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Abstract

The paper argues that the wish to pionesr and innovate
is essential if talented persons are to give their best to
Sﬂciefy. The paper reports the relationships between the
pioneering - innovating and five other motives, namely, gro=-
wth, effectiveness, conscientiousness, status, and safety,
for a sample.of 750 Indian professicnals, and relationships
between these motives and environmental characteristics, long
term career choices, fluency, blockage, initiative, stc., for
smaller samples of professionals. The paper also presents
some intriguing data on the différences in correlations bet-
ween the six motives under conditions of high and low con-
flict among motiues. The paper concludes with a discussion
of the implications of the findings for the nurturance DF-.

talent.



Motivation, Talent, and Development

A critical antecedent for the fuller development and
manifestation of creative talent in our country may be moti-
vation, Without a strong motivation, a talented person is
unlikely to make the titanic effort needed to actualise his
or her potential. Biographies of outstanding indivdiduals
(e.q. Untermeyer, 1955) as well as psychological research
(McClelland, 1561; VYroom, 1964) indicate the centralify,sf
motivatidn in human achievement. This may be espscially true
of poor societies, such as Indié, uhére facilities and oppor=-
tunities four creative work may not be as abundant as in the
west, the work ethic may. be ueak, and indeed, there may be
social as well as economic obstructions to pioneering or
innovative work. Thus, strong motivation is needed both to
make the effort to develop one's potential and to ovesrcome
socio-economic hurdles in the way of pioneering or creative

Worke.

But what kind of motivation may be particularly apgro-
priate for the development and manifestation of creative
taleht? Many different motives seem.tn have led to innova-
tive acts. Ffeelings of insecurity or deprivation, captured
in the adage "necessity is the mother of inventions" may have
led to major inventions, especially during war time and
dther periods of adversity. Sociclogical research suggests
that desire for upward mobility, that is, hicher st=tus,

leads "followers® and social groups Lo imnovats in o limited



way,; by adopting many aspscts of the lifestyles of higher
status social groups (Merton, 1957; Robertson, 1667; Rama
Murthy and Hanumanthappa, 1¢79; Smelser and Lipset, 16665
Zaltman and Stiff, 1973), McClelland's research on entre-
preneurship suggests that the need for achievement may be.a
significant predictor of entrepreneurial behaviour (McCle-
lland, 1961, 1975)., The need for originality may impel
scientists to discovery (Busse and Mansfield, 1984). Hou-
ever; soms of these motives may not te very durzble predif
ctors of creative behaviour, because they are extrinsic.
Once situations of insecurity pass, the desire to innovate
may -decline, Similarly, once a group or an individual
achieves the membershiptof its reference group, the desire
to innovate may decline. MeClelland's need for achievement
is not extrinsic, but then the kind of entrepreneurial behaw
viour it predicts is not necdssarily of the pioneering,
innovative, Schumpetarian kind (ochumpeter, 1934). Busse
and Manfield's need for originality, too, may not be extrin-
sic, but it apbears to be specific tD'scientiFic.creatiuity.
In the context of a developing society, in which creative
talent in hundreds of different fields needs to be harnessed
to spur socip-sconomic transfnrmatioﬁ, the identification
and nurturance of an intrinsiec, durable motive that can
impel hundreds of thousands of talasnted individuals to actua-
liss their potential by undertaking pionesring and innova-
tive work in their respective arsas of inlcro:t assumes

strateqgic importance.
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The paper reports some aspects or just such a motive, It
has bcen labelled the pisneering-innovating (PI} motive
(Khzndualla, 1985), since those with high levels of this
motive may have an intrinsic, durable desirs %o inmnovgte,
pioneesw, creata, do something unigue and distinctive. The
data on the reliability and validity of this motive, its im-
poftance for 750 professicnals and different groups gf pro-
fessionals, and its relationship with five sther motives, has
been reported earlier (Khandwalla, 1985;. In this paper some
interesting relationships of the PI and five other motives
uith one another under concitions of high and low conflict,
the relationships of thess motives with dimensions of a crea-
tivogenic environment (Arieti, 1L76: ch.14: Khanduwalla, 1484 3
ch.6), with divergent thinking ability, with some psrsonality
variables, etc., ars reported, and their implications for

