generalizability is one of the strong suits of gaive research. Often, however, there is no nreaso
to suppose that the conclusions drawn from a validlitative study would not be valid in a
different context as well.

We can differentiate between three possible leokteneralizability: (1) valid from the sample for

an entire population; (2) valid from a particulaagtical context to the level of the theory; anjl (3

valid from one case examined to a next. In the chgpialitative studies, it is primarily the latter

two levels which are possible. The last item igndérest primarily within the framework of the
study, while theoretical generalizability is actyaihe real test external validity. “In this case,
generalizability means that a general theoreti@@héwork is established which may be utilized in
another context as well. By doing so, these newiect® may be understood, given certain other

conditions” (Bokor, 2000: p. 127).

Thus, my research aimed at internal generalizghalitd, by developing the conceptual framework

itself, at theoretical generalizability. | intendéal rely on the following criteria to support the

generalizability of my research (Bokor, 2000: p8}t2

* A careful identification and description of the gue features of my sample, to which | devoted
an entire chapter.

» Ensuring an appropriate variance of my sample.vEn@nce of my sample was ensured by my
criteria when selecting the sample; | followed thesteria while collecting my sample. When
compiling my sample, | strove to select as difféibjects as possible, according to the criteria
chosen (according to age, gender, type of orgaaizagtc.).

* Providing sufficient, detailed descriptions so tha reader may identify conditions matching
their own situation. | ensure this through quoted a detailed elaboration of the cases. | am
including the cases in the appendix to my disdertatso that the reader may verify for
themselves the validity of my conclusions.

* Matching and linking with theories developed earlledevoted an entire chapter to comparison
with existing literature and to a discussion of reavd different conclusions.

* Providing a general description of processes aeul thsults. This is ensured through summary
chapters.

* Making the generalizable parts of the theory explithis is ensured through summary chapters.
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lll. Research Findings

Based on my research findings, we may differenti&tisveen two groups of critical events influencing
the meaning of work: pleasant and unpleasant s@griwhen processing my data, | assumed that |
would encounter differences between the effecigledisant and unpleasant surprises. | thereforedreli
on the two groups above and examined the effeatsitafal events on the meaning and meaningfulness
of work. In my assumption, | relied on the modela@leped by George and Jones (2001), who
emphasized that different cognitive activities linked when interpreting situations eliciting posat

and negative emotional reactions.

In general, | followed change processes in theudision of my findings, separately covering contahtu
aspects as well. In seeking answers to my reseprestions, | found that they were closely inteidk
and are difficult to separate: | therefore chosprésent my data following the change process.

l1I.1. Summary Description of the Process

Each critical event commenced with some kind ofnévinat was unexpected for the individual.
Situations found to be “different” and unexpected described in various ways by researchers dealing
with the study of sensemaking (Weick — SutcliffeObstfeld, 2005): contradiction, malfunction,
surprise, flustering, uncertainty, opportunity baos. In my model, based on Louis (1980a,b) | chose
describe this “different” situation as surprise.

Critical events are always accompanied, to somengéxby tension, which is in keeping with the
cognitive dissonance theory proposed by Festir2@0d/1962). George and Jones (2001) pointed to the
phenomenon of cognitive dissonance in their moaglialing the process of schema change. When
experiencing critical events, individuals striveréaluce tension to a level that is acceptablegamtand

to reinforce their own positive self-image and -s=feem.

As a result of the surprise, individuals recouriedv in some cases they came to question their own
beliefs and expectations. Individuals generallyhatis know, and find reasons for, why the unexpected
situation occurred and why the expected outcomendidmaterialize. Several factors influenced the
individuals’ interpretation of the unexpected sitola and what meaning they give to it: (1) statod a
power of the individual eliciting the surprise, (Bprms adhered to by the organization and the
individual, (3) information obtained from othersbservations and interpretations, (4) information
obtained from others: seeking information from athe

