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Chapter 1
Understanding organisations
· Organisations are changing
· To understand work and organisations in today’s changing global environment, we must look both at what’s going on inside the organisation and at the larger culture in which an organisation operates: the economy, the current business culture, changing lifestyles and expectations, the family, consumption, and technology.  organisations have fluid boundaries
· We should look at each organisation and organisational problem on multiple levels and from multiple perspectives.
· When something is very familiar to us, it can become transparent. When a new technology is introduced, it is not transparent – people try to figure out appropriate contexts and means for the new ways of interacting; we don’t yet take it for granted. 
· At the same time, certain norms and customs have emerged for the early adopters – the implementations of new media are now so rapid that the phase of strangeness and wonder is often quite brief
The usage of metaphors
· Commonly used metaphors are another example of invisibility  they help us to understand one thing in terms of something else.
· Because organisations are so complex, we need metaphors to describe them. Organisations as:
· People
· Teams
· Organisms
· Systems
· Culture
· Metaphor of communication: transmission of information – explains an important aspect of our dealings with others, yet it does not account for the subtleties and complexities of the larger process. 
Communication 
· Benefits of improved communication in an organisation:
· Employees feel connected to the business and understand how their actions can support it
· New employees exhibit solid connections to the company culture from their initial days on the job
· Communication quickly connects employees to changing business challenge facilitating quicker adjustments to fluctuating market conditions
· Management effectively connects with employees through strong leadership during organisational change
· The communication of an organisation is something we ‘step into like the flow of a river’, but also contribute to as we ‘affect that flow or throw something in the stream’. 
· Thus, an organisation is a complex system of symbols, messages, efforts and activities – a network of contributions from its members and from people and groups outside of its boundaries.
· An organisation’s efforts are directed at specific goals – a network of relationships and messages enables those specific goals to be achieved
· One of the most basic issues in the social sciences and humanities: how to reconcile large-scale social forces with individual capacities to act in a certain way.
· Questions raised in organisational communication research:
· How do organisations with no centre/office/HQ maintain the mutual understanding, group cohesion and individual commitment necessary for success?
· In what ways do certain practices in the leadership of many avowedly democratic organisations undermine the very values embodied in the visions and values of such organisations?
· How do certain discourses about the customer infuse organisational activities with both advantages and disadvantages?
· How do organisations imitate one another, both within and across industries all in an effort to be ‘different’, ‘cutting edge’, and ‘flexible’?
· How do certain symbols, stories and myths take hold in an organisation/community/market, and how are such narratives used to establish identities and control over members by organisations?
· How do organisations enable and constrain individuals as they attempt to juggle their job commitments with their private ones?
· In what ways is the rationality of organisations something that is constructed and projected by them?
· How are leadership and control enacted at the work-group level, particularly in organisations where leadership is understood to be shared and the supervisor has become a facilitator?
· How is emotional expression understood and managed in a variety of work settings, and with respect to different cultures?
· How do new communication technologies (blogs, wikis, SNS) enable and constrain participation in organisational decision making? 
Theory
· Theory is important as it takes us beyond particulars toward universals – or speaking more generally about various cases. 
· It keeps us from having to start all over again in our understanding of the world, each time we face something new.
· It can also be a tool for predicting trends or for making sense of lots of things going on simultaneously, or for deciding the best course of action (e.g. Max Weber’s theory of bureaucracy).
· Questions that theories about organisational communication try to answer:
· What happens when people come together to create a new organisation?
· How can the members of an organisation work effectively together?
· How should an organisation be governed/led/managed?
· How do stated organisational values relate to values reflected in organisational practices.
· How do organisations relate to one another and within and between sectors of society?
· What is ‘good’ organisational communication?
· What groups are excluded by any particular theory or model of organisation?
· How do new ideas about management spread through organisations, industries and the world?
· How is ‘common sense’ about organisational practice shaped by the media and by the people we spend time with?
· How can organisational effectiveness be tied to the betterment of society?
· A good theory should be:
· internally consistent and coherent;
· explanatory in many different situations;
· understandable or accessible to many people;
· simple and straightforward, not cumbersome;
· provocative, inspiring further research and debate;
· relevant to different cultures and historical periods;
· useful as a tool of application in daily life;
· suggestive of answers to basic human questions; and
· capable of being challenged and/or modified to accommodate new information.


