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Abstract

Purpose — Although the number of blue-collar industrial workers has been declining, manufacturing jobs
continue to have considerable importance, even in technologically advanced economies. This study gives a
voice to this often-overlooked group of workers, focusing on the Finnish vehicle industry.
Design/methodology/approach — The study assessed how manual workers in automotive manufacturing
describe their job pride and how their accounts were related to conceptualizations of work orientation. The data
included semi-structured interviews and an open-ended survey question on situations in which the respondents
had felt proud of their work. The data were analysed using thematic analysis.

Findings — According to the results, the respondents had a high level of job pride in general, but the meaning
given to this attitude varied considerably, depending on the situation. The study participants’ work orientation
was a mixture of instrumental and intrinsic traits. However, there were also respondents who did not
experience job pride or who had lost it because of the work circumstances.

Originality/value — Relatively little research has assessed the importance of job pride in the context of
industrial manufacturing. Recognizing job pride in its variety is crucial information for employers who aim to
develop working conditions and employee retention.

Keywords Assembly line, Automotive manufacturing, Blue-collar work, Job pride, Manual work, Skill,
Vehicle industry, Work orientation
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Introduction

Automotive manufacturing has been widely studied from organizational and managerial
perspectives (Nieuwenhuis and Wells, 2015; Pardi, 2021; Sturgeon et al., 2009; Womack et al.,
2007; Zacharatos et al., 2007), and recent research has focused on employment and working
conditions in the automotive industry (ILO, 2020). Yet, less is known how blue-collar workers
in this field experience their work.

This article focuses on Finnish vehicle industry workers and their accounts regarding job
pride. The objective of the study is two-fold: first, to assess how and in what kind of contexts
job pride is experienced and, secondly, how these descriptions are related to
conceptualizations of work orientation. The study uses the responses to an open-ended
survey question and semi-structured interviews as empirical data, which is interpreted by
thematic analysis. It is important to study job pride, because it provides motivation and
meaning at work or, vice versa, lack of opportunity for having pride in one’s work can be
damaging to work motivation and organizational commitment (Hodson, 2007).

The study contributes to the discussion on job pride (Lips-Wiersma et al, 2016; Lu and
Roto, 2016) by analysing the ways in which blue-collar workers describe their work instead of
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using job pride determinants defined by researchers. Rather than finding the source of job
pride, the focus is on what contexts and circumstances contribute to experiencing pride in a
job well done. Secondly, in many instances, workers’ expressions of job pride become
meaningful in accordance with their work orientation; that is, work-related values and
attitudes (Inkson and Cammock, 1987; Parker et al., 1997; Rose, 2005). Thus, pride in blue-
collar work is analysed as a context-sensitive phenomenon, considering different forms of
work orientation as relatively stable and personal basis for pride. Consequently, this is an
exploratory study, which brings together two very basic concepts of work.

Job pride, especially among blue-collar workers, remains an understudied subject, even
though other positive aspects of work, such as work engagement (Bakker and Albrecht, 2018;
Knight et al, 2017), meaningful work (Carton, 2018; Lips-Wiersma et al, 2016), dignity
(Buzzanell and Lucas, 2013; Lucas, 2011; Lucas and Buzzanell, 2004) and recognition (Arnolds
et al., 2010), have received significantly more attention. Blue-collar work is seen as dirty,
physically demanding, low-skilled and low-paid activity, providing little or no intrinsic value
for workers (Torlina, 2011). It is not typically seen as a source of pride, unlike professional
jobs. This was the dominant view of industrial sociologists (Springer, 1999) until the turn of
the millennium, when positive psychology began to gain ground. More recent accounts have
pointed out that blue-collar workers may find their work important, meaningful and
something to be proud of after all (Lips-Wiersma et al, 2016; Kreiner et al, 2006;
Torlina, 2011).

Moreover, blue-collar careers seem to lack the most common cultural meanings and signs
of success, such as financial compensation and organizational status. Signs of success with
passion for work, career happiness and freedom to do what one enjoys often presume white-
collar salaries, employability security and jobs that offer challenge and autonomy, which are
missing in most blue-collar careers. Nevertheless, blue-collar workers define their own
success in terms of status hierarchies built around seniority, job skill, or perceived danger of
certain jobs (Lucas and Buzzanell, 2004; Thomas, 1989).