The tension experienced by the individual tendeeatse through the change of the interpretatiohef t
situation and/or through a change in their situaserving to reinforce their self-esteem and pessiti
self-image. Individuals shifted their interpretatioof the situation in the following ways: (1)
reinterpreting their job; (2) reinterpreting th&asks; (3) reinterpreting their workplace relatioips; (4)
reinterpreting their role; (5) reinterpreting thestationship with their profession; (6) reinterjong their
relationship to work as a life-domain; (7) reinteing their relationship with the organization) (8
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reinterpreting their own self-image. Each individomeay have experienced one or several of thesestype
of reinterpretations — and reinterpreting the situmwas necessary in every case to ease the tensio
Webster and Mertova (2007) also describe this whsrussing a new understanding and a new view of
the world (p. 73). One exception to this notiohis case of Baldzs2, which shows that if the degfee
surprise is not significant enough to lead to sdinel of change, the individual is able to reduce th
cognitive dissonance within a short time and dagsneed to reinterpret or redefine the situatioddo
so. This is actually typical in the lives of mosiople, and it is in fact reinterpreting which is\smlered
extraordinary.

In approximately one-half of the cases, the difiérgypes of reinterpretation and the actions of the
individual to realize these steps led to an easfrignsion within the individual. In some of thessses,
reinterpretation resulted in solutions without riegdradical changes. In some cases, individuals
describing an easing of tensions resorted to maal actions to change their situation: they tleé
organization or switched to a different job withire same organization or at a subsidiary. In therot
half of the cases, reinterpretation did not sudadgsbring about the necessary easing of tension,
meaning that the situation still carries withifutther potential changes, making it unstable.

| examine the change of work meaning and the chahgeliefs separately. | approached the meaning
of work from two perspectives, examining the chaafymechanisms and orientations in each case. The
cases may be divided into two distinct groups atiogrto the durability of the change: temporary and
unstable changes vs. lasting and stable chandesse are the dividing lines between the two groups.
Both groups include cases where the individuallgefseabout the organization changed and where thei
beliefs about coworkers changed. | was able totifyenases where the meaning of work did not
change.

Pleasant surprises

Another major group of changes is that of pleassnprises. Pleasant surprises differ from the
individual's expectations in a positive way: in thniajority of the cases in my research (in seveesas
out of ten) they improved the individual's selfemsin and led to a change in meaning. In this papagra

| compared primarily the effects of pleasant swgsiwith changes elicited by unpleasant surprises.
sum, | encountered the following differences as paread to unpleasant surprises. In positive cases,
cognitive dissonance was far lower: this is evinbgadhe lower level of tension and by the fact that
individuals were able to ease the tension morekfuidn the majority of cases (in seven cases),
individuals viewed pleasant surprises as reinfagr¢cirem and shifting their own self-image in a pesit
direction as a result. Lasting changes were accoiagdy various reinterpretations which represented
all types, except the reinterpretation of work akfexdomain. As a result of positive surprisesg th
individuals voluntarily took on additional, new kasand became more committed to the organization,
their role and their profession. Pleasant surprséher brought about lasting change or did nodl ea
change; | did not encounter temporary changes.sBigasurprises led to no changes when the
individuals ignored interpretation possibilitiesreanforce their self-esteem inherent in the siturat
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The figure below depicts the process and the cglahips between the various steps.

Figure 1: The change of work meaning as a resudtib€al events (author’s own data)
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change of heliefs about self

Mo change to meaning of work

l11.2. Summarizing the Change of Work Meaning

In the previous chapter, | have reviewed the chamgeess of work meaning and its various sub-types.
In this chapter, | will compare the categoriestd teinterpretation of the situation with the creuiod
work meaning, as well as conclusions drawn fronagd@t unpleasant surprises.

[11.2.1. The Durability, Permanence and Extent of the Change

We may conclude that in response to surprisingasdns, the individual tends to reinterpret several
factors related to their work and situation — amsla result, the meaning and meaningfulness of thei
work also changes. They formulate a new opinionlzeief of these reinterpreted factors. In the azse
temporary and unstable changes, this reinterpoetasind change of beliefs had to do with the
individual’'s job, tasks, workplace relationshipsiaheir relationship with the organization. In ttese
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of lasting and stable changes, the individual atsaterpreted their beliefs about themselves anthea
same time, also redefined their role within theamigation, or the role that their profession or kvor
plays as an important component of their life. &lthese indicate an ever-greater rethinking angbma
changes in the life of the individual.