Chapter 2
Structure and Process
· Structure refers to the solid parts of an organisation – the framework that gives the organisation a shape, not just at this moment but also over time.
· The structure of an organisation includes those aspects of an organisation that are pre-specified for a given situation.
· Organisational structures emerge from communication processes and might, in turn, replace future communication processes.
· Established patterns shape or govern behaviour – they become part of the structure for future interaction and communication at work. 
· Structure gives shape to our actions over time – they are often a substitute for communication.
· Functions of organisational communication structures (both welcome/unwelcome):
· A general point of reference
· An information-processing mechanism
· A system form
· A resource for power
· A carrier of beliefs and attitudes
· A set of rules with unintended, negative consequences
· Something enacted or continually accomplished
· Something constraining
· Structural elements in organisations: hierarchy (vertical level), differentiation and specialisation (division of labour), formalisation (rules/regulations/norms), and time orientation (ebbs and flows).
· Even though these elements are put into place to preserve an organisation, they also can threaten the long-term vitality of an organisation – relying too much on structure.
· With too little structure, an organisation is doomed to be only a footnote in history. Yet too much structure, doctrine and rules can be stifling or an end in itself.
· Structure really only makes sense in relation to process – the ongoing flow of interaction. 
· Retrospective sensemaking: once we’ve told a story a few times, the narrative becomes part of us, and we draw on that story line again and again as a resource for conversation with others. In this way, we can consider the very structure of messages and conversations to have implications for organisations.  
· Definition of an organisation (Barnard): a system of consciously coordinated activities or forces of two or more persons – recognises the fact that the organisation consists of interconnected interactions and energies (the interdependence of the various parts in an organisation).
· Equifinality: the principle that there are multiple paths to the same outcome
· Entropy: the principle that stresses the need for an organisation to ‘import’ new energies in order to avoid deterioration and disintegration.
· Open Systems Theory:
· Input, Throughput and Output: every open system takes in elements from the environment (inputs), uses and changes them in some way (throughputs), and puts elements into the environment (outputs).
· Interdependence of parts.
· Holism/Totality: the whole may be greater, lesser, or the same as the sum of parts.
· Equifinality: there are multiple paths to the same outcome/goal.
· Equilibrium: open systems seek a balance in interaction between the system and its environment.
· Homeostasis: open systems strive to maintain equilibrium even in the face of environmental changes.
· Entropy: there is a natural tendency toward disorder, randomness and the dissipation of energy. 
· Feedback: open systems have mechanisms for monitoring and self-adjustment.
· Variable coupling: there may be ‘loose’ or ‘tight’ relationships between parts of a system.
· Continuum from closed to open: systems are rarely completely open or closed; rather, they may be seen as being on a continuum, that is, relatively¸ open or closed.
· Process/Change/Phases or Stages of Development: open systems are dynamic, not static, they change, sometimes in discrete phases or stages.
Bureaucracy
· Max Weber
· 3 types of authority:
· Charismatic authority: based on the personal characteristics and power of an individual/small group – greatest challenge is when leader disappears from the scene (the problem of succession). Another challenge is the routinisation of charisma: how to capture some of the spirit/energy/dynamism of the founders the organisational and preserve those things in the institutional structure of the organisation.
· Traditional authority: authority for authority’s sake – authority based in tradition and a desire not to rock the boat, with the intention to keep things going as they’ve always gone. The idea is that the organisation has power in itself and that power is worth preserving (e.g. the monarchy).
· Legal-rational: best exemplified by further industrialisation, increased use of technology, greater reliance on record keeping; and especially a push toward the standardisation of work processes – ‘march of rationality’.(e.g. bureaucracy)
· Key elements of Bureaucracy:
· A fixed division of labour
· A clearly defined hierarchy of positions
· Job applicants selected on the basis of technical qualifications
· Employees remunerated by fixed salaries
· The position as a primary occupation of the officeholder, who will make a career in that position
· Promotion granted according to seniority and/or achievement and dependent of the judgement of superiors
· Separation of day-to-day workers from higher authorities through the creation of management or administration
· Separation of work from home and family life
· Written rules governing the performance of duties and behaviour at work
· Weber had an ‘ideal type’ of bureaucracy, which was merely a ‘template’ one could place over an organisation (no complete or pure bureaucracy can exist).
· Gouldner: bureaucratisation is the result of managerial succession, the desire to solve problems, the influence and power of particular individuals, as a response to status-generated tensions and that it occurs when all the people concerned give equal importance and value to a rule and thus form a ‘representative’ bureaucracy.

