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The good news is that it can be developed through a four-step process
M.V. ANURADHA ' of a unique identity for us.  crises within organisations that  based on skills that are import-
! However, there are also as- could be relevant for identity.  ant for the organisation as well
he term identity is used pects about ourselves that are  Firstly, working people could as mapped to one’s personal
in various ways. In one of natural to our personalities, as-  experience a personal crisis —  capabilities and interests. A
its more common us- pects that if changed might displayedin a feeling of notbe- person who is cognisant of
ages, it refers to the unique make our behaviour pnnat-  ing valued by the organisation, these dialectics of identity dy-

characteristics of an individual
that distinguish him/ her from
others in a social context. The
essence of the term lies in the
fact that identity is the self-
definition of an individual in
the context of a group. And it is
this context that makes the
concept interesting to under-
stand, because both the indi-
vidual and group forces are at
work in crafting the identity of
the individual.

Three dimensions

Identity is a complex concept.
It involves a descriptive dimen-
sion (What characteristics do I
possess?), an evaluative dimen-
sion (How am I valued because
of my characteristics?) and a
resulting efficacy dimension
(Am I confident of my ability to
perform a task using my char-
acteristics?). The descriptive
dimension helps us develop a
self-concept and the evaluative
dimension affects the self-es-
teem of the person. Greater
the positive valence associated
with the characteristics one
possesses, higher is the self-es-
teem of the individual and vice
versa.

Lastly, the efficacy dimen-
sion is the basis of the confid-
ence that an individual dis-
plays in any work situation. If
we want to actively engage in
developing an identity for
ourselves at work we first need

. to be aware of this structure of
identity and then devise a plan
to improve all the three
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Identity development
Image refers to the way others
view us. Identity is how we
view ourselves. Research on
how organisations come to de-
velop an identity for them-
selves suggests that they rely
on the feedback they receive
about the way others outside
the organisation perceive it (its
image) to interpret and con-
struct the organisational iden-
tity. Identity development
therefore is a dialectical pro-
cess based on feedback from
stakeholders in the social con-
text and an active interpreta-
tion of this feedback by the or-
ganisation.

A similar principle would
apply if we were to understand
identity development at an in-
dividual level. At the work-
place, people receive various
kinds of information or feed-
back about their own compet-

ence, the contribution they
make through their work to so-
ciety and their personal worth
in society because of the work
they do. This information acts
like a mirror for us to know
what we are good at, what we
are valued for and what our
standing is in a particular or-
ganisation. This gets reflected
as our sense of identity and
personal competence.

1f we are known for possess-
ing expertise in a certain do-
main that expertise becomes
our identity within the organ-
isation and is directly linked to
our sense of self-esteem and
self-efficacy to carry out a task.
Being known for a specific
characteristic or skill within an

organisation (that is, possess-

ing a unique identity within
the organisation) also acts as a
source of power for the indi-
vidual possessing it.
Therefore, it’s immensely

beneficial for each individual
to actively work on building a
unique identity for oneself
within the organisation. How-
ever, most of us are at a loss
when it comes to actually de-
vising an action plan for doing
this. So, here's an action plan
for identity development.

Step 1: Self-awareness

Self-awareness is a crucial and
indispensable first step for any
kind of development activity.
Awareness of one's strengths
and limitations requires a keen
observation of self. The indi-
vidual should be constantly
mindful of what excites him/
her and also what bores him/
her? This constant mindful-
ness can be corroborated by
seeking feedback actively or at
least by being open to feed-
back from others about one’s
competence. Renowned aca-
demic Jeffery Pfeffer also sug-

gests that we could have a per-
sonal board of consultants
(that is, people who will give
you frank and honest feedback
about your personal capabilit-
ies) for increasing our self-

. awareness and eventually de-

veloping a unique identity for

_ ourselves.

Step 2: Consonance

Once this first step has been
carried out honestly, the
second step of developing a
personal identity requires
working on creating a conson-
ance between one's image (un-
derstood through the feedback
received from others) - and
one’s identity. There could be
two possible ways to do this.

(i) Self-acceptance: The
feedback we seek from others
serves multiple purposes. Ital-
lows us to change some as-
pects of ourselves that might
be hindering the development

ural. In such cases, self-accept-
ance is the key to develop-
ment. Self-acceptance
combined with self-awareness
leads to the development of a
quiet confidence in ourselves.
This confidence is crucial for
identity development.

(ii) Skill development: When
we know what we are good at,
we need to map our personal
abilities with the skills that are
important and scarce for the
organisation.

Developing skills in activit-
ies that are based on our per-
sonal interests and abilities en-
sures that we are good at what
we do. While developing skills
that are important and yet
scarce to find will increase an
individual’s visibility and
worth in an organisation. For
example, if an organisation val-
ues skills in data analytics and
an individual is good at lan-
guage and social interactions,
then this individual could try
and develop skills in qualitative
(language-based) or social me-

dia analytics. This skill would

be important for an organisa-
tion to reach its goal, and it is
also probable that relatively
fewer people possess this skill
making the person indispens-
able for the organisation. This
is how we can map our per-
sonal interests with the organ-
isational interest and develop a
unique identity for ourselves
within the organisation.

Step 3: Managing identity
There could be two kinds of

feeling incompetent, feeling
stressed out because of the
fear of evaluation. A second
kind of crisis for identity could
arise when organisations are
changing.

For example, when the en-
vironment changes and organ-
isations decide to downsize to
remain competitive, employ-
ees face the crisis of retaining
their jobs and remaining
employable.

‘Step 4: Crises of Identity

Since an individual’s employ-
ment and employability are
dependent on the unique abil-
ities of that person as recog-
nised by the organisation
(one's image), being aware of
one’s image in the organisation
is the first step towards man-
aging personal identity. Simul-
taneously, one also needs to
work on developing an identity

namics is better equipped to
deal with both the kinds of
crises - personal- or
organisational,

Career development of an
employee is as much a re-
sponsibility of the individual as
it is of the organisation. Work-
places today have become ex-
tremely fast-paced and there-
fore, it is more crucial than
ever before for an employee to
actively work on one’s own
skill development, nurture
one’s own natural talent and
be well-educated about work-
place dynamics. These efforts
would enable a win-win situ-
ation for the employee as well
as the employer.

(M.V. Anuradha is Assistant
Professor — Organisational Be-
haviour. & Human Resource
Management at Great Lakes In-
stitute  of  Management,

ENGG./PRODN./TECH

4

Chennai.) /

Government of India
Public Enterprises Selection Board
invites application for the post of

DIRECTOR (TECHNICAL)
IN
CENTRAL COALFIELDS LIMITED
(CCL)

Last date of receipt of applications in
PESB is by 15.00 hours on
31st October, 2017
For details login to website:
http://iwww.pesb.gov.in
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