Figure 2: The reinterpretation of the situation #meltypes of meaning of work in the various cgaeshor’s own data)
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Lasting changes only occurred if the individuahterpreted their beliefs about themselves anddlee r
they hold in the organization. It did not lead &sting changes if the individual was unable to fidgn
with their changing role (case of Viktorl), had ambivalent relationship with the manager (case of
Norbert2) and thus did not rethink their work idgnor were unable to identify with it (case of {T=l).

The case of Melinda — who also reconsidered relakip with her profession and work as a life-domain
— is worth looking at in greater depth. In her ative (case of Melinda2 and Melinda3), she did not
touch on a reconsideration of her role within tihganization. At the same time, reconsidering hev ne
profession and the significance of her work waageanied by a reconsideration of her tasks, job and
role, accepting a more or less radical change e$ehMelinda did not discuss these aspects of the
change; it is conceivable that she thought thisetself-explanatory.

In the case of temporary and unstable changesawetlgat individuals — to varying degrees — were
unable to experience in their workplace mechanistmsh would have imbued their work with a sense
of meaning and significance. This led to a droph@ significance they attached to their work and of
their self-esteem. One feature common to all teamyoand unstable cases is that the cognitive
dissonance continues to be present: in the nassatrecounted by the individuals, this cognitive
dissonance is characterized by contradictions @&mdidn. In the case of temporary changes, the
mechanisms changed, but the orientations did rage® on all of this, we may conclude that temporary
changes are indicated more precisely by the chahtiee mechanisms; in fact, a negative changeean th
mechanisms clearly indicates as much, as the fighosvs. Lasting changes brought about changes in
both the mechanisms as well as the orientations.

[11.2.2. Self-Esteem and Significance: The Meaningfulness @ork

Among the various mechanisms, two play more prontingles: self-esteem and significance. We have
already discussed self-esteem. As a result of asplg surprises, individuals feel their self-esteeay

be in danger: they felt themselves to be less itapband less valuable and lost their confidenge. B
transforming the situation and/or their interprietatof their situation, their goal was to reaffitimeir
own self-esteem and their positive self-image. €aseolving pleasant surprises are similar as far a
the interpretation of the situation is concernedividuals tended to use their interpretation iofozce
their self-confidence and positive self-image.

So far, we have not dealt with the role of sigmifice, although it is similarly critical and is,dilself-
esteem, generalizable for all. The mechanism-cayggarpose shows that work may acquire a sense of
significance simply by having a purpose (Rossolet2810). Among philosophers, it was primarily
Frankl (1988/1946) who emphasized the significasfgeurpose in the life of the individual: in Fratsl
view, no human being could survive for long withaygals — goals are simply that fundamental.
Researchers differentiate among a broad spectrugoai$: from intrinsic goals and motivations ak th
way to extrinsic or spiritually motivated goals @0 et al., 2010). In the cases examined, we saiw th
each individual had some distinct purpose whicty there hoping to reach and experience. This,
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essentially, provided the primary meaningfulneswork. Each of these goals is, in actuality, redate

a specific mechanism. For Rita, the meaningfulnefssvork was provided primarily by amicable
personal relations (interpersonal connectednessanéam); for Melinda, this was coping with difficul
tasks, proving herself and succeeding (competermérnyg mechanism); for Léna, it was helping and
serving others (perceived impact — service mechgnié/e were able to identify similarly fundamental
goals for each individual. We also saw that sumpgisituations, for the most part, posed a threat t
experiencing these goals. That is why individuéleve to create a situation that is more favordble
them and that would allow them to experience thmirpose, by formulating a new, different
interpretation and then working to realize it ttghuheir actions. When their own personal purpose
was irreconcilable with that of the organizatidmeyt left their workplace.

We encountered two examples where the individupéegnced such far-reaching changes in their lives
that it changed their fundamental goals. In thee aafsRita (case 1), her desire at amicable personal
relationships (interpersonal connectedness meahdmss replaced by a desire at recognition (self-
esteem mechanism). In the case of Melinda (caseo®jng with difficult tasks, proving herself and
succeeding (competence-proving mechanism) wasaeglay the desire for realistic requirements and
realistic tasks (control-autonomy mechanism). Ageaeral pattern we saw that cases where lasting
changes were processed, the fundamental purpoaebeaunore important and valued: this was the case
with Bencel, Léna2, Baldzs2 and Bence2 (as welllasses indicated by an upward-pointing arrow in
the Significance column of the figure, apart frofre tcases of Rital and Melinda3). We also
encountered examples where the case and the clhahg®t have to do with the meaningfulness of
work or their fundamental purpose: this was theecagh Lénal, Melinda2 and Viktor2 (no arrow is
shown in their case in the Significance columnhef tigure). Viktor's cases are worth examining more
closely, however. Essentially, it appears as thodigtor had dual goals: one has to do with a major
effect and realizing a significant change, but tiss met with failure. This is shown in the casktdfil