· Advantages of Bureaucratic Structures:
· It is based on merit, is objective, and is systematic.
· It can be used to organise large systems.
· It offers a set of rules and practices that can be learned, applied consistently and passed down over time.
· Disadvantages of Bureaucratic Structures:
· There is a great risk of overcentralisation of power at the top of the pyramid.
· There’s a threat to individuality – the risk of everyone becoming ‘merely a cog in the machine’ (Weber). The organisational rules have become more important than the individuals they were implemented to serve. 
· It elevates ‘formal rationality’ over substantive rationality – people become more concerned about calculating little tasks and less aware of the big picture.
· Bureaucracy and other Organisational Forms
· Rigid Bureaucracy: highlights standard operating procedures, emphasises rules and established practices, and relies on stable positions and departmental boundaries – work is carried out via formal relationships and messages.
· Matrix Organisation: calls for a break from established patterns of interdepartmental communication and requires a great deal of ad hoc, on-the-spot organising – work is carried out via informal relations and messages. 
· Project Organisation: boundaries between departments are largely eliminated; member of project teams often come from widely differing parts of the organisation – relatively little predictability in relationships, work activities and messages, due to a high premium placed on coordination (‘adhocracy’ – Mintzberg). 
· Loosely Coupled Organic Network: has no clear blueprint; emerges when a set of groups/organisations with common interests try to form an alliance or a larger working group transcends the specific organisations that make it up.
· How ‘flows’ of messages serve to construct an organisation (McPhee & Zaug):
· Membership negotiation/formation of relationships
· Organisational self-structuring messages (e.g. documents)
· Activity coordination (emphasises problem solving)
· Institutional positioning (messages that relate to the organisation’s identity)
Key concepts
· Structure: those aspects of an organisation that are prespecified for a given situation; these become a substitute for spontaneous or unplanned communication.
· Process: the ongoing flow of interaction; exists in an interdependent relationship with structure
· Duality of structure: structure is both an outcome of and a resource for interaction; structure both enables and constrains (inter)action (Giddens).
· Structuration Theory: the process by which structures emerge from interaction and then become resources for and constraints on future interaction. 
· Outcome & Process
· Duality of Structure
· Enabling and Constraining [image: ]
· Cyclical nature (shaped by experience)
· Part of social practice
· Structure & Agency                     
· Key elements of Organisational Structure:
· Hierarchy: usually refers to the vertical levels of an organisation; represents the distribution of authority among organisational roles or positions.
· Differentiation/Specialisation: describes the division of labour in an organisation, the extent to which labour is divided into specialised units, departments, and divisions (can lead to alienation/division).
· Formalisation: the degree to which interactions in the organisation are characterised by rules, regulations, and norms formal communication is highly specified and prescribed. 
· Time orientation: relevant within an organisation in several ways: its effect on the ebbs and flows of work over a year; how often a sense of urgency dominates the climate; influence on short- versus long-term planning; implications of shortcuts in work processes for professional standards and ethics.
· Open versus Closed (Systems): amount of influence of the environment on a system; applied to organisations. Open systems are often considered the ideal in that they adapt constantly to the environment, yet some degree of ‘closedness’ may be desirable to avoid losing coherence, boundaries and identity.
· Authority: the basis for securing people’s compliance in organisations; Weber distinguished three basic authority types: charismatic, traditional, and legal-rational.
· Bureaucracy: the most common type of organisation structure in contemporary organisations; based on legal-rational authority; includes (among other features) fixed division of labour and a clearly defined hierarchy of positions.
· Post-bureaucratic Structure: contemporary organisational forms based on principles such as a relatively flat organisational structure, no fixed positions for individuals, project-centred organisation, and little regard for seniority.
· Emergent Structure: structures/order may emerge somewhat spontaneously from interaction; also, unstructured, informal and spontaneous set of work relationships can become an effective structure that works for the people involved.