Recognizing the meaning that blue-collar workers give to their “craft” is also crucial
information for employers who aim to develop productive working conditions and attract and
retain skilled workers. In their analysis of the British automotive industry, Focacci and Kirov
(2021) showed that workers’ ability and willingness to adapt to changing skill requirements
has been one of the keys why car manufacturing in the UK has survived global competition.
The Finnish automotive sector lends support to this interpretation.

The article is organized as follows: the next section offers theoretical background and
defines the concepts of job pride and work orientation. Context is also provided by
reviewing relevant studies of the vehicle industry. Then, the empirical data are presented:
open-ended answers to a survey question and semi-structured interviews and the method
of analysis. Next, the results of the thematic analysis are presented; that is, the ways of
feeling or not feeling pride in one’s work. Finally, a summary, discussion and conclusions
are presented.

Job pride, work orientation and the vehicle industry

The research literature on job pride is relatively scarce, despite pride having been described
as the most powerful motivational force in work organizations (Katzenbach, 2003).
In psychology, pride is typically regarded as an emotion, but also as an attitude, a means
to express self-esteem, motivation, personality dimension, source of utility and a strategy
(Lea and Webley, 1997). Lu and Roto (2016), emphasize self-oriented and event-based
achievements as the principal sources of pride. Empirical evidence indicates that job pride
has positive outcomes, and is linked to, for instance, work engagement, which may lead to
organizational commitment (Schaufeli et al., 2002).



In contrast to the self-focused achievements highlighted in psychology, organizational
management research considers pride a collective attitude derived from other-focused
activities, such as teamwork, which is fostered by the sense of belongingness or togetherness
(Lu and Roto, 2016). Gouthier and Rhein (2011), distinguish two types of organizational pride:
emotional pride is triggered by successful organizational events, whereas attitudinal pride is
a more general, durable state that is nurtured by employees’ sense of belonging to their
workplace community.

Sociologically oriented studies often see job pride as being closely linked to the use and
development of skills at work (e.g. Fearfull, 2005; Thompson, 1988). Following Green (2013),
this study maintains that skills are personal qualities that can produce value at work; they are
expandable and socially determined.

Blue-collar work in modern factories is a case in point. Today’s industrial workers no
longer merely work with their hands. Because of computer-based automation, many
traditional industries can accommodate large variations in product types and respond to
different customer needs on a just-in-time basis (Nieuwenhuis and Wells, 2015). For workers,
the changing technological landscape has necessitated learning new skills pertaining to
automation and robots. Manufacturing workers also typically work in teams and participate
in collaborative decision-making, especially when production problems arise, or production
needs to be reconfigured (McDermott, 1995).

In one of the relatively few empirical studies in which job pride has been at the centre of
analysis, Magee (2015) defined pride in terms of doing. His analysis considered pride in work
to be based on what a worker has done, such as overcoming obstacles to achieve success,
whereas job satisfaction was more strongly linked to Zaving (e.g. job-related resources), even
in the absence of effort.

Meaningfulness of work is essential to key work outcomes, and therefore organizational
leaders are required to establish the conditions that enhance it (Carton, 2018). On the other
hand, there are studies pointing out that coercive controls found in manual jobs promote
abuse that may intensify shame, creates hostility toward management and contributes to
conflict among co-workers. Resentment toward management arises from humiliation
embedded in the relational processes they tend to promote rather than from coercive control
(Crowley, 2014). Similarly, job pride may change according to different work circumstances
and duties. However, as job pride is based on relatively stable work orientation, it may be
brought up in another circumstances of work again. Thus, we need to better understand what
is changing and what is not in one’s relation to work. This study answers to this call for more
thorough understanding.

Work orientation

Individuals engage in paid work for different reasons. A key concept to consider when
determining these reasons is work orientation. In sociology, orientations towards work
(Furaker and Hakansson, 2020) denote value-laden configurations of cognitive preference
that embrace the thematic 7ationales of paid work in the context of the individual’s life course.
Here, a conceptual distinction between orientation and rationale is not made, but they point to
the same phenomenon.