and is connected to the perceived impact-careehamsm. The other purpose has to do with personal
development, which is a new purpose for him (heigipated in a leadership training course just iprio
to our interview and formulated this purpose fanelf there); this is shown in the case Viktord] an
connected to the perceived impact-service mecharBgith goals operate in parallel: the development
purpose was announced within the organization, reng@roved successful in its realization. This was
reinforcing in nature to him. His purpose of reaiz major changes was not announced, it was
accompanied by failures, and this filled him withcaertainty and tension. If we compare these two
goals: the purpose at realizing changes loses sbitesignificance, but is still more importanaththe
development purpose. This was reinforced by thea fhat Viktor stated, in connection with
development, that he creates value for othersdobs not say that this is what lends meaningfulteess
his work. Viktor's cases depict a transitionary ghaf changing fundamental goals: a point where no
change has yet taken place. They also show, howélwat each individual may only have one
fundamental purpose. This is further confirmedhmsy tases of Melinda3 and Rital, where they describe
changes to their fundamental goals.
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We also see an example of a mechanism which tinimsathnot been included in the literature, and have
two cases to support its significance. This new lmmatsm is striving for financial security. The
literature (Rosso et al., 2010) defines mechanimsugh which the sources of the meaning and
significance of work influence the meaning and niegfiulness of work. We see from the two cases that
if striving for financial security becomes importaor, alternatively, becomes less important, thekwo
of the individual acquires new meaning and a nevammgfulness. We see examples supporting both
options in the cases examined. The case of NofNerbert2) shows that the meaning of work changes
when the individual feels threatened in their wdakp. Work is transformed into a workplace to hold
on to and the guarantor of the individual's liveltd and financial security. The case of Melinda
(Melinda2) depicts a situation where the individsi@esire for financial security decreases: instefad
financial security provided by her job, Melinda okes a type of “psychological security.” She hérsel
wants control to ensure that she does not end apsituation that would be humanly unacceptable for
her. This is signaled by an increase in the comutbnomy mechanism. If we examine striving for
financial security — as a new mechanism — we saieittis unable to fulfill the role of the fundameh
purpose of work: it is unable to imbue work with anengfulness. If this is the criteria we choose to
focus on, striving for financial security canndt finis role. At the same time, the examples absivew
that work acquires a new meaning through the psooésstriving for security. Thus, if we take a
broader approach to mechanisms — as a meaningr&f-wihien striving for financial security may also
be considered a mechanism.

At this point, it is worthwhile to return to thefdirences in definition, and distinctions, betweha
meaning and meaningfulness of work. This is oftgnored by the literature (Rosso et al., 2010;
Wrzesniewski, 2010). Through an understanding ef itidividual’'s fundamental goals within their
work, and of the significance of work, the two peeses are easy to separate. We saw, in the cases
examined, that each individual had some kind ohgpial purpose which they were hoping to
experience and which lent a meaningfulness to tiweirk. Based on my research, we are able to
formulate the following, more precise, definitiofi the meaningfulness of worklhe individual
experiences the meaningfulness of work primarily ttough the fundamental purposes of their
work, through the significance of their work — thisis what the individual strives to experience
through their work. This definition is worth expanding upon based onresearch.

* (1) Fundamental purpose.The individual may have several goals with theirkydut only one
fundamental purpose, and they work primarily to ezignce this one. Thus, there is a kind of
priority order among the individual's goals. Exae®plof these include the cases of Viktor, which
depicted a transitionary period in the change ef fimdamental purpose; the cases of Melinda
which depict a change in the meaningfulness of vaé incorporate a shift in priorities between
work and other components of her life; and the aafsRital, which describes a change of her
fundamental purpose. This statement also meansh@ame purpose may carry great significance
for one person, but may not be priority number fameanother individual. Fundamental goals, thus,
differ from person to person.
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(2) Social impact Although this is not included in the definitiothe cases still show that the
meaningfulness of work may change depending onindvidual’'s social environment and the
social impacts they encounter. The cases of MelamthRita serve to underscore this.