Chapter 3
· Rationality: ordering our world based on reason – thoughts/reason is what give us the ability to accomplish things (dominant concept in Western talk); 
· Using observable facts and logical reasoning to reach objective conclusions; 
· Usually connotes the ideas of being reasonable, sensible, sane, and systematic; 
· Historical context: industrial revolution= division of labour, mass production, automatisation  focused on making profit/profit-driven production; as population grew, industries and capital grew as well.
· In modern organisational life, epitomised by bureaucracy.
· Organisational Decisions: how do organisations and groups make decisions?
· Information processing & flow of information: organisations viewed as information processing entities.
· Distinction between information use and information acquisition: many decision makers are much more diligent about attaining information than they are about using it properly. 
· Limitations to rationality: 
· Humans are not perfectly rational. We ‘satisfice’- suffice + satisfy (Simon): the making of a reasonably good decision within the limits of time, information and foresight.
· A rational organisation (according to Simon), is one that controls the premises for decisions and locates decision-making power in such a way as to satisfice the organisation’s key interests. That’s the best we can expect to do.
· Scientific Management: Taylor’s system to standardise work intended to make businesses more organised and more efficient, especially through the use of ‘time and motion’ studies; the first major development in management thought.
· Theory of Scientific Management:
· Laws, rules and principles
· Time and motion studies: attempts to measure exactly how persons and technology interfaced.
· Production-oriented
· Four principles of the philosophy of scientific management:
· Codifying workers’ skills into scientific laws (vs. relying on intuition to accomplish tasks).
· The scientific selection and training of labour.
· The unity of work processes through the systematic application of standards to all employees – managers as well as workers.
· The resulting development of a ‘harmonious and just relationship’ between management and labour.
· Human relations (new paradigm in response to Taylorism): 
· Chester Barnard: Effectiveness (primary goals) and efficiency (in pursuit of goals)  motivation and human relations are also important for an efficient and productive organisation – employees are motivated by more things than just a pay check 
· Elton Mayo: Hawthorne studies (the link between the task and the socio/emotional dimensions of the group process  human dimension/human relations movement).
· Douglas McGregor: Theory X and Y 
· X= work cannot really be intrinsically/inherently satisfying and that organisations thus must rely on external rewards to motivate employees.
· Y= envisions possibilities for making work truly enjoyable and assumes that employees can derive intrinsic satisfactions from doing their jobs.
(A Theory X manager would monitor employees more closely than would a Theory Y manager). 
· Efficiency: refers to getting the greatest amount of output form a given amount of input; a supreme value/ ‘god term’ in rationalistic views of organisations.
· Linked to effectiveness: the extent to which an organisation meets its primary objectives (Barnard).
· Decisional Premise: a value that guides decisions (e.g. ‘safety first’):
· According to Simon, the basic building block of organisations, such that an organisation may then be seen as a hierarchy of decisional premises, with the broadest value and factual premises residing at the top and more specific ones following logically at lower levels.
· A company’s policy would lead to some specific practices/procedures.
· Information-processing Theory: a perspective on organisations that focuses on decision-making processes, especially the cognitive, quasi-rational, and information-related aspects of organisations life; tends to place emphasis on controlling uncertainty.
· An organisation can be broken down into little bits of information – while simultaneously viewing the organisation as a set of decisions. 
· One of the most important perspectives on organisations and information draws analogies between the organisation, the ‘thinking machine’ of the human brain, and the computer – emphasises the cognitive, rational, and information-related aspects of organisational life.
· Bounded Rationality (Simon): a focus on the emotional experience of organisational life, based in the inter-subjectivity of relationships and seeing both constraint and possibility in the non-rational aspects of work. 
· Socially Distributed Cognition: the idea that information resides not with individual persons but within a network of people who interact regularly.
· Group decision making:
· Testing the effectiveness of a group: in terms of accuracy/correctness, quality, or the evaluation of a group’s decision by external experts.
· Functional Theory:
· a rationalist and ‘normative’ theory of group decision making 
· Can also be seen as a normative theory: it suggests a standard, or norm, for effective groups to follow by identifying the functions that group members should perform to be effective in decision making.
· Assumes that all groups face similar tasks and relational obstacles to effective decision making and that certain functions are necessary to overcome these obstacles.
· A group’s decision is the result of a series of smaller decisions, each of which serves one of the following necessary functions of effective decision making:
· Assessing the problem (groups must explore thoroughly the situation they face);
· Specifying goals (groups should identify their objectives and the criteria for a good decision);
· Identifying possible solutions (groups should consider a range of alternative ways to solve the problem);
· Evaluating the positive and negative features of the alternatives (groups should consider the pros and cons, the advantages and disadvantages of the alternatives under consideration).
· Garbage Can Model: a non-rationalist explanation of how decisions are made in organisations.
· Suggests that when a problem or issue emerges, various stakeholders dump their solutions, feelings, related issues, etc., into the garbage can in a rather haphazard fashion, and a decision is made when an acceptable match is seen between problems, solutions, resources, and participants.
· Timing plays a crucial role. 
· Equivoality (Weick): the key element of the organisational environment to be managed in decision making; when two or more possible interpretations exist for a situation – decisions involve equivocality:
· Enactment: the process of actively producing/enacting the information environment we inhabit, (e.g. decision what information is relevant for attention);
· Selection: the choices we make about what information to single out and focus on and how to interpret that information, (e.g. “Is that a serious problem or not?”);
· Retention: what we remember from the process of having made a decision previously, or what we retain for future decisions, (at the level of the organisation, what goes in the institutional memory).
· Weick argues for flexibility and complexity at each stage of the process so that an organisation can adapt well to a changing world.
· Enactment (Weick): when we reach out to discover and understand the world around us we unavoidably ‘plant’ part of the reality we discover 
 sense making: constructing rationality in the sense that people aren’t always rational in decision making, and that there are multiple paths to the same output (contrary to Taylor).
· Iron Rule of Oligarchy (Michel): principle that, regardless of the value orientations of large organisations, they would eventually move toward concentration of power at the top of the pyramid.
· Bounded Emotionality: the notion that there are certain defined limits that shape how we are allowed to act in an organisation, with the emotional side of ours being typically suppressed in favour of the ‘rational side’.   