socip-economic development ars discussed,



Foundations of the Pl Motive

Biographies of outstanding individuals {Rai, 1983; Un~-
termeyer, 1955) suggest that many of them hava a strong need
to pionear, be it to be the first to reach the top of Everest
or to found a new industry. Some of them have a great desirc
to innovate; that is, to change the status guo in an area OT
activity. Thus, pioneering Indian industrialists like Tata
(Hafris, 1956} and Walchand {Khanclkar, 1969) sought to found
such industries as steel, shipping, air transportation, and
construction engineering. Pioneering imstitution builders
like Yikram Sarabhai {Ganesh and Joshi, 1983) sought to found
a series of spocially relevant institutions (Vikram Sarabhai
launched dozens of institutions including Indian Institute of
Management, shmedabad, ahmedabad Textile Research assuociation
(ATIRA)}, Physical Research Laboratory, Indian Space sapplication
Centre, and Community Science Centerj. On the other hand,
inventors like Edison {Untermeyer, 1955}, and 3.C. Bose and
Ramanujam {Nandy, 1980) may not have pioneered activities,
‘but they made great discoveries or inﬁentians. They seem to
have a great need tu discover or maodify an existing paradigm.
Common to both the pioneering and the innovative spirit is
the thirst to venturs into the underknoﬁn, and to initiate
activities that change life. 4t the core of both pionearing

and innauétion, therefore, may bes the spirit of creation,



The Operational Measure of PI and Five Other Motives

"Different motives compete for the psychological and other
reéaurces of the individual. Motivatiocn is not cost free.
Thus, it was thought desiraﬁle to build certain costs into the
instrumént measuring PI and five other *potentially competing
motives. For this, first a number of situations were identi-
fied. For sach situation the respondent was asked to allocate
30 points among six alternative responses tu the situation,
Each of the six alternatives tapped a différant motive. The
six included the PI motive. This way, a zero-sum conflict
(schelling, 1960) was created: a person could give more points
to, say, the PI alternative only by reducing thes points aval-
lable for other motives. Five other motives, all of them
significant in a develcoping country context were the competi-
tors of the PI motiue. The first was the growth or self-deve~
lopment motive, conceptually éimilar to the self-actualisation
motive bf Maslow (1954}, which may be an important motive of
professional elites, at least in Indiu (aingh, 1979; &oares,
Valechrn, «nd VYenkataraman, 1981; Muheshuari, 1483 ); the second
was the effectivencss motivey; similar conceptually to McClelland's
achievement motive (1%61)} and White's competence motive Lrusy;,
another value that may characterise the modern work éthic in =«
traditional asciaﬁy. Tuo other motives that may represent the
socio-historical heritage of a traditioﬁal and poor sbciety,
were the status énd the safety motives. The last was the con-
scientiousness motive measuring concern for others, and the

‘need to fulfill one's family and other obligations,which may
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be partly a heritage of a socisl obligations oriented tradi-
tional society, but in part also reprasents tha modern good
citizen ethic. The costs of PI (as also of ather motives)
were further accentuated by building =z approach-avoidance
conflict {Lewin, 194B) in each of the six alternatives for a

situation,.

An example of a situation with six alternatives may cla=-
rify thse procedurs. The raspondeﬁt is asked to allocate 20
points to the six alterpatives a to f listed belou (no ties
éllaued; a minimum ef 1 point to be given to an alternative

and a maximum of 15; decimals not permitted):

"] profer a spouse who is:

A Quite original and giftéd, gvan if someuhat moody and
unpredictable,

be. Very obliging and helpful, even to the point af being
somewhat gullible, |

c. Strongly inclined to develop his/her talents, even if

this means some neglect of family dutivs,

d. Rich,; sven if someuwhat plain.
e, Highly achievement oriented, even if a bit aggressivs,
fo From a high status family, even if o bit snobbish, "

The six alternatives above seak tp measure raspectively
the PI, conscientiousness, grouth, safety, effectivensss,
and status motives, It may be observed that in each alterna-

tive, something desirable {gifted spouse, helpful spouse,



. self-development criented spouse, rich spouse, achievement
:briented spouse, and a spousce from a highistatus family,) is
associ;ted with scmething undesirable ‘moody spouse, guliible
spouse; spouse Qho neglects family duties, a plain spouse,
an agg:essiue spouse, and a snobbish spouse,, thus creating
an approach - avuoidance conflict in ths respondent., -It was
hoped that such a cenflict may also minimise the social dgsi-

rability problem.

This sort of a scale structure mimics a relatively harsh
wrrld in which people have to tradg of f between alternative
éoals, and positive as well as negative cutcomes are liksely
nt matter what the choice. This choice-as-stress model may bs
especially applicabls in'deuelaping societies like India in
uhfch altgrnatiue (to traditional) life paths are opening up
dus to socio-economic dBUBlDﬁment and modernisation, but in
the context of limited resources, trade offs betueen alternative
mixed outcomes are imescapable. Thus, the scale may be parti-
cularly useful in social enﬁiranments in which choice is possi-
ble but costly. 4 copy of the instrument can bes made availa-