Goldthorpe et al. (1968) differentiated three types of work orientation in their classic study.
First, instrumental orientation regards work as a means of acquiring the income necessary to
support life and work itself has little or no intrinsic value. Second, bureaucratic orientation
refers to a career; that is, work in return for steadily increasing income, social status and long-
term security. Third, Goldthorpe et al. differentiated work as a group activity at different
levels of organization and loyalty to one’s employer or workplace community as solidaristic
orientation. Thus, an employee with instrumental orientation regards work predominantly as
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Table 1.
Examples of work
orientations and

rationales presented in

previous studies

a source of income, while an employee with bureaucratic orientation is engaged with career
development, and an employee with solidarity orientation connects with the workplace.

According to Rose (2005), work orientations are made up of thematic rationales of paid
work. He points out that work rationales often have at least a general consistency and they
also appear to be relatively stable, although he also argued that youths’ rationales of work
altered significantly over time. The first, expressive rationale, emphasizes the idea of seeking
work for self-actualization, while the second, instrumental rationale prioritizes work for its
economic return, whether to support everyday living (instrumental provisioning) or certain
lifestyle (secondary instrumental). Rose (2005) also pointed to a third rationale he found
applicable only to a small number of people; that is, social rationale, which indicates that some
people work to avoid loneliness and foster social interaction.

Parker et al (1997) have identified two additional work orientations which, they argue,
employees are required to adopt in manufacturing settings. These are, first, customer-focused
strategic orientation and second, a broad and proactive role orientation. Strategic orientation
involves employees’ endorsing key strategies such as increased flexibility, the minimization of
inventory control, preventive problem-solving, continuous improvement and other principles of
modern organizations. When employees develop such an orientation, their efforts will probably
focus on reducing costs, increasing customer orientation and improving quality, which are aims
in almost any organization. However, a change in strategic orientation is not enough and
employees also need to develop new, complementary role orientation. Employees need to
embody broad and proactive approach to their work roles, in which they take responsibility of
work beyond their immediate operational tasks and recognize the importance of acquiring and
utilizing a wide range of know-how, which enable them to contribute at broad level.

The forms of work orientation presented above and utilized in this article are summarized
in Table 1. Other theories of work orientation exist (Furaker, 2020), but for the aims of this
article the conceptualizations summarized in Table 1 appropriately explain the differences in
blue-collar workers’ job pride experiences. Based on Table 1, the forms of work orientation are
utilized as follows:

(1) Instrumental orientation: Work for economic return
(2) Career-focused orientation: Work as social status, continuity, promotion and security

(3) Solidaristic orientation: Loyalty to a work organization

Instrumental

orientation Work as a means of acquiring income

Goldthorpe et al. Bureaucratic Work as income, social status and security — a career
(1968) orientation
Solidaristic Work as group activity and loyalty to a work organization
orientation
Expressive rationale ~ Work for self-actualization
Rose (2005) Instrumental Work for economic return
rationale

Work to avoid isolation and make friends

Focus on customers, flexibility, preventive problem-solving,
continuous improvement

Proactive, responsibility for work beyond one’s immediate
operational tasks

Social rationale

Parker ef al. (1997)  Strategic orientation

Role orientation

Source(s): Authors’ own creation




(4) Expressive orientation: Work for self-actualization

(5) Customer-related orientation: Preventive problem-solving and continuous self-
improving

(6) Proactive orientation: Work beyond one’s immediate operational tasks
(7) Social orientation: Work as group activity, solidarity with co-workers

These forms of work orientation are used in the analysis of job pride among vehicle industry
workers. It has been stated that instrumental attitude toward work, work as a game or
contest, investment in the social relationships that work provides or turning work into a form
of self-expression could be identified as ways in which workers adjust themselves to the
realities of restricted opportunities (Thomas, 1989). In this article, however, one’s attitude
towards work is seen as something more stable and constant. Work orientation is considered
as constant personal basis for one’s adjustment to different kinds of work situations and
organizational circumstances. The aim is to consider the interrelatedness of job pride and
work orientation and the ways in which they act in co-operation.

Automotive manufacturing in Europe and Finland

Unlike some European countries such as Germany, Italy, France, the UK, or Sweden, Finland is
not known for its vehicle industry, albeit small-scale car assembly ventures in the country date
back to the 1920s. There is no Finnish passenger car brand, but according to the Finnish
Information Centre of Automobile Sector (2021), vehicle manufacturing and related areas employ
some 7,000 people in Finland. The entire automotive sector — including the manufacture of
vehicles, the sales of car parts and accessories, the car trade, and repair and inspection operations
— employ over 50,000 people, and the total turnover of the automotive cluster exceeds EUR 20
billion annually. In recent years, vehicle manufacturing in Finland has grown rapidly, but it has
also suffered from economic fluctuations, high staff turnover and criticism of working
conditions. The Finnish vehicle industry has nonetheless kept abreast with global competition.