Chapter 4
· Culture: a system of meaning that guides the construction of reality in a social community. 
· Includes languages, habits, rituals, ceremonies, myths, stories, beliefs, values, attitudes, and artifacts – what people have in common.
· It demarcates (sets boundaries), identifies (who’s in/who’s out? – commitment with similar values) and controls (keeps order, discipline – maintains predictability).
· It is dynamic – Burke’s ‘conversation’ metaphor: we enter it after it is already going on, we gradually get the hang of it, then we leave and the conversation continues – in some way influenced by our own participation in it – throughout time as it is passed on.
· Perspectives on Culture: 
· Functionalist:
· ‘Strong’ culture
· Culture can be controlled
· Shared, integrated set of meanings
· Organisations have cultures that leaders should seek to nourish, shape and ultimately control in the interest of accomplishing instrumental goals.
(e.g. McDonalds – values primarily serve to help the organisation integrate its members, adapt to its surroundings, and survive in a changing environment)
 Criticism on the following assumptions:
· A culture is a consistent pattern of value and practices
· Cultural values, symbols and perspectives are shared by all organisational members
· Management can use culture to control employees; and
· The manifestation of a culture is unique for an organisation
· Symbolist:
· No such thing as complete consistency – it is not a prominent feature in organisational life
· Many competing value systems
· Differentiation and Fragmentation (subcultures exist)
· Organisations are cultures; a complex and ever-evolving totality of peoples, goals, actions, experiences, and interpretations – organisational culture is rarely monolithic or only based on just one system of meaning, and can therefore not be controlled by management or embraced by a strategy.
· Geertz: studying culture – difference between a wink and an involuntary eye twitch  Thick description: a highly detailed attempt to identify the systems of meaning through which individual and collective actions are produced and interpreted.
(culture is like a web – we construct the world that constructs us).
· Subculture: a culture wither a larger culture whose members share perceptions and understandings of central problems and interact regularly within this distinct group.
· Schein’s Levels of Culture: 
· Underlying assumptions
· Members of the culture see this as the ‘truth’
· Usually blind to itself
· Learned, shared, taken-for-granted assumptions
· Espoused beliefs and values
· Stories and attitudes of a culture (e.g. espoused values of Coca-Cola)
· More self-awareness at this level
· The culture’s members discuss, confirm, or challenge strategies or goals (e.g. efficiency, flexibility, ethics, etc.).
· 
· Artifacts
· Buildings, dress codes, décor, logos, rituals, ceremonies, traditions, stories, jargon, etc.
· Most visible and tangible level, yet we may not always be able to interpret their full meaning (e.g. closed doors = no open door policy?).
· Hofstede’s Cultural Dimensions:
· Power distance
· Uncertainty avoidance
· Individualism – Collectivism
· Masculinity – Femininity
· Confucian dynamism 
· Martin’s 3 Perspectives on Culture: 
· Integration: the notion of a shared culture presupposes an integration perspective on organisational life that rarely fits reality in contemporary organsiations – organisational unity is often challenged and fractured by subcultures that compete against each other more or less openly.
 Two alternative views:
· Differentiation: presents organisational culture as a collection of coexisting subcultures – each with its own stable, shared, and consistent values.
· Fragmentation: challenges both the integration and differentiation perspective – suggests that subcultures are dynamic and unstable and that the dominant organisational culture as a consequence is multifaceted and in constant flux.
· Language: a system of meaning that not only labels our work but also helps us co-create it continuously through the use of categories, classes, hierarchies, and distinctions
· Language helps us orient ourselves in the world and maintain patterns of similarities and differences.
· Language helps us define and confirm our place and belonging within the boundaries of the culture.
· Rites: ceremonial acts that are prescribed/customary for a culture/organisation (Trice&Beyer)
· Rites of passage: used to facilitate the transitions of persons from one role to another.
· Rites of degradation: used to fire or replace organisational members.
· Rites of enhancement: used to provide public recognition of an accomplishment.
· Rites of renewal: used to reinvigorate the culture with new ideas or practices.
· Rites of conflict reduction: used to reduce conflict or deflect attention away from it.
· Rites of integration: used to encourage a feeling of community and commitment.
· Corporate culture: a term used to describe the managerial interest in managing an organisation’s culture.
· Organisational climate: the totality of life within an organisation – the cultural conditions for communication in the organisational setting, includes levels of supportiveness, trust, openness, emphasis on high-performance goals, and participation.
· Organisational socialisation: the process through which an organisation communicates its culture(s) – especially to new members; 
· Anticipatory stage
· Socialisation to work begins early – everything we learn about a specific job and a specific organisation prior to the first day of work (expectations are often biased and unrealistic).
· Encounter stage
· Information-seeking, confronting the organisational reality (through day-to-day experiences with tasks, colleagues, and superiors). 
· Metamorphosis 
· Learning and adapting, becoming ‘accepted’ – the newcomer creatively seeks to individualise his/her role in the organisation.
· Criticism: communication within organisations does not occur in fixed stages.
· Memorable Messages: messages – typically prescribing rules of conduct – that organisational members recall to have had a significant impact of their lives. 