S :

ble on request,

For measuring PI and the other motives, ten situations
vers used., These weras {1) the respondent's priorities on &
holiday; (2) main aim in life; (3) creferences in the work
situation; (4) preferences in the home situation; (S)IpreFa-

rences for certain typses of carecr; {6} attractiveness for
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certain types of persons; i7) prufarences for certain types

of bingr-phies; (8) the use of Rs,20000 fecgiued by.the res-
pondent among specified alternatives; !9) approaches to accom-
plishing a tough task; (10j ambitions for one's child (present
br prospective). The respondent's scgores for the ten situa-
tions for ecach motive were aggregated. These scores ue;e
transfoimed into percentages by multiplying by 00 and divi-
ding by 300 (the total of the rcores for the ten situations).
Thus, the strength DF.a motive was its pefcentage score of the
total ppints allocated for all motives. Since the respondents
khad to allot, for each situation, at least ons point out of 30

but no more than 15 points, the minimum possible score for

cach mptive was 2,33 and t he maximum possible score was 505,

As measured the PI motive was found to have adequate re-.
liability \Lronbach's zlpha as well as test-retest reiiability)
and validity (Khandwall., 1-95). Reliabili y (Cronbach's alpha)
for the six motives rangsd from .61 to .B1. For validation, the
PI scores of groups identified on a priori grounds as high on
the PI motive were compured with the scores of groups believed
to have low scores on a priori grounds. 1In sach of three pairs
of comparisons, the "high PI"™ groups significantly putscored
the "low PI" groups. PI alsc had reasongble predictive vali-
dity. & sroup with a high PI score ocutscored a group with a

relatively lower PI scere on the uncommonness of aims and life

goals and uncommon hobbies.
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A significant finding for a sample of 750 Indian profe-
ssionais uas that the highest scoring motive uas the effacti-
veness motive (similar conceptually “~ MEClelland's achiéue-
ment motive {McClelland, 1661 ) and White's competence motive
(Uhite, 1959), followsd by the grouth motive (similar to
Maslou‘s-self—actualisatimn need, Maslow, 1954), followed by
the PI motive (Khandualla, 1985). The ueakest was the status
‘motive. The finding suggests that Indian professionals may

be modernising elites in an ascriptive society.
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The Cost opf PI

Table 1 (reproduced from Khandwalla, 1585, Table 5) shous
.the inter-correlations of the 6 motives for the sample of 750
prpféssiunais. ﬁI and grouth are not only significantly corre-
latad; both are significantly négatiuely correlated with the
remaining four motives. THus, both reinforce each other. But
both are psychologically quite sxpensive, for they seemingly
require the sacrifice {at the margin) of concern for safaty,
status, conscientiousmess {i.e. social obligations)}, as well
:as MgyuccessM, It should be emphasised that this is the per-
ceived reality {in actuality the cust may or may not be so
high)., In Indian conditions, professionals seem to feel that
they can pursue piopeering, innovating, and sélf—actualisatinﬁ‘
only by resisting the temptation to opt for economic safety,
social lzgitimacy, social status, and approval that comes from
aemanstrating one's effectiveness in conventional tasks. Thus,
in the eyes of professionals, pioneering, innovating, and self-
actualisation may.nat be socially very legitimate activities,
This, of course, makes sanss in a scciety in which socialisa=-
tiﬁn at home is in traditional safety; status, 2nd social obli-
gations-gcentered uaiues, though Western educétion evokes a
Wmodern" hankering for indivicualism, pioneering, etc. (Parikh,
1979). This schizoid socialisation may mean a sehse of guilt
if the choice is growth md piosnecring, ang a senss of frustra-
tion if tho choice is convintional middle class living, fhe
iarge negative correlation of -.62 batueen safety and PI is
especially worriscme, for it indicates that Pl-types of activi-

ties are seon as excessively risky in scopnomic terms., More



PI-tyvp2 occtivitics mnay be
costs of PI are decreased

or soclial engineering.

{Table

fortheoming 1if the psychological

through educatianél recrientation

1 about here)

13
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The PI Personality

What sort of a persovnality profile a PI person (that is,
a person with a strong desire to piopeer and innovate) may
have? Would he have high or low divergant thinking ability
(Guilford and Merrifield, 1960), high or lou psychological

.blockage {Davis, Danzig, and Nevis, 1970; Khandwalla, 1984

-t

¢h.3)? Would he be fatalistic or a dynamic person of initia=

tive?

For a group of 6% MBA students and 28 entreprencurship
trainers, data were available for fluency (a measure of diver-
gent thinking) and psychological blockage (that is, Uarioué
fears like Fear of failure, fesar of ambiguity, fear of social
disapproval, stc., and disabilities like rigidity, resource
__myapia,-starued sensibilitiss, etc. - éee Khandwalla, 1984
ch.3). for a sample of S0 entreprensurship trainees,; data
wore also available for psrsunsl initiative or dynamism, as
measured by Entrepreneurship Orientation Inventory {Rao, 1985},
in which respondents ars asked to choose, in each situation,
between two alternatives,one of which repressnts fatalism orT
external controul of the situation, and the vther, the possibi-
1ity of change through cne's oun efforts (the higher the scors
the higher the initiative score). Table 2 shows the correlae-
tioe- of the six motives with fluency, blockage, and interna=~

lity.or initiative.