With global trade, flexible just-in-time production, computer-based automation and agile
logistics integrating the entire supply chain, the days of the Fordist car factory focusing on a
standardized product with little variation are long gone. Since the mid-1970s, as Tolliday and
Zeitlin (1998, p. 231) write, “sweeping changes in markets and technology have transformed
international competitive conditions and spurred automobile manufactures in every country
to experiment with new strategies based on greater product diversity and more flexible
methods of production.” Co-operation with the government and research institutions has also
had an important role in the evolution of this sector (Focacci and Kirov, 2021).

Industrial manufacturing today is characterized by extenuated supply chains and
networks of economic actors connecting flexibly raw materials and finished goods (Pettinger,
2019). In this respect the Finnish vehicle industry is a case in point — a hub in an extensive
global network of contract manufactures assembling car models from parts supplied from all
around the world. It also has benefited from corporate subsidies and publicly funded research
and development. However, its strategy has been somewhat different from the norm. It has
invested heavily in robotics in body and paint shops, but on assembly lines, the Finnish
automotive industry relies more on manual work than its foreign competitors. This is seen as
a cost-effective, flexible approach, as a human is still more agile than a robot.

Know-how of the individual worker is a basic underlying requirement for the production
technique developed first in Japanese car factories and later on adopted in the US and Europe
(Womack et al., 2007). The total body of knowledge of assembly work is distributed and
utilized among the workers, and a large body of knowledge is required from every team
member. The workers themselves control the totality of assembly work and work pace. They
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have the complete set of materials for assembling one car, and therefore they can perform
their work efficiently. This kind of competence enables individuals to have an overview and
understanding of the assembly process. Once an individual achieves this kind of
understanding it becomes possible to trace new and better ways to perform (Ellegard, 2007).

There are, however, differences between car factories in different European countries.
In some, there is power imbalance between labour and the employer in favour of the latter,
which has led to declined worker autonomy and workers’ ability to maintain control over the
pace and intensity of work (Stewart et al, 2010). Despite the differences among car factories,
what is common is that work in the vehicle industry is hard and done in fast pace with
advanced automation (Focacci and Kirov, 2021; Zoller, 2003).

Research question, data and methodology

This article concentrates on pride in blue-collar work in the context of the Finnish vehicle
industry, which is an example of lean manufacturing that combines automation and robots
with skilled assembly line workers. The study asks, first, how do blue-collar vehicle industry
workers describe the job pride they experience and in what situations and contexts do they
recognize it? Second, it asks, in what ways, if any, are workers’ job pride and work orientation
interrelated? Two qualitative data sets are analysed to answer these questions.

The first data set included answers to the following open-ended survey question: “In what
situations have you been proud of your job or work? Describe these situations.” A total of 129
answers (85 men, 44 women) to this question were received and included in the data. All
respondents worked in the Finnish vehicle industry. The length of the responses varied from
one word to about 70 words. Most of the responses were in Finnish, but some were also in
English and French. All responses were analysed in original language and translated for the
publishing language.

The online survey was conducted in spring 2020 in co-operation with two Finnish trade
unions representing different industrial subsectors. The invitation to answer the survey was
sent to workers in three industrial subsectors, including 2,401 invitations to vehicle industry
workers, of which 217 workers responded the survey. Although the response rate is not high
(9%), it is in line with some other online surveys aimed at lower socio-economic groups in
Finland (e.g. Walsh ef al,, 2022). Even fewer (n = 129) respondents answered the open-ended
question concerning job pride. Yet the responses build up a rich set of qualitative data and the
respondents form relatively homogeneous group coming from similar organizational culture.
66% of the respondents were men, 31% were women and 3% did not want to identify their
gender as a woman or a man. The average age of the respondents was 44 years, and the range
was from 21 to 65 years. All the survey respondents and interviewees were trade union
members and represented the same company and worked in the same region.