Chapter 5

Defining idenity
-In every day usage, what makes it possible for us to recognise an individual or an organization as distinct; from a systematic perspective something every living system does in order to maintain its boundaries and thus itself.
-it is something that is done. It is a process it’s performed/practiced
-not staticchanging
-Strong identity, is it always good branding (logo of company not always good)

Organizational identity
-According to Albert and Whetten, the central, distinct and enduring  dimensions of an organisation; according to Ashforth and Mael, “unfolding an stylized narratives about the soul or essence of the organisation; alternatively, that which represents and organisation from either the inside or the outside,
- Differences come from comparison or contrast organisations are defined in relation to other things in their environment.
-Identity as stable?
	* identity as an unfolding narrative changing/reinventing over time

Organizational Identification
-a feeling of oneness with an organization, such as when members define themselves in terms of the organization, internalize its mission, ideology, and values, and adopt its customary ways of doing things.
-Identityidentification as:
	* Customers, products (sports teams)
	* Employees (feel connected with where we work, idea of oneness: member of group
	* Other stakeholders
-With employeescreating feeling of oneness
	*Common ground (together with other ppl establish common ground) 
	* identification by antithesis (a counter-proposition and denotes a direct contrast to the  original proposition. In setting the opposite, an individual brings out a contrast in the meaning  by an obvious contrast in the expression)
	*Assumed we
	*Unifying symbols

Dark Side of Identity
-Lack of flexibility and creativity having a strong company/organizational identity. “thats not the way we do things over here”
-Groupthink Disciplines people (a type of thought within a deeply cohesive in-group whose members try to minimize conflict and reach consensus without critically testing, analyzing, and evaluating ideas.)
- conformity  IBM everyone wears the same clothes
-Tyrannical behaviour Inflexible CEO to protect image



Identity Conflicts
When allegiances to different organizations or subgroups are experienced as incompatible, such as when the customer orientation of one’s workplace is at odds with the orientation of an outside professional group to which the employee belongs.

Identity Challenges
Problems facing the previously stable identities of contemporary organisations due to over-communication, blurred organisational boundaries, mergers and acquisitions, critical stakeholders etc
Challenges to Identity
-struggling to be heardmany companies
-Blurred boundaries (technology)
-Stakeholder scrutiny (BP/Shell) (Stakeholders groups of people who have a stake in the organizations activities and performance, their collective behaviour can directly affect the organisations future)

Managing Identity
Identity management the systematic creation and handling of “corporate” signifiers
 -Breaking through the clutter proponents of integrated communication: consistency helps corporate messages break through the cutter in a world saturated with commercial symbols and messages.
-Pursuit of integrationcoordinated messages Integrated Marketing communications the notion of aligning and coordinating all communication activities across formal organisational boundaries in order for the organisation to speak consistently across different audiences and different media.
- Thinking about organisational identity--> systematic production

Positioning
An image strategy that leans on and, to some extent, exploits exploints the positions of other players in the marketplace of products, services, and symbols.

Monolithic identity
And identity strategy where the organisation uses one name and one visual style in all its communications, sometimes referred to as corporate branding.