{Tzble 2 about here)
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The data indicate thet PI and fluency and growth and
gaf luency may be positively related, while ~afety and fluen-
cy and status'and fluency may be negatively relatad. If we
can think of .FI and growth as fdevelopment® spurring motives
and status and safety aé tgtatus guo" spurriné mmtiues,.it
uDuld.appaar that divergent thinking ability spurs a develop-
mental orientation and depresses a status quo orientatiun.,
Conversely, a developmental orientaticn strengthens the capa-
city for divergent thinking and a status quo Driehtatinn
weakens it. O5ince brainstcrming, a w:ll-known technique for
increasing divergent thinking {(Usborn, 195%) is easy to learn
and practice, if employed widely it may also stimulate the

desirs for pioneesring, growth, and innovation.

The data indicate that PI and blockage ars negatively
related and safety and blockage are positively related. Thqs,
training programmes aimed at "deblocking" pursons may stren- ‘
gthen the PI motive and wezken the sa.aty motive, thereby
increasing the energy availabls Fir development - aiding
activities., «# number of such programmes are available, such
as sensitivity training {oirok., Sirsk., and Schloss, 1971),
| Est, and creativity training (Khﬂndﬁallag‘1984 s Appendix).
The dsta alss indicats that PL 1is aignificanfly puositively
related with, and the stztus mutive is significantly nsga-

tively related with, initiative and dynamism,

The three sets of correlaticns with the mctives suggest

that PI persons tend to bes dynamic and good divergent thinkersa -
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while safety and status oriented persons tend to be Fatalistic,
fearful, and poor at divargent thinkiﬁg. Thus, programs aimed
at incréasing the capacity for divergent thinking, unblocking
perssns, and strengthening their initiative and general drive
level should re-inforce their pioneering and inﬁmua;ing orien=
tation. Creativity training programs appear to giUe good re-
sults uis—afuis unblocking, strengthéning divergent thinking
ability, strengthening PI motivation, etc. {(Parnes and Noller,

167%: Khandwalla, 1984).
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" PI's Nurturance

For social enginesring purpcses, as well as for more
limited, ﬁrganiZatiﬁnnspecific neede, it is useful to know
the kind of environmant that can nurturs a desired motive.
Table 3 shows the correlations of the six motives with ten
dimensicns of the person's psreoeived environment thet global
;ésearch (summarised in Kﬁandualla,'1984 ? ch.6} suggests
chsfitutes a "cregativogenic enuiranmentﬂ \Arieti, 1476},
that is, an environment that stimulates creative behaviour
and divergent production. Thermeasure of each dimension was
an aggregate of the person's rating of his recollected child-
hood, recollected school, and current social environment, The
data are for a sample of 160 professionals, including manégers,

MBa students, and scientists,

(Teble 3 about hers )

_The data indicate that 2 creativogenic environment may
stimulate the PI, and to a lesser éxtent, tha éruuth, motives,
depnross the safety motive, and sssentialiy not affect the
effectivensss, cinscienticvusnusss; 2and status motives. In
terms of pioneering, innovaticn, growth, cte., 2 creativoge-
nic environment offers « doublsy advantoge 3 it accentuates
their importance and decreasss thelr principal psychological
cost {(safetyj. Conversely, anc this ic equally significant,

a non-creativogenic envircnment dampens pioneering, growth,
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ctcey ond raises security ccnsciousness. To the extent that
the nation's schools, homes, work orgarizations,; etc., have
‘10w levele of a creativogepic environ ant, the social cost,

in terms of pruducing sheszp, becomes clearer,

Five features of the creativogenic envircnment seem to
have strategic valus from 3 social enginesring viewpoint,
since all five are signi?icaptly correlated with PI, growthy
and safety. These are, a stimulating environment with excit-
ing tasks and inferactions; an envirenment that rewards crea-
tive initiatives; a pluralistic envirsnment with a diversity
of Dpiniuhs; une whiﬁh accords high status to picneers and
creators; and one which provides reasonablsc facilities and
resources ts pursue "wild® idsas. These dimensions are emi-
nently engineerable in a democratic sscicty with a develop-
mental focus and access to modern tolecommunications techno-

logy for classroom, home, and arganizational use.
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- Mptivation and Conflict

