
 

 

Meaningfulness of Work under Multi-level Identity 

Interactions:  Case of Organisational and Occupational 

Identities at a Uniformed Service Organisation 

 
Himanshi Rajora (FP/07/15)  

 

Thesis Advisory Committee: Prof. Nimruji Prasad (TAC Chair & Thesis Advisor)  

Prof. Leena Chatterjee (Member) Prof. Anirvan Pant (Member) 
 

 

Abstract 

 

Organisations are embedded in society, and organisational members bring along with 

them their different beliefs, value systems, experiences, and practices. This makes the 

organisations as an amalgamation of individuals influenced by different social forces 

working together in teams. It is for this reason that issues in the organisations are multi-

level ranging from micro to macro aspects interacting, and interwoven. It can thus be 

argued that organisational and occupational level aspects can together impact an 

individual’s psychological experience of work. One such experience is the 

Meaningfulness of Work (MOW) for an individual. Meaningfulness of work is 

understood as “the sense made of, and significance felt regarding the nature of one’s being 

and existence” (Steger et al., 2006:81). May et al. (2004:11) defined it as “the value of a 

work goal or purpose judge[d] to the individual’s own ideals and standard”. 

 

Lysova et al. (2019) have proposed that there is a need to develop multi-level theories to 

understand the MOW by examining how organisations can better facilitate MOW based 

on personality, organisational, societal, and other factors. In spite of this vast scholarship, 

the literature on MOW remains sketchy towards examining MOW beyond its 

psychological individual level (Dobrow, 2013; Frieder et al., 2018; Fouché et al., 2017; 

Woods & Sofat, 2013). However, some indications that organisational level aspects 

(Albrecht et al., 2015; Colbert et al., 2016; Cardador & Rupp, 2011; Fletcher, 2016; Lee 

et al., 2017; Sorakraikitikul & Siengthai, 2014) and occupational level aspects (Allan et 

al., 2018; Duffy et al., 2017; Işık et al., 2019) can facilitate (or impede) MOW exist in 

literature. But, the literature has remained silent in examining these organisational and 



 

occupational level aspects, which may facilitate MOW, as ‘Organisational Identity’ (OI) 

and ‘Occupational Identity (OCI)’. 

 

Further, organisational behaviour scholars have also suggested that there is a need for 

problematising real-life context-based phenomena in formulating research problems 

(Alvesson & Sandberg, 2011; Bamberger, 2008; Cunliffe, 2003; Härtel & Connor, 2014).  

Hence, this study is an endeavour to pursue a research problem by problematising a real-

time context-based phenomenon. It seeks to understand MOW from a multi-level 

perspective, an aspect which has not been sufficiently examined in the literature (Lysova 

et al., 2019). The two levels taken together are organisational identity (OI) and 

occupational identity (OCI). Here, the OI is a macro level aspect; OCI operates at the 

meso (occupational) level, and MOW operates at the micro-level. 

 

In this regard, consider an anecdote from a real-life situation. Navy as an organisation 

employs house-keepers among its several employees, these employees are likely to have 

an OI of a sailor based on their membership with the organisation, their socialisation and 

training as sailors. However, based on their work profile, they are involved in mundane 

tasks like cleaning the ship, which depicts their OCI as that of a house-keeper. The two 

differently invoked but interactive identities, namely organisational identity (OI) and 

occupational identity (OCI), here are likely to influence the employees’ perception of 

their MOW. The thesis seeks to explore similar phenomena to understand MOW from a 

multi-level perspective of OI and OCI through the following research question: 

 

Question: Does the interaction between organisational identity and occupational 

identity influence the MOW? 

 

The study followed the qualitative research tradition adopting the interpretive style of 

analysis because the accounts of OI, OCI, and MOW are constituted through language 

and narratives which are context-specific (Klein & Myers, 1999) and to meticulously 

understand them, it was obligatory to follow interpretivism (Chreim, 2005). In the same 

line of reasoning, constructivist grounded theory (Charmaz, 2006) was adopted for 

analysis of data. The study was carried out in a combatant uniformed services organisation 

named ‘Gallant’ (pseudonym) because it offered substantial opportunities for the 



 

interaction of OI and OCI enabling an in-depth study into nuances of the phenomenon. 

The data comprised of 48 interviews, observations and archival documents. 

 

The study finds that identity interactions between OI and OCI impacts MOW for an 

individual.  In this regard, three types of identity interactions between OI and OCI are found 

which are further observed to impact MOW leading to four states of MOW. This study has 

also found that individuals practice certain strategies to enhance their MOW and observed 

three types of strategies which facilitate MOW by reducing the tension between OI and 

OCI. Individuals were found to be adopting more than one strategy simultaneously or at 

different stages of their career to enhance their MOW. These strategies do not guarantee 

any permanent or achieved state of MOW. However, the use of these strategies helped 

the individuals to transform their current state of MOW to an enhanced state of MOW. 
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