Corporate Identity Programs
Strategies to build and organise—often in a sequential manner—an organizations identity on the basis of its raison d’etre , its mission statement, and its desired image

Auto communication
Self referential acts of communication through which the sender relates to its own messages; although auto-communication is essential in building an identity, it often implies self-absorbtion



Organisational Narcissism
When an organisation is so caught up in polishing its identity that the original purpose for communicating its values and goals are forgotton



Chapter 8
Overview
This chapter discusses the ideal of having members at all levels of an organization contribute to the shaping of their own work lives, as well as the roles that organizations play as they participate in shaping our civic and public lives. 
Ideas about democracy, participation, and teamwork promote a noble vision of a civilized workplace. 
With recent advances in technologies, communication, surveillance and information, the question of how and when we should apply democratic principles is an important issue.
A Broad Democratic Trend? – Introduction
· Many business and governments feel that we are on the brink of a more democratic, energetic, and entrepreneurial work environment.
· Lots of opportunities for employee contribution
· Customer Service is seen a unifying symbol in a democratic society
· If everyone works together, customer service will be happy, leading to everyone being happy

Defining Our Terms
Several definition of Participation: 
· Signals a right, a privilege, or even a responsibility, on the part of an employee to contribute to the basic activities of an organization, including having some input into policy making.
· This is a democratic sense of work participation

· May imply a requirement that the employee give his or her “all” toward the success of the organization, including being willing to take on responsibilities beyond one’s usual job description to increase output, efficiency and customer service. 
· E.g. TQM, team-based restructuring and continuous improvement.

Cheney’s and Stohl’s defintion of Participation:
· Worker participation comprises organizational structures and processes designed to empower and enable employees to identify with organizational goals and to collaborate as control agents in activities that exceed minimum coordination efforts normally expected at work. 

Problems with the word Democracy 
· Democracy is GOD term
· It is an unquestioned good word for societies
· It is popular and it is used in many different contexts
· Yet, other nations are suspicious of the term because they see it as an excuse for the West to spread their ideals. 
· “The Spread of Democracy” is said when they really mean “capitalism”
· This blurs the distinctions between politics and economics. 

Problems with the word Participation
· It refers to a lot of different activities
· In general, it refers to active, voluntary involvement in arenas ranging from work to sports to politics
· There can be a high level of political participation in governments with very little democratic institutions
· Overthrowing governments
· A lot of “political participation”
· The ideas are closely linked together, but, by themselves they are very vague words.

Employee Participation Programs
Four main rationales for employee participation programs (Dachler and Wilpert)
· Increased productivity
· Job enrichment and greater job satisfaction for individual employees
· Establishment of an element of democracy in the workplace
· Development of a more equitable and just society

· Legitimacy and social accreditation (imagined fifth rationale)

In developing employee participation programs, organizations demonstrate externally as well as internally that they recognize the value of their employees and are willing to invest the resources necessary to help them realize their full potential. 
Employee Participation in different countries:

· North America:
· North Americans are less likely to appeal to social, political, or philosophical justifications for initiating these programs.
· They do these programs to increase productivity.
· In order to boost employee involvement and productivity

· Europe (Germany and the Netherlands)
· Attitudes differ by nationality
· German managers more likely to consider macro-level structures on participations
· Dutch don’t do this. 

Teamwork
· Cultural differences in the meaning of teamwork
· Teamwork in Sweden consists of collaboration and autonomy at the group level. 
· In Japan, teamwork consists of a strong sense of loyalty to the company
· This becomes a problem when people try to implement a program based on the vague concept of “teamwork” 



Employee Participation
When examining participation programs, look at:
· Intentions
· Goals
· Constraints
· Structures
· Processes
· Outcomes 
· Adaptability

These can be used as descriptive or prescriptive criteria for assessing these programs. 
Labor Organizing and Employee Participation
· The power of labor unions is/was declining everywhere
· Labor unions became out of touch with their members and rank-and-file memberships
· They became huge, centralized and bureaucratic
· Also, people started to see themselves as autonomous professionals

· There was union-busting, which was done by corporations
· Establishing programs of participation intended to dilute labor power
· Quality circles to enable members alternative ways of participation to make organized labor unions seem unnecessary and/or out-of-date. 
· Also, the language of labor unions seemed out of step with the times.
· New terms such as excellence, quality and teamwork replaced all labor terms such as employee benefits, conditions and rights. 

· However, there has been a turnaround. There is renewed interest.
· Many unions feel that employee participation programs do not create a real democracy at work, because the programs simply co-opt employees into acting in ways that are against their own interests. 
· Worker/Management tensions are inherent (natural)

· Unitary Democracy: That a great deal of consensus is possible. 
· Adversarial Democracy: The best democratic results can only come with active opposition, open debate, and a clash of interests. 