Human motivation under conditions of high and low conflict
has rarely been studied. But it may uve worth studying for both -
theoretical and'practical TEASGNS . in‘a benign world, where |
wishes suffice, and caraful trade offs between alternétiues do
nst have to be made, psople may reveal a diffurent ﬁ;tivatiana{
pattern than when they must meke hard choicss betueen alterna-
tives. The situaticns correspond broadly to caonditions of
munificence versus conditions of scarcity. Imn respurce and
sppartunity pror cunditions, preovailing azmong the poor of the
ceVelapéd world and the teeming millicns of the deuelsﬁing
world, trade off models of metivation, values, goals, neods,
behaviour, etc., ars likely to bz more rslevant than lau.can-
flict models of motivation, bshaviour, etc. In the develop--
ing world, especially in India, modelsof mutivation developed
in the opulent West are currently in vogue. especially the
need hierarchy model of Maslow {Maslow, 1954), the valence
modael of Vroom (1964), and MecClelland's model of motivation
(McClelland, 1961). None of these explicitly builds in con-
flict betwszn motiués or behavioural cutcomes. For instance,
in Maslow's need hierarchy mudel, ths question of conflict
betwoen needs is finmessed by ths assumption that affiliative
and egu.needs do not become salient_until the physiological
nesds are satisfied, and ths actualisation needs do not become
salient until the affiliative and égs naeds get satisfied.

But what if socic-economic conditions activate both security,

affiliative, and cgu necds and actualisation nesds, as in
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cuttures such as India's whers poverty and deprivation ars
"widespread but modern educationg nationalism, democracy, eco-
‘nomic development, and Westernisativn pous.fully stimulate ego

and personal growth nesds?

In terms of & muodel of motivation, we may expect that for
groups operating under scarcity condicions, that is, where con-
flicts amﬁng alternative gozals, eéc., are acute, correlations
amﬁng motives or needs may (aj) be larger, and (b} more often
nagafiua, than for groups operating under munificent conditions
in which trade offs nsed nct be made su clearly. To tsst
this expectatisn, Table 4 shuws correlations among the six
:hatiUes fFor a group nf 28 MBa students for two conditions.

In the-First conditicn, the motives weres measured as indicated
in this paper, namsly, by allocating, Fﬁr eaéh of ten situa-
tions, a fixed number of points for six alternatives (zach
seskinn tg'measure one of the six motives,. Thus, the measu-
rement was under a situation of zsro-sum conflict. 1In the
qecgng c.ndition, ths respondents rated cach alternative on
a.a-puint Likert scale, with 1 = strongly disagres, and 4 =
strongly agree. Here, whatever conflict the respondent per-

ceived betweon the six altsrnatives uwaes mininnl, since he or

she had the freecdom to rate all the alternatives 4.

{(Table & zbuut here)

1

The table shows some dramm=tic ciffaropcoues in cuorrelations,

.
Signs match in only saven sut of i5 pairs of correlations, The
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number of p-irs in which the correlztions are statistically
different {at the 5; level, 2 tazils) are ssven. . although for
both groups, ten cDrralntiuﬁs are negatiue; the number of
statistically significanf negative correlotions are 8 for
the high conflict group versus 2 for, ths low conflict group.
Disregarding signs, the average inter-curreglation for the
high conflict group is ,35; fur the low conflict gr;up, only

IZD'

More impertant, perhzpa, is this differusnce in the pattern
uf relatisnship of the six motives. Both PI and growth are
rather stroungly negatively correlated with the remaining four
notives in the high conflict situation, but pusitively (though
nst statistically significantly) currclated with one anothar,
This is clearly nct so for the lou conflict groupy in which
thers is a ueak negative correlation betwsen P1 and growth,

a mooest positive correl=tion oot uigni“icant) batueen PI
and conscienticusness =and growth ar cuanscignticusness, and =
puwitive {but not signif103nt) currelation betueen P11 and
offectiveness. The data suggest that uroer high conflict
{"sgurcity"m) <iiuaztions, individuals tand tu 590_cunuentional
achievement, Fuifilling duties .cunscientiocusnessj, and
safcty =2s the majur custs of piﬁnuuring, innovating, and self-
actualisatiuvn., Under cuonditions of ®munificence®, those who
wish to pionecr or self--ctuslise, scze litile conflict with
being efficient or dutiful. Ciegarlys in sucieties 0r groups
whers scarcity or zerc-sum conflict cLnditicns commonly pre-

vsil, pionsering, innouvative, >T gsrsuenal growth criented
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beghavisour will bg ssen as highly risky, because of the per-
ceived sacrifices i1t entails in terms of sgcurity,; "zuccess”,
social ‘approval, status, etc, The implication is that if
nionearing, innauafing, sglfeactuallisation, astc., are desi-
rable in that sucisty or group, cither perceptizns of costs
must be changed and/cr the persons must be hsiped to acquirs
skills {rescurcefulness, creativity, etc.) so that despite

general scarcity they can satisfy thelr multiple nesds.

Notice also the preponderance of pusitive correlaticns
among effectiveness, status, and safaty in the high conflict
situation and the prepondsrance of pegative courrelations among
these three in the lcw coanflict situaticn, The dat;_suggest
that, by and large, in scarcity situations efficiency may be
sgen as contributing to prestige and security, and its absencse
may be sean as jéapardisind'prsstige and security, In muni-

ficent situations this causal link:ge may not be perceived.