(3) The importance of the purpose The purpose is so critical for the individuakthhey would be
willing to take on serious risks to experience phugpose or if they encounter serious difficulties
meeting that purpose. Its significance is refleatethe fact that if the individual is unable ta@liee
that purpose, they may experience frustrationsvendllness. This is in keeping with Frankl’s
(1988/1946) statements regarding the importantleeopurpose.

(4) The purpose as a process and an experiencéhe purpose may, fundamentally, be linked to a
specific mechanism in the sense that this is natesbing to reach or be reached — it is to be
experienced, is an experience and is a process.

(5) The difference between meaningfulness and meaning follows from the definition that if
something is not a fundamental purpose, but is mapo for the individual, it impacts not the
meaningfulness of their work, but its meaning. thes words, the meaning of work can be every
additional purpose or mechanism, or content exprgsthe work, which is not the individual's
fundamental purpose. Thus, the relationship, foated at the beginning of the dissertation,
between meaning and meaningfulness is valid: “nmegininess is narrower in scope than meaning:
everything has a meaning, but not everything haganingfulness.”

(6) Enactment In the definition above, the phrase “what theivithal strives to experience
through their work” denotes that if the individuaicounters any kind of obstacle when trying to
experience their purpose, they will strive to ceemsituation more favorable for themselves — and t
facilitate the experiencing of their purpose — bynfulating a new interpretation and taking action
to realize this. The action taken to realize thes im@erpretation is in harmony with enactment, a
characteristic of sensemaking (Weick, 1995). Thecept of enactment emphasizes that individuals
are able to influence their surroundings. Il.e. tbefine a new role for themselves and proceed to
realize it (cases of Lénal and Melindal), or thbgnge their roles (cases of Léna2, Bencel) —
either within the same environment or under newdd@ns. As we saw in the cases of Norbert, it is
also possible that the individual may experiengaificant tension if realizing their own goals and
vision is met with obstacles.

(7) Perceived phenomenonin the definition above, the phrase “what theivithal strives to
experience through their work” indicates that iaisubject of the individual’'s perceptions how they
experience the purpose through their work. The ingéwiness of work denotes the extent of the
perceived sense of work — i.e. the extent to whioh individual is able to experience the
meaningfulness, the fundamental goals of their viotkeir work.

If we examine the literature dealing with the meafilness and meaning of work, we see that
researchers confuse, or at least do not treataeparthe concepts of the meaningfulness and mgani
of work (Rosso et al., 2010; Wrzesniewski, 201The distinctions in the definition used above (item
no. 5) between the meaning and meaningfulness ok vgoin harmony with the definitions used by
Rosso et al. (2010), Wrzesniewski (2010) and Phsttforth (2003). The concept of subjective
perception, and the social determination of peroaptemphasized in the definition and in the
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explanation are in harmony with the model of joafing (Wrzesniewski — Dutton, 2001) and with the
interpersonal sensemaking model of work meaningz@afiewski et al., 2003) — and with the model of
identity based model of work meaningfulness (Preghforth, 2003). At the same time, in addition to
fundamental differences — as shown above —, ithd@®me possible to provide an additional, more
exact definition of the meaning of work. This reggpts a new topic in the literature, that | will be
expanding upon in the concluding chapter.

[11.2.3. Frameworks of the Meaning of Work: The Model of Meaning of Work
Schemas

Following the summary, let us return to one of fli@damental conceptual frameworks of my
dissertation — schemas, with a necessary focusheordtical generalizability (Maxwell, 1996). As
mentioned in the preceding chapter, we are abttfferentiate between changes of various magnitude:
the task-job-role-profession-life-domain represemt ever-increasing rethinking and ever-greater
changes in the life of the individual. The variooategories of reinterpreting the situation may
essentially be understood as different perceptiandl interpretational frameworks of the meaning of
work, i.e. as different schemas of the meaning ofkwIf we look at our definition of the process of
sensemaking: it stated that we are placing sotirau$ in existing or emerging cognitive frameworks

it alludes to the existence or change of the peimeg and interpretational framework.

