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any psychologists take the view

that leisure fosters personal de-
velopment whereas work allows individ-
uals to express the abilities and interests
that they have developed. On occasion,
work may prompt workers to develop
their abilities and expand their interests,
but organizations do not design work to
serve that purpose. Accordingly. psy-
chologists are not accustomed to thinking
about work as a facilitator of human de-
velopment. When psychologists study
work and workers, they do not concen-
trate on development, but instead deal
with adjustment variables such as success,
satisfaction, stability, and strain. Nev-
ertheless, changes attributed to the tran-
sition from an industrial age to an infor-
mation age may force psychologists to
reconsider whether occupations just im-
plement a self. Maybe work can also de-
velop the self.

Demick and Miller have prepared a
book that explores the issue of adult de-
velopment in the workplace. As editors,
they sought to induce a synthesis of
theorizing from the specialties of devel-
opmental psychology and organizational
psychology. The specific angle thev use
to approach this intersection is intriguing,.
They recommend that paradigms com-
monly used to study cognitive develop-
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ment in adults be used to examine how
work tasks, occupations, and organiza-
tional culture might influence individual
development in the workplace. Readers
need not be familiar with the vast liter-
ature on cognitive development in adults;
but, it would help to know about the
contributions of Jean Piaget, William
Perry, Lawrence Kohlberg, and Heinz
Werner because the chapter authors
generally use their models.

To focus attention on the intersection
of work and individual development, the
editors made it the topic of the Sixth
Adult Development Symposium spon-
sored by the Suffolk University Psychol-
ogy Department and the Society for Re-
search in Adult Development. All 13
chapters in the book, with the single ex-
ception of the integrative chapter by the
editors, originally were presented as
symposium papers. The editors organized
the subsequent book into three parts de-
fined by the unit of analysis chosen by
the chapter authors. Part I contains eight
chapters that deal with individuals in the
workplace; the two chapters in Part II
concentrate on dyads and groups; and the
two chapters in Part III address organi-
zational culture.

Unfortunately, Part I falls far from the
mark of exploring adult development in

the workplace. Rather than focusing
scuarely on that topic, its eight chapters
instead present rather typical develop-
mental stage research that happened to
be conducted at a workplace, or used
work as the content for examining a
structural model. Because each chapter
reads like a journal article, readers may
think that they are reading a special issue
of a periodical. From the chapters, read-
ers learn that (a) occupational groups dif-
fer in world view, (b) reasoning ubout
waork follows a stage model, (¢) workplace
interventions foster moral development.
(d) u stage model of cognitive develop-
ment reveals differences between and
among medical und pharmacy students.
(e) ego development relates to thinking
about leadership, (f) commitment to work
relates to career choice attitudes, and (g!
worker chronological age does not bias
supervisor evaluations. Although each
study is interesting, as a group they skirt
the issue of individual development in the
waorkplace.

Just when readers may become con-
vinced that none of the chapters will ad-
dress the book's stated topic, three chap-
ters demand full attention. Jan Sinnott's
intriguing chapter explores interpersonal

_conllict at work as a pathway to adult de-
velopment. Sinnott asserts that” intri-
group conflict and complex thought
stimulate each other to foster both indli-
vidual and group development. She con-
cludes her chapter with an insightful list
of practical methods that can be con-
sciously used to transform intregroup
conflict into individual development.

In the next chapter, Linda Morris as-
serts that a learning organization prompts
learning and personal development
amongst its employees and continually
transforms itself. She integrates infor-
mation from 24 journal articles and con-
cludes that learning organizations em-
phasize collective intelligence, adapt
quickly to new demands from the envi-
ronment, and plan transformations of the
organization and its individual members.
Such organizations strive for a balance
between the developmental needs of the
workers and the organization. To accom-
plish their goals, learning organizations
reinforce new patterns of thinking, and
may thereby promote a worker’s cogni-
tive development.