Thus, people in scarcity, high conflict situations may
play une of two distipctive strategies ¢ Lsesk Lt pioneer,
innovate,; and actualise one's potentinl,; but at a high psycho~
logical cost in terms of scclal approval, safaly, stalus,
gtc,; and scsek safsty, status, vtc., through efficisncy but

at tha cust of ths sxcltemunt 3f creation ~nd persanal growth,

Table 8 ghrys the currslation oFf eaen motive with itself
under the high and low conflict situntisns., The highest tuwo

curreletions are for PI and ooowth (.64 =nd .62); the lowest



inrso, all below .4, are for eFFEctiUeneés (.28}, status
(.38,, and conscientiousness {.%5}). The data suggest that
the PI and the grouth motives substantially suryiﬁsiscarcity
and conflict; concerns for afficiency, status, and fulfil-
ment of duties, may not. Thus, PI and grouth may be more

"intrinsic™" motives than affectivensss, status, ur consciene

tiousness.

(Table 5 abuut huro}
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The Consequances of PI

Wh::t kind of choices and behaviours may we expect Frﬁm P1
persons? Some 160 professicnals were asked tu rank order savan
alternative long term caresrs for themselves. These alternati-
ves are described in Table 6, along with the correlations of
their ranks with the six motives. A positive correlation
implies a negative relatisnship betuecn motive strength.and.the
importance. of the career choice to the person, while a negative

carrelatiun‘indicates a positive relaticnship,
{Table 6 absut hers)

The data indicate that thé PI person tends to aim-for 81fi=
ployment or asscciaticn with a pioneering organization, and
tehds to avoid assocciating with merely prestigeous or job
sgcurity-centered organizations. This is true, to some extent,
also for the self-actualising typs. Tonversely, the safety—
first type tends to avoid pioneering organizatiuns and opts
VFor bureaucratic organizations that offer much job security.
‘This may well produce an interesting reinforcemsnt cycle. Mi-
ssionary, pioneering organizations may attract the PI and
personal growth types, who in turm may strengthen the missio-
nary and pioneering’ culture bf the organization. Dh the other
'hand, bureaucracies may attract fhe safety-first types who in
turn may maks the organizatiun 2ven more bureaucratic. Thare
may be interesting implications for those urgans of the govern-

ment that are involved in dsvelupmental activities, cne being
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that there may be striking differences in the developmental
ocrientction within governmental developmental agenciss, and
that much of this difference may be accountable by the kinds

of leaders these agencies have had.

The correlaticns of effectiveness make interesting rea-
ding; They suggest that the conventional high achisving typo
seeks a career in a meritocratic organization but avoids it
in a missicnary or pioneering srganizatiun. Achievement moti-
vation training of the McClelland (1961, 1975) variety may,

thersfure, inadvertently dampen piuneerihg activity.
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Discussion

In the context of a develaping suciety, in which innova=-
tion and changg in various aspects or national life are essen-
tial for ssqio—econnmic transformation, it would be useful to
identify, measure, and strengthen the piocnezring-innovating
(PI) motive. The identification, operational mea;Lre, relia-
bility, validity, inciden;e among various groups of professio-
nials, and relationship with five other mﬁtiuesruf particular
razlevance t0 a developing society have been répcrted garlisr
Khanduwalla, 1985}. In ﬁhis paper, the psychological cost of
91, the correlations with initiative, leckage,_diuergent
thinking, dimensiuns of a creativity - fustering enuirunmeht,
and ranks of long term caree£ choices, and the inter-correla-
tions of the six mutives under counditions of zero-sum conflict

{scarcity conditions) and of low conflict are presented. The

major findings and counclusions are:

1. For Indian professionals, at least; PI und growth motives
are psychologically cestly. Unless “he perceived costs
of pisneering, innovation, or szlf-actualisation are de-
creaéed by appropriate training{ propaganda, ui other
social action,; little Pl or growth behaviour would be

forthcoming, even among talented professionals.

2. Tha high PI individual may not only be dynamic {(high
initiative, low psychzlugical blockage from fears and

disabilities}, but alsc bs a guud divergent thinker,
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compared to the lDQ Pl person. He may also prefer to
work in pioneering {even if vulperabl- ) crganizations.
Thus, the high PI person may bs 2specially well suited
to playing pionéering, entregreneurial roles, not Dniy
in commercial, but also scientific, cocial, and cultural

or other non-commerciusl activities,

Professiunals, including talented professionals; in a
developing country context of limited options, may be
expected to pursues one of tuo altefnatiUB.strategiesV:
seek to piecneer, -innovate, or otherwise actuali59 their
potential, but at a high psychological cost; or by being
effigienf and suﬁcessful in conventional tasks, sesk
safety, social status, etc., but at the cost of the
excitament of creation, picnesring, or personal growth,
The first strategy is likely tc be more common for
prnfeésianals from "modern®, relatively well-to-do
Faaily backgrounds; the second .ore common for profe-
ssionals from "traditional", less well-to-du backgrounds.
Since in India‘professianals from traditional family
backgrounds are likely to be far more numersus than
those from "madern backgrounds, ﬁhere may be a sesrious
national shortage of innovative and pivneering bshaviour.
Social action may, therefore, be necessagy tu increass
the supply of £his behaviour., This, houever, may not be
gasyy; since PI and growth may be more intrinsic, diffi-
cult to modify, than the othar four motives, Even so,
socia 1 attempts to increase the PI and growth motivss