The second, complementary data set comprised semi-structured interviews (n = 7) with
Finnish vehicle industry workers. The interview questions concerned interviewees’ current
job and work history, work task requirements and rewards, supervisors’ work and self-
management, meaningfulness of work and changes in work during the COVID-19 pandemic.
The formulation and order of the questions, and the number of follow-up questions varied.
The interviewees were asked in what situations, if any, they had felt proud of their job or
work. Responses to this question and possible clarifying questions following it were included
in the analysis. No direct question about work orientation was posed, and only the responses
related to job pride were analysed.

The interviewees were recruited through the online survey. The survey respondents were
offered the option of writing down their contact information for the interview. 134
respondents from the vehicle industry gave their contact details. The interviewees were
selected among those who had given their contact details and answered the open-ended



survey question about job pride. They were selected to represent both genders, different job
titles and various work positions. Despite this relatively small number of interviewees, the
aim was to ensure the variation of viewpoints and experiences. The first author of this article
e-mailed nine vehicle industry workers in late spring 2020 and interviewed seven of them over
the phone (two workers did not answer) in Finnish. The interviews lasted 33—63 min, were
voice recorded and transcribed verbatim by a professional firm.

All the interviewees gave informed, oral consent prior to the study. They had been informed
about the aims of the study and their rights to withdraw their consent anytime. Asking
unnecessary personal data was avoided. The survey respondents were informed about the aims
of the study online and responding the survey was considered as consent to participate.

The method of thematic analysis was used (Eriksson and Kovalainen, 2008). All survey
responses were included in the analysis, even when the respondents used different kinds of
conceptualizations of job pride in their answers. The first round of coding indicated if the
respondent had work pride or not. Moreover, the coding made a difference between two
categories: “no work pride” and “work pride earlier but not anymore”. The second round of
coding indicated seven separate codes, which were created based on the responses.
Throughout the coding process, constant comparative method was utilized to compare the
data applicable to each code and modify code definitions (Tracy, 2013). All the categories are
presented and analysed in detail in the next section, where the quotations are survey
responses without any details to ensure the respondents’ anonymity.

All the interviewees indicated that they felt job pride. The interviews were also coded
thematically according to the themes that were identified in the survey response analysis. The
interviews were first coded as feeling job pride, secondly reduced to match the same themes as
the survey responses, and thirdly, the interviews were used to help understand, contextualize
and interpret the survey responses on job pride. Finally, the empirical analysis and themes were
juxtaposed with the conceptualizations of the work rationales presented in Table 1.

Results

In this section, the results of the empirical analysis are presented according to the nine themes
related to job pride that were identified: (1) continuous pride; (2) pride in one’s pay; (3) pride in
positive feedback; (4) pride in the brand and product; (5) pride in one’s skills, work
performance and helping others; (6) pride in one’s work tasks; (7) pride in telling others about
one’s job; (8) pride in workplace community and teamwork; and (9) no pride in work.

Continuous pride in work
Job pride may vary from a temporary emotion to a durable attitude (Lu and Roto, 2016). In the
data, some answers indicated that the respondents were constantly proud of their jobs.

Every day, my work brings me a lot of satisfaction.
I have always had some kind of job pride, no matter where I work. I think all work is important.

Pride in work is highly context-specific and closely related to the workplace community
(Hodson, 1998, 2004), but the second respondent seemed to have more general pride in work.
More specifically, being proud of one’s work is part of the respondents’ general attitude or
orientation towards working, as the second response points out that “all work is important”.
Thus, these responses do not indicate the actual source of pride but its temporal continuity.

This kind of work pride is associated with expressive work orientation, which refers to
self-actualization through work. With such work orientation, paid work is seen as an
opportunity to apply one’s full personal abilities, whether innate or trained, in order to achieve
a sense of accomplishment in a work role considered worthwhile and enjoyable.
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Pride in one’s pay

A distinction is made between no pride in work and working only for pay, which is addressed last
and feeling proud of one’s pay, which is discussed here. Wages in the vehicle industry are relatively
low, especially in comparison to some other manufacturing industries, such as the forest industry.
In the vehicle industry, it is common to work in three shifts, 1 week at a time. When doing so, a large
proportion of one’s pay is extra pay for working the night shift or other non-normal hours.

The only pride I feel is the one coming from my bank account and salary.
I've earned so much by working overtime that I've surprised even myself. I'm proud.