The model summarizes what perceptional and intepoaal frameworks the meaning of work affects.
In other words: what cognitive frameworks and categs the individual considers when thinking about
the meaning of work. Is it the individual’'s taskpj role, profession, a part of their life, workgza
relationship, their relationship to the organizatind the individual in their work. Thusiork, as a
perceptional and interpretational framework is made up of several closely interlinked
perceptional and interpretive frameworks — the meaning of the totality of all of these tesathe
meaning of work.

The model of the meaning of work schemas confilmas it is possible to identify a certairerarchical
structure among the various perceptional and interpretatibtmaeworks comprising the meaning of
work. Together with the reinterpreting of the jote individual also reinterprets their tasks: @sftase

1) transforms her tasks according to the new stmand agrees to take on the fight. Reinterpretieg
role also includes having the individual say nohteir current job, tasks and/or relationships @ksaut

or take on a new role: e.g. take on a managembnigoa specialist job (case of Rita 1) or takeaon
specialist positions vs. a management job (cas€mmd 1), or seek out a job which does not entakksa
they find undesirable (case of Melindal). Reintetipg the individual's relationship to their proem
includes having the individual change their underding of their current profession: they may chase
new profession in the place of their current ond aray rethink their role, job and tasks (case of
Melinda 2) or may become committed to their currprdfession (HR), role, job or tasks (cases of
Mihaly 1 and 2). Reinterpreting work as a life-domancludes having the individual change their
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fundamental understanding of the role their woikyplin their life, as well as of their professitimeir
role within the organization, their job and theisks (Melinda 3).

Based on the process, we can see that reintergibinsituation is primarily affected lbglationships
with managers and coworkers and how the individual makes sense of the stinatiepends on their
own thought processes and interpretations. Soaationships are the instigators of the changeakbwi
also affected by the change: as a result of anpewad event, the individual may reinterpret their
social relationships when reinterpreting the meguoiitheir work.

The temporary and unstable change of work meaniag be considered thirst-order change of
work meaning schemas; one unique feature is taisimg the change, the schemas may carry internal
contradictions (Fiske — Taylor, 1991; George — 30r#01). In the case of the lasting and stable
change of work meaning, the fundamental charadtehe meaning of work schemas is called into
guestion. This may be referred to ascond-order change when the individual must reframe
(Bartunek, 1988; George — Jones, 2001) their eafiens and their view of the world. In terms of the
change of the meaning of work, the second-ordengas different from the first-order change inttha
the individual's work identity changes, and sinliaheir interpretation of their own role also clges.

The figure describing the model shows what elemehtee meaning of work change as a result of the
change. Based on my research findings, a lastiaggsh of work meaning occurred in fourteen cases,
involving durable changes to the individual's meukms, orientation, beliefs and sets of values. In
these cases, the individual's self-understandiag ehanged, and as a result, so did their undelistan

of their role. In some cases, the change coveredthvidual's profession or work as a part of tHiée.
These are indicated in the figure using darkerrsolAs a result of the hierarchical structure, Js® a
know that if the individual changed their undersiiag of their role, this is accompanied by a
reinterpretation of their job or tasks. Based onregearch, it is not possible to draw clear conchss

on the change in meaning of social relationshipsthe majority of cases involving lasting changes,
individuals reinterpreted their relationships wittworkers or their managers. In some cases — b no
all — this change was accompanied by a reintefpoataof the individual’s relationship with the
organization. The model also calls attention to féet that a lasting change in the meaning of work
occurred if there was a change to the individua¢befs about themselves and their roles.
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Figure 1: The model of meaning of work schemash@ig own data)
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It is worthwhile to review the literature when examg the concept of the meaning of work schema. In
their manuscript, Lepisto et al. point out (p. 23t the literature is not consistent in termshaflevel