and decrease their parceived costs may bear fruit.
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What can bé done to strengthen PI, especially in talen=-
ted persons? Much has been m-ds of idéntifying talent early
(Dehann and Hauinghurst, 1251, Gallaghers ©779; Taylor, 1978;
Réina, 1$85). But fur the same reasci s it is equally impor-
tant to identify PI motivation early through measurement (in
schools, colleges, stc.). It would be useful to concentrate
attention on neither the really low PI persons {uwho may be
very resistant to change) or the really high PI persons (uho
will probably do pioneering work regardless of gircumstances),
but on the maderate,PI_pursmns, who otherwise, over time, would
uéry likely degenerate to the low PI condition, 1If prnpéfly
nurtured, this numerous fraternity may well yield a large
number of at leaét modest pionesrs and innovators, so.useFul
in the task of nation building. A particularly impnrtant group
would be talented persons with a moderately strong PI motive,
If this group is nurtured, it cruld well yield rich sucial

dividends.

Since é creativogenic environment seems to strengthen
the PI (and growth) motive, and decrease its psychological
cost (safety motive), it would be particularly ussful to create,
in formal as well as non-formal lsarning enuiranments, as well
as in work environments, creativiganic conditions @ stimul g=-
ting tasks and interactions: rsuard or giicouragement for crea-
tive effort; exposura fu multipie perspectives (diversity of

views ); spot light on pionesrs, innovatsrs, and creators: and
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fzocilitics and resources for pursuing novel idsas. The point
is not to reach in one leap some %ideal' enuiranmént; the
poinf is movement tauards-a,creatiuug;nic gnvironment. Non-
formal sducatiocn (TV and radio-based programs,'shibirs, uidep
material, cassettes, eﬁc.) offars especially promising avenues
for moving towards a creativagenic envircnment for students.
Also, text-books can be rewritten to nhighlight discovery,
innovation, piloneering, self-actualisatizn, and creativity.
Much can be made to improve employment opportunities for PI
persons such as by decreasing the obstacles tu a pioneering
kind of eﬁtrepreneurship (cacier fimance and infrastructural
facilities, iass controls, more information, more tax incen-
tives:and subsidies, morz initial supporty; by puﬁting Pla
typass of lgaders as heads of various public sector enterprises
and governmental agencies su that they recruit Pl-types for
lower level jobs. Fipally, much more can be done by the
éuuernmant and by sacial:institutions ts r-eise ths svcial
status of PI activities - s.g. many more awards than now for

pioneering or innovative work could be offcred.
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TABLE "1

a—yrry - g

PRUVULT MuflenT LURRELATIUNS OF PI_WUTIVE wITH FIVE

JTHER MOTIVES

N = 750 Professionals

2 3 4 5 _ o]
2. Grouth motive - .27 — 42% =, 34% - 45%
3, Effectiveness N -.08 -, 04
motive .
4. Conscientious- ' -.24 .09
nass motive -
5,‘btatus motive ' - «23

f. Security motive

#*# Significant at P £ .01 (2 tails)

- {Reproduced from Khandwalla, 1985, Table 5).



CORRELATIONS UF.SIX MOTIVES WITH FLUENCY,

TABLE 2

BLOCKAGE , ileld

INITIATIVE

Samplasi

Motivas
Pl motivs : MBA students

s Entreprensur-
ship trainers

¢ Entreprensur—,

ship traineeas
P

Growth motive: MB4 students

s Entreprenesur-
ship trainers

Entreprensur-
ship trainees

an

Effectiveness
motive + MBA students.

: Entreprencur-

ship trainers

Entreprensur-
ship trainees

tonscientious~
ness motive 3

MBs students

Entrenreneur-
ship trainers

Entreprensur-
ship trainees

Status motive: MBa students

: Entreprensur-
ship trainers

Entreprensur-
ship trainees

Safety motive: MBA students

: Entreprensur=-
ship trainers
: Entreprensur-
ship trainses

& p &£ 01 (2 tails)

* p £ .05 (2 tails)

(13
(23 N
(3} N

N

b u

61 MBA students o
28 Entrepreneurship trainers
50 Entrenreneurship trainees

{orrelations with

Fluency B lockage nltlative_‘EDE
012 -"'.'027?
L40% -.36
.20 -.12 L28%
.15 _°36'ff‘*
051'2—'* —.11
.18 .06 <13
_o[]a‘ 020
042“'4 "".21
-, 05 .09 .01
“018 : .32.';‘r
-.23 -.13
-, 09 07 .22
-.12 |13
-,¢925® +4 0%
-, 05 -.18 - Af
-.0% A7
- 52%% L42%
~.18 L0 -.20