Both responses refer to hard work and working overtime. In a previous study, car workers
who were exposed to repetitive strain injuries in ever-accelerating assembly lines, felt pride in
their hourly wages being higher than those for other jobs (Zoller, 2003). The second
respondent was proud of his hard work that also showed in his bank account. This was
associated as a way of feeling pride with instrumental work orientation, but there also was a
glimpse of proactive orientation, especially in the second answer, in which the respondent
emphasizes that he had worked long and hard, exceeding all requirements.

Proactive orientation refers to responsibility for work beyond immediate operational
tasks. It is assumed that the worker had worked overtime not only for the money, but also for
a greater goal — that of ensuring the smooth running of vehicle production — as working
beyond regular hours must always be voluntary according to the Finnish Working Hours Act
(872/2019, 16 9).

Pride in positive feedback

Another theme in the data was feeling proud for receiving positive feedback for one’s work.
Pride can be evoked by, for example, organizational celebration and reputation (Lu and Roto,
2016). Praise is a powerful but underutilized tool to motivate workers (Katzenbach, 2003) and a
source of job pride (Webster et al,, 2003). According to some respondents, feedback was given for
both individual accomplishments and the performance of the team or the whole plant.

When the client praises us.

If I've been praised for work or my ideas have been listened to and I've got positive feedback. Neither
happens very often and ideas don’t turn into practice, and you can’t write them down anywhere.

The second respondent pointed out that being praised or even listened to is not an everyday
incident, which may be why it felt so special. The interviewees were asked whether they
received positive feedback for their work and learned that it happens rarely, and is not part of
the organizational culture. One interviewee explained at length how he himself knows best
how to organize his work and workstation, but that workers are not listened to in relation to
their work. An official protocol for developing one’s work is in place, but in practice it does not
lead to any changes.

It is interpreted that job pride from positive feedback should be associated with proactive
orientation and customer-related orientation, but these cannot be differentiated from each
other here. Proactive orientation refers to an attitude that considers common objectives and
that one’s work role extends beyond one’s immediate work tasks. Customer-related
orientation, on the other hand, refers to continuous self-improvement. All these aspects make
positive feedback important.

Pride in the brand and the product
Another theme of being proud in our data was pride that was associated with the vehicle
brand and the premium car models produced in the plant.



Whenever I see the finished products, I feel proud that I've contributed to the overall work. I also feel
proud of the company brand to some extent.’

When I see a vehicle that is made in our factory on the road, I feel proud.

Being able to see the final product created pride among the workers, as well as the car brand
they were manufacturing, even though the average customer may not know or care where
their vehicle has been produced. This kind of job pride could be associated with a solidaristic
orientation, although not quite in the sense in which Goldthorpe ef al. (1968) defined the term,
since the respondents feel pride because of the end result of the production rather than the
organization itself.

On the one hand, the workers were proud of belonging to their workplace community.
This is the essence of a solidarity orientation, as understood by Goldthorpe et al. (1968). On the
other hand, the workers were proud of being part of a bigger success story of the car brand for
which they worked.

Pride in one’s skills, work performance and helping others

Another theme of feeling pride in one’s work was being a skilful worker and being able to use
and develop one’s skills at work (Green, 2013). This was indicative of doing one’s work well,
without mistakes and on time. The interviewees also described situations in which they had
made an extra effort to correct their peers’ mistakes or poor skills, in order to ensure the
smooth progress of the assembly line. Proud moments included:

When I've solved a problem that the bosses couldn’t solve.

When I worked in production and made no mistakes or could do a difficult repair. In what [ do now if I
manage to help and support a colleague so that they feel they are being helped.

Thompson (1988) has argued that the process of deskilling in automotive manufacturing,
which began as a luxury craft trade of skilled engineers and coachbuilders and transformed
into repetitive semi-skilled assembly line production, is a well-known story. The data,
however, tell a different tale. The workers were clearly skilled in their “craft”.

Preventing or solving problems was a common source of pride expressed in the data.
It was clearly related to customer-related work orientation, which emphasizes preventive
problem-solving and continuous improvement of the work process.

Pride in one’s work tasks
This form of job pride arises from specific work tasks one has performed or is currently
performing. Work on the assembly line was considered repetitive and boring, but the workers
had possibilities to move on to new work tasks or even be promoted, which would bring
variation to old routines.

The highlight of my work was the project for starting the manufacture of a new product.
I've been promoted while working for this employer.