of abstraction of the concept of work There are interpretations where work is seentaslka a job or a
profession; the authors cite several examples df epproach. Some researchers defined work on the
level of tasks: “tasks represent the most basilclimg blocks of the relationship between employaed
the organization” (Griffin, 1987:94 in Lepisto dt,ananuscript). Others defined work on the leviel o
the job: “a set of task elements grouped togetkdgeén — Hollenbeck, 1992: 173 in Lepisto et al.,
manuscript) or “work tasks and interactions” (Wraesiski — Dutton, 2001:179). Citing models and
approaches, the model of job enrichment definedkvaor the level of the job (Hackman — Oldham,
1976), as well as in the model of job crafting (@smiewski — Dutton, 2001; Berg et al., 2010). Other
researchers approached the issue from the levibleoprofession, which they viewed as types of jobs
(Abbott, 1989 in Lepisto et al., manuscript). Ie ttMeaning of Work” (MOW) project, examining the
centrality and central role of work, work was imtested more abstractly, using the following defonit
“the degree of general importance that workingihabe life of an individual” (Quintanilla, 199158
Similarly, a more general interpretation of worksagsed in research covering work orientation, nglyi
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on the following definition of orientation: “beligfabout the activity of work in general” (Rosso et
al.;98). Lepisto et al. (manuscript) pointed dw#ttthese latter two approaches consider work oora
general and abstract level, and not on the levaltagk, job or profession. The authors refer i®rtiore
general level as work as a life-domain, similaleisure time, studying or family.

The results of my research add further detail é&ogbhestion of thabstraction level of work and add
additional content to this approach in two areastlly, the case studies add to the interpretagorls

of work: the level of task-job-profession-life-domas joined by an additional level, that of thdero
Secondly, these levels may be divided into two theoaclosely linked groups: the task-job group and
the role-profession-life-domain group. The change¢he interpretation of role-profession-life-domain
may bring change to the meaning of work and thentation of work; the change of the interpretation
of the task-job does not change the meaning of wexkept in cases where it is accompanied by the
changing of the role as well. Based on researallitsesve may be able to draw the conclusion that th
self-image of the individual, their work identitiaad roles is closely interconnected. This conoluss

in harmony with what is stated in the interpers@®aisemaking model of work meaning: in it, authors
point to the fact that the meaning of job, role #mel meaning of self are closely linked and affaw
another (Wrzesniewski et al., 2003) and jointlyeatfthe meaning of the work of the individual.

At this point, it is worthwhile to return to the moept of work orientation, which Pratt et al.
(forthcoming) and Lepisto et al. (manuscript) lidke the purpose of the individual as far as waka
life-domain, is concerned. Based on my findings, mey conclude that the purpose of work as life-
domain is too high-level in nature: even less raldiout comprehensive changes led to changes ik wor
orientation and the meaning of work. We have séwases to illustrate this (e.g. the cases of Bence
Léna, Mihaly and Csilla). Based on the above, wethat orientation is not on the level of life-doma
goals, but on the level of roles. This aligns wilke authors’ definition of work orientation insofas
orientation being considered a disposition. My aesearch underpins the relative permanence of work
orientation among the individuals: | saw that patakith the changes in work orientation, the bislie
and values of the individual also changed. In lightmy research findings, it is worth examining the
definition of work orientation as proposed by Rossal. (2010:98): “beliefs about the activity obmk

in general.” The authors treat this separately famtefs related to specific work. It is necesdarpadd

to this definition, based on the model, that tHesleefs pertain to the following aspects: role,fpssion,
work as a life-domain and the self at work.

In our comparison of the literature, it is impottam cover the model of job crafting (Wrzesniewski
Dutton, 2001). As a result of the crafting of thab,j the authors believe the work identity of the
individual (how the individuals define themselvaghe course of their work) also changes, as dues t
meaning of work as defined based on the definpiavided in the comprehensive review published by
Brief and Nord (1990b). The meaning of work (Wrzesrski — Dutton, 2001: 180): “individuals’
understandings of the purpose of their work or wihaly believe is achieved in their work.” The
conclusions of my own research both support thisiien, but also differ from it. As a common
element, we may state that for lasting change ¢oimat is necessary for the individual's self-ation
and beliefs about themselves to change. The difterés that in the definition formulated by Briefda
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Nord (1990b) does not precisely explain the “indidals’ understandings of the purpose of their work”
and what exactly the authors mean by “what theiebelis achieved in their work.” This may pertain
to goals having to do with task, job, role, professor life-domain —i.e. it can apply to the funaental
goals (significance) behind the individual's woskice all of these can be said to be the goalkeof t
work or what they wish to reach through their wdrkthe cases examined, we saw that each subject
had some kind of priority purpose which they stréwechieve — this served as the primary purpose of
their work. Based on the research, we see thahdashange also came about when the fundamental
purpose of the individual did not undergo a quatibange: e.g. the cases of Bence, Csilla2, Csilla3,
Melindal, Melinda2 and Léna. It is possible thaeBand Nord, as well as Wrzesniewski and Dutton,
did not look to define the purpose on this leveds&l on the meaning of work schema, | propose the
following new definition: the individual’s understding of the purpose of their work, or what they
believe they can achieve through their work; thisppse may be related to their tasks, their jobir th
role within the organization, their profession be trole their work plays in their lives. The meanof
work may undergo lasting change if the work idgmit the individual changes, or if the purpose teda