TABLE 3

PRODUCT MOMENT CORRELATIONS OF CREATIVITY SU?PDRTIUE DIMENSIUNS-DF ENVIRONMENT WITH SIX MOTIVES
N = 160 Professionals

Correlations With:

Environmental Dimensions PI Growth Effectiveness Conscientiousness Status Safety
Stimulating tasks and s 55 # J2TH -, 22% -.13 -.15 Y s
interactions ,
Reward and encouragement W30~ .18 _-.Dg - 14 -.13 - 27w

to creat.vity

Patient hearing to inno- P SR .07 -.12 -,.01. -,08 -,16
vative ideas

Availability of constructive e 257 .09 -.13 - .0G -.08 - 26%%
feedback on innovative effurts
from knowledgeable persons

Opportunity to learn from . 20% .15 -2 - 14 10 oGt
innovative instructors ,

Diueréity of opinions . 23% W 22% -.07 -. 14 -.03 - 3w
Freedom of action coupled A7 .09 -.10 - -.03 - 04 -.17

with intolerance of shabby work

Fespect for pioneers, innova- L24% .20~ -.15 -.09 L 01 - G4 A
tors, and creators

f.easonable physical and fina=  .224¢  .24%  —.46 ~17 -.02 -.22¢
ncial facilities to pursus
¥wild" ideas

Commitment of boss figures W21F 06 02 -.06 | - .06 L oEv i
to creativity and innovation

#x D & 01 (tuo tails)

& o £ 05 (tuo tails)



TABLE 4

INTER=CURRELATIUND OF oIX MUTIVES ;5 MHIGH® UER&Ub

"LOW® CONFLICT SITUATIONS

N = 28 MBA 5Students

2 3 4 S 6
. i :

» Pioneering- .23 -.50%% _ 26 VAR T
innovating -.13 « 31 .18 -.22  -.29
motive '

Growth : o401 - BBEv - 46% ., 45%
"001 020 "'-ZU ’_040*

3. Effectivensss ' -.14 L4524
' ' 13 .16 -.26

4. Conscientisusness ~.i4 ' 23
-,.08 - 47*

3., 2tatus « 31
-.06

B, Safety

Note: The upper numbers are corrslations under the high conflict
81tuat10n° the lower, under the low conflict situation,

h
o
"

01 (2 tails)

* P £ ,05 {2 tails)



TABLL §

PRODUCT MOMENT CORRELATIONS bF EACH LOW CONFLICT

MOTIVE WITH HIGH CONFLICT MOTIVL

N = 28 MBA Students

LCorrelation with Samse
HHigh Copflict® Notiva

®Low Bonflict" PI Motive | .64
B py Conflict® Growth Motive , : 62
"Low Conflict% Effectivenass Motive . .28
"Low Conflict“ Conscientiousness Notiﬁe .35
“low Conflict¥ Status Motive .38

"Low Con.lict" Safety Motive _ .46



SRODUCT MOMENT CORRELATIONG BF SIX mnriusﬁ'uiTH;RANKINas OF _LONG TERN CAREER CHOICES

N = 160 Professionals

Long term career choices PI Growth Effegt- gnscisn- Status Safety
ilvencss ipusness : ’ :
1,A career in a highly resulis-oriznted .18 L21% -.27 .04 -.%3 w14

organizatisn where one's rise depends
entirely on one's competance, and in-
compete;se or failure to achiesve re-
tuits can resuvlt iIn one being fired

2.4 carger in an orgonization that offe-.28%< .25+ =,i4 -7 .08
18 job sscuiity and reasonaktly high
earnings and perks,; though growth
rrospects may be mudest

3.F caresr in an organization that ep- (197 4 -, 19% Ul -, 0%
joys very high prestiges, though the
work involveg may n:st be all that
interasting

4.4 career in an oroganization that per- %.D? .05 .18 - 56 09 Loh#
forms some very impbrtant socially i :
relevent function in society, sven
though the pay etc. are modest

5.A career in an srganization that - e ~-.12 -.04 -, 08 W21 1T
offers tremendous challenges and sco— ' '
pa for actualising one's potentiali- -
ties and learning of skills, but there
is no glamour attached to it

6.4 career ip a pioneering scrganizaztion F.43*4 -.26%  3T7ES S L 22% <03 PO
that is committed to remaining one of
a kind, s0 unigue are its products or
mission, even if there is uncertainty
about its long term viability

7.8 carseT as an entrepreneur k.10 -, 19% . 09 S0 e U4 J21%

Note: A negative correlation implies a positive relationship betueen motive and importance of
career to respondent. 4 positive correlation implies negative rzlationship.