As the first respondent points out, the launch of a completely new product was an exciting
experience. The second response indicated pride in career advancement when promotion had
caused a prominent change in work tasks.

In this context, pride in one’s work tasks was associated with career-focused work
orientation, which refers to one’s career and the factors contributing to career advancement.
Although factory work typically offers limited career prospects, it is not impossible to move
to a higher position in the organizational hierarchy or have more challenging work tasks if
one wants to.
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Pride when telling others about one’s job

These answers indicated that the respondents were not only proud of doing their work skilfully,
but also of having a good job with benefits. For example, they were proud when telling others
that they had managed to make a career change or find a new job at the car factory. There also
was an understanding that vehicle manufacturing is a respected industry, especially among
women workers. Pride in the industry was clearly emphasized in the interviews.

When I talk about my job to those who are interested.

When I say that I got my current job at a relatively old age and I'm also able to work and manage well
in that sense. I like to tell people that I'm involved in making magnificent cars.

Here again, the workers do not indicate the source of their job pride, but the situation or context
of it. Having a respectable job and telling people about it made the respondents proud. Pride
when telling others about one’s job is best associated with solidaristic orientation, which refers to
one’s loyalty to one’s employer and identification with the workplace community.

Several of the interviewees had worked for the car factory for decades, but at the same
time, employee turnover was high. The company had sometimes run large recruitment
campaigns. One of the interviewees mentioned that the firm welcomed women recruits.
In Finland, the labour market is highly gender segregated, and women represent a minority in
industrial manufacturing.

Pride in workplace community and teamwork
Several respondents mentioned successful teamwork and co-operation as a source of
job pride.

When team-work is carried out.

At times, when there’s a tough situation and people proudly work together for a common goal so that
we can finish the task.

Several female respondents mentioned this social source of pride in their survey answers, but
none of the male respondents did. However, the male workers emphasized the importance of
their work team and their co-workers in the interviews when they were asked what is
meaningful in their work. It is concluded that the workplace community and co-workers are
important to both female and male workers, but that they express this in different ways.

These responses emphasized the social orientation of work, which is built around the idea
of seeking paid work as a means of relieving domestic routine and isolation, or for the
opportunities it provides to meet new friends. According to Rose (2005), this kind of work
orientation is important for only a small minority of people, but based on the analysed data it
is not possible to completely agree with this view. Social relations are quite commonly
expressed as very important and an important source of motivation at work, although any
quantitative generalizations cannot be made here. Moreover, it is relevant to associate pride
in workplace community and teamwork with social orientation, identification with the team
and solidarity with co-workers.

No pride in work

The survey data contained several answers that clearly indicated that the respondent had
never been proud of their work. This situation was usually mentioned briefly instead of in
detail, as in the following responses:

Work is just work.

I need a job to get money, that’s why I work there.



Such responses were only found in the open-ended survey responses, whereas all
interviewees described feeling job pride. Some respondents claimed that working
conditions in the vehicle industry were so poor that they had never been proud of their
jobs at the factory. Others indicated that they had been proud of their work initially but had
later lost this attitude. Several answers criticized the employer’s business model as being far
removed from sustainability. The reason for losing job pride was related to working
conditions, which some respondents criticized vociferously.

In other responses, apparently of long-term employees, the respondents said that they had
been proud of their work in the past when things had been better:

When I first started in 2017, I felt proud. After finding out the truth about the company culture, the
means of managing and operating the company, I only feel embarrassment and repulsion towards
the factory. Especially its management.

When I worked in the logistics department in the 90s, the work pace wasn't determined like
clockwork. Like it is today.

The first respondent describes how he feels only embarrassment and repulsion towards his
employer. He uses rather harsh words, as do some others when describing why they feel no
job pride. These descriptions raise the question of how can a worker continue their everyday
work with such strong, negative feelings towards their employer and work circumstances.
Answering that question is beyond the scope of this study and cannot be covered by the data.
It is not possible to associate any kind of work orientation to these responses, but it would be
important to find out more about it in order to tell whether their job pride could be returned in
their current or in some other job.

Never feeling pride in work reflects an instrumental work orientation. In this case, work is
essentially seen as a mandatory and instrumental activity, rather than an activity valued for
itself. It has been suggested that pride both motivates workers and provides a lens through
which they experience their work (Hodson, 1998). Thus, the work motivation of workers who
do not feel job pride comes from elsewhere, and assumingly their main motivation is
simply money.