In ‘“*‘Atmosphere and Stage Develop-
ment in the Workplace,” Commons,
Krause, Fayer, and Meaney use a general
systems model to characterize the rela-
tionship between individuals and their
organization. They demonstrate that
workers' responses to a particular de-
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mand do not indicate a fixed structure
within the workers. Instead, the workers’
responses reflect the outcome of an in-
teraction between individual differences
in developmental level and the contin-
gencies of reinforcement used by the
organizational culture. Unfortunately.
many oreanizations just do not reinforce
higher stage responses. In contradiction
to the premise of the book and the us-
sumption made in previous chapters, the
authors of this chapter warn that work-
pluce atmosphere typically places a ceil-
ing on individual development. rather
than encouraging development to higher
stages. Their study provides a heuristic
framework for research on the interaction
between workplace atmosphere and in-
dividual development. Moreover, it
compels readers to question whether or
when work develops the worker.

Development in the Workplace takes
the first step in promoting a synergistic
relationship between adult development
and organizational psychology. The next
step may be to add the contributions of
vocational psychology to the mix. Re-
search oa adult career development of-
fers information about adaptation to
work, insights that may be useful in ex-
ploring when and how work develops
workers. Furthermore, vocational psy-
chologists have recently begun to use
developmental—contextualism as an in-
tegrative framework for studying careers.
Critical variables in this transactional
framework. such as embeddedness and
affordances, may enhance research aimed
at comprehending how a workplace fos-
ters or hinders the personal development
of its occupants. -

Clearly Demick and Miller have real-
ized their aspiration to chart a new ter-
ritory. Their book expands the concep-
tion of adult developmental psychology
by aptly aemonstrating that work can
provide the focus for study of develop-
ment. In so doing, they have produced a
unique book, hopefully one that will
move psvchologists to reconsider the
roles of work and leisure in fostering
adult development. m
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esearch on emotions in the work-
R place is not new (e.g.., Hersey,
1932): but only in recent years (e.g., Ra-
Faeli & Sutton. 1989), in part due to
Hochschild's book The Managed Heart
{1983), has it emerged as a central topic
in the study of organizational behavior.
Thus, there is much that remains to be
understoed about emotions in work or-
ganizations. The purpose of this collec-
tion of 10 essays is to stimulate such
growth in our knowledge base.

Social constructionism, psycho-
dynamics. feminist theory, and the dra-
maturgical approach represent the prin-
cipal conceptual tools the authors used
to explore emotions in the workplace.
Consistent with their theoretical orien-
tations, the authors’ research methodol-
ogies are highly qualitative and often in-
terpretive. In and of themselves, such
approaches to the study of emotions in
the workplace, of course, are not prob-
lematic; however, they are only one set
of options for inquiry. Generally, the au-
thors do not attend to what experimental
social psychologists have learned about
affect and the application of that knowl-
edge in organizational behavior (e.g.,
Barron, 1993; George & Brief, 1992; Isen
& Barron. 1991). In one sense, therefore,
this collection is too narrow in scope.

Alternatively, the scope of the book is
in no way troublesome in terms of the
kinds of organizational concerns ad-
dressed. Those concerns, for example,
focus on the study of emotions in boss—
secretary relationships, in the Polish
Communist party, in a hospital unit for
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victims of cancer. in regards to the phe-
nomenon of organizational nostalgia. and
in universities surrounding the issue of
political correctness. Clearly, the book
demonstrates the potential breadth of the
study of emotions in organizations; and,
indeed, it serves to stretch the boundaries
of organizational behavior’s domain. -
All in all. is this book a worthwhile
read? Absolutely, at least for those re-
searchers unfamiliar with the sorts of
theoretical and methodological ap-
proaches the authors adopt, for anyone
interested in the particular organizational
concerns they address, or both. Ult-
mately, will the book generate much re-
search on zmotions in work organiza-
tions? Regrettably, I doubt it. This is so
because I believe the theoretical and
methodological approaches advanced in
the book will be a turn-ofl to most or-
ganizational behaviorists who are more
comfortable with the traditional thinking
and mechanics of social and organiza-
tional psvchology. For these more tra-
ditional types, like myselF, the book does
contain real hurdles in terms of ideology,
terminology, and what are considered to
be the rules of scientific evidence. Nev-
ertheless, those hurdles are worth jump-
ing for the audiences I have indicated.
The book probably would have been a
real gem if the editor had collaborated
with others well schoolzd in the social
psychology of affect in work organiza-
tions. Perhaps, however, such a marriage
between the avant-garde and tradition-
alists is too much to hope for; and, stu-
dents of emotions in work organizations
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