to the role of the individual in the organizatiardéor their profession and/or the role their wolkys in
their life changes.

IVV. Summarizing the Results of the Research

In this chapter, | will plot the results of my owasearch on the map of the literature dealing With
meaning of work, and | will point out where it cahtites to the professional discourse through new o
novel results.

To date, no researcher has applieddhalysis of critical incidentswhen studying the meaning and
meaningfulness of work; this is thus a new approathrough the examination of critical events, lswa
able to highlight several unique characteristicshef meaningfulness and meaning of work, and of the
change of work meaning, which no other study hadaged to identify before.

Individuals encountered critical incidents in tloeial environment of their workplaces — i.e. eacarg

was initiated by the manager of the organizatiodiraect supervisor or coworkers. Thus, based on the
research, we are able to state that coworkershemddividual's social environment in the workplace
affect the meaning and meaningfulness of the indidual’s work. These may transform the meaning
of the individual’s work, including their work omgation and its mechanisms. In fact, we may gdirt

to state that the individual — as a result of tleemworkers and their social environment — changes h
they perceive their tasks, job, coworkers, manageganization, role, profession and the role tidr
plays in their life. As a result, they may changs af these and could even change professions or
lifestyles. Literature dealing with the meaningwadrk has not examined similar results of the toke
individual's social environment in the workplace.
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The definition of themeaningfulness of work— expounded and expanded based on my research —
covered the difference between the meaning and imgfaimess of work, which matches the definitions
used by van Rosso et al. (2010), Wrzesniewski (R@b@ Pratt — Ashforth (2003). The definition
highlights several unique characteristics of thenmegfulness of work which have not been discussed
in the past. The research also points to anotmaval notion by pointing out that the individualsha
primary purpose which they seek to experience and/hich they are willing to take even serious sisk

| believe that this result, supported by furtheseiach, could provide new insight into our underditag

of the meaningfulness of work.

Through the examination of the process of sensergakiarrived at thenodel of meaning of work
schemas thereby bringing a new perspective to the serfegudies examining the meaning of work. |
pointed out that the various frames of the peroepdind interpretation of work are inseparable ftben
meaning of work. Based on this, it seemed neces$saagld to and detail the concept of orientatiod an
the broader notion of work meaning as they are uséuk literature.

Studies examiningvork orientation allowed for the possibility of the change of origtiin, but did not
however cover an examination of thature of this changei.e. this is a new topic in the literature.

Examining the mechanismgs new in the body of literature. Following the rfaxlation of the concept
of mechanisms, no research was conducted, to idatieis framework. Among the mechanisms, | was
able to identify — in addition ttasting changes — temporary, unstable changedfecting the meaning
of work. I also found an example oh@chanismwhich has not yet been discussed in the literagate
whose significance is supported by two cases. Tkemmation of changes to mechanisms and
orientations in my research made it possible tdaggpboth the examination of interaction between
orientations as well as mechanisms, and links between theseistnew in the literature as well. Based
on my findings, self-esteempays a key role among the mechanismignificance also plays an
important role, which also changes together witles# other mechanisms.

The research methodology employed and the resisk®vkred will be easy to use by HR specialists
and coaches$racticing specialistsmay contribute, using the findings of this studgywperspectives to
support their colleagues to shape their work moesammgful. The results of the study and the
methodology employed may also be used to revisparate practices: companies may better retain
their employees if they explore what it is that kemployees (or all employees) believe is the
meaningfulness of their work. By doing so, the campcan implement appropriate measures and
actions in their HR practices.
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