Summary

In line with prior research (e.g. Lucas, 2011; Torlina, 2011), the workers in vehicle industry
have various sources of pride in their job. As summarized in Figure 1, all forms of work
orientation identified in the literature could be analysed in the responses. This strengthens
the starting point of this study that the forms of work orientation offer a relatively stable and
personal basis for job pride in the changing circumstances of work. Although the feeling of
job pride is contextual, work orientation remains unchangeable irrespective of work
circumstances.

However, not all workers doing the same tasks or working in the same organization have
job pride similarly. Instead, there are workers who state that they do not feel any proudness of
work at all, while others have pride all the time, no matter of their work tasks. Some situations
of job pride are clearly based on having a job instead of doing certain work tasks, such as the
situations in which the respondent tells others about having a job.

Discussion

Studying job pride is important for a variety of reasons, and its implications extend to
organizational development and society. Job pride is linked to employee well-being,
motivation and work engagement (Hodson, 2007; Schaufeli ef al., 2002). When employees take
pride in their work, they are more likely to experience positive emotions, higher levels of job

Job pride and
work
orientation

239




[JSSP
43,13/14

240

Figure 1.

The dimensions of job
pride and their relation
to work orientations

_— Expressive work orientation

—_— Instrumental work orientation

Proactive work orientation

Customer-related work
orientation

Solidaristic work orientation

Career-focused work
orientation

i

Social work orientation

Source(s): Authors’ own creation

engagement and overall job satisfaction (Lu and Roto, 2016). This may lead to better
productivity, reduced stress, improved mental health and a better quality of life.

The results of this study indicate that employees who feel a sense of pride in their work are
committed to the organization’s goals. It is also likely that job pride fosters staff retention and
enhances an organization’s reputation making it a sought-after place to work, although more
research in this regard is needed. Organizations can develop strategies to enhance job pride
by creating a supportive work environment, recognizing and rewarding employees’
contributions and aligning job roles with employees’ skills. To achieve this, managers
should promote open communication, provide opportunities for skill development and
involve employees in decision-making.

Conclusions

In this study, the focus was on the context and circumstances where job pride is felt. An
unanswered question remains how the workers who had no job pride can cope with their
daily work and perform well enough to keep their jobs. Thus, more information about the
division and effects of job pride in blue-collar jobs is needed, especially about the situations in
which one has lost their job pride they previously had.

Instead of occupational deprivation and alienation, Finnish vehicle industry workers are
generally proud of their “craft”. Their work orientation is a mixture of instrumental and intrinsic
traits. Having a job is a necessity to make ends meet, but the study participants also took pride in
their skills and contribution to their workplace community. This interpretation is in line with
Torlina’s (2011) claims that blue-collar workers value their work highly, even if society does not
recognize its worth. Also concurring with the results here, Lucas (2011) concluded that blue-
collar workers’ dignity is based on the quality of the job performed and not the socio-economic
status of the job. In a similar vein, Magee (2015) has argued that job pride stems from action, such
as working to overcome obstacles to reach a desired work-related outcome — the experience of
job pride flows from doing: what one does or has done determines one’s self-worth.

Despite the analysis lending support to the interpretation that blue-collar workers are
active individuals who have healthy self-worth, manual labour commands far less respect



outside the confines of factories and working-class communities. To borrow Goodheart’s
(2020) distinction, society at large, and the mainstream media in particular, glorify people who
work with their Zeads (cognitive work) and dismiss those who work either with their sands
(manual work) or Zearts (care work). This article offers no panacea to this problem, but it
would certainly be beneficial if blue-collar work received more scholarly attention than it
currently does.

This study is not without limitations. First, the response rate was fairly low, although it is
quite typical for this usually hard-to-reach group. Those who belong to a lower socio-economic
level do not answer to surveys as active as those in higher levels (Tolonen et al., 2006).
Nonetheless, the majority of respondents also answered the open-ended question about the pride
they felt at work. Moreover, all the respondents and interviewees were union members. Second,
because of the qualitative methodology applied in this study, the results cannot be directly
generalized outside of the original context of vehicle industry in Finland. At the same time, this
limitation opens an avenue for future studies in other countries and regions to compare the
vehicle industry workers’ job pride, or even to compare job pride across different industries.
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