· In India, many call center employees work long hours with low wages
· Unions use electronics to try to force management to help conditions and salaries. They inform via blogs, e-mails etc… how the firms are run and what is done so that it will affect stock prices. 
· This way, there is no need to directly confront the organization
· No need for strikes
· It is “underground”

Managerially Driven Programs of Employee Participation
Three main categories of management-sponsored employee participation programs:
1. Employee Participation as Problem Solving: or decision-making groups that are to some extent outside of work activities.
a. Quality control is the best known example; cross-sectional groups meet, after work, to contribute ideas about productivity, efficiency and quality
2. Employee Participation as a Restructuring of Work Processes and Activities: This uses self-directed or semiautonomous work teams. 
a. Specific tasks are reorganized to allow for greater coordination, a widening of individual responsibility, and involvement in the development of the entire product or service. 
b. There may be substantial independence or autonomy in group decision making, so that team can make their own choice about the use of technologies, schedules and strategies. 
3. Employee Ownership as Economic Investment in and/or Overall Governance of the Organization:
a. Employee ownership becomes part of the basic structure
b. Can be the result of the transformation of a more traditional firm
c. Or, it may exist from the very beginning, where the organization is built from the ground up with the principles of participation to guide it. 
i. E.g. it may be governed by the employees themselves, using a one person/one-vote principle for decisions. 
ii. Or, employee stock ownership programs

Workplace Participation in the EU:
Workplace democracy remains controversial because it is often conceptualized as a hybrid of ideologies, using socialism, human relations and capitalism to work (controversial in the EU btw.)
Workplace Participation in the US:
Focused on inter-firm competition and on issues of human resources management. 
· Emphasized participation, cooperation, and collaboration between employees

Examples of Participation in Decision Making
This participation is rare in North America but happens more frequently in Western Europe. 
The following programs give works a substantial way in making decisions, but varies according to the degree to which they actually “transform” organizational structure.
Job Enrichment: 
· A top-down process involving the analysis and reconfiguring of employees’ jobs, with relatively little input by employees into the actual process of redesign. 
· If jobs are redesigned according to:
· Skill variety
· Task identity
· Task significance 
· Job feedback
· They can result in:
· More meaningful work
· Greater motivation
· Expanded employee responsibility
· Enhanced job satisfaction
· More extensive knowledge about processes

Quality Circles:
· Comprised of 10-12 members form the same work areas who meet voluntarily and on regular basis to deal with problems of quality and productivity
· They can evaluate problems and make potential solutions (but are limited in things they can “change”, e.g. salary, benefits etc…)
· Management tends to make the final decision
· They are supplemental and not integral to an organizational structure. 

Quality of Work Life (QWL) programs: 
· Designed to improve relations between managers and workers by increasing the involvement of workers in various aspects of organizational life. 
· Usually used to describe participation programs that focus on cooperation between management and unions. 
· Management might support paid education leave to provide workers with information about industry economics, global competition, or political climate. 
· They grant workers access to management discussions.

Semiautonomous, self-managing, or self-directed work teams (SDWTs):
· Basic building blocks of many pos-bureaucratic organizations
· Workers take on the responsibility of supervisors.
· They:
· Set work schedules
· Decide on how to do their job
· Monitor their own performance
· Hire additional workers
· Conduct inventory
· Order materials

· Usually comprised of 5-15 members and are all responsible for a specified task.
· When a team member is absent, no replacement workers are provided
· They rely heavily on motivation and commitment.
· They can see their efforts carried through to completion

Gainsharing Plans: 
· Formal, supplemental compensation programs focusing on rewarding workers for improvements in labor productivity and cost reduction.
· Scanlon plans are the most common type of gainsharing
· They provide workers with financial rewards based on organizational productivity. 
· Suggestions, innovations and ideas are evaluated and implemented by a company-wide committee
· Workers cannot enact decisions with the consent of the management
· They do have a wider decision domain than quality circles and suggestions tend to focus on the economic well-being of the firm
· They do not get trained in problem-solving though.

Employee Stock Ownership Programs (ESOPs):
· Most common form of employee participation
· The company sets up a trust in which it either contributes cash to buy stock for the employees from existing owners or buys it directly
· The stock stays in trust until the employee leaves the company
· Employees can attend shareholder meetings, get contributions etc…

Dimensions of Participative Systems
Allows us to understand how and why programs are enacted, and their implications for day-to-day work experiences
· Origin: is it a mandated or a voluntary program? 

· Rationale: should we orientate towards democracy or emphasize productivity?

· Direct or Indirect: What forms of involvement should we give employees

· Extent of formality: supervision/monitoring; reporting of results

· Decisional Domain: Should decisions making be encompassing or very limited

· Employee Autonomy: different degrees of self-governance or –determination

· Level(s): at what levels does organizational involvement occur?

· Isolated vs Universal: across the organization

· Temporality:  should it be short-term or long-term? 

· Rewards: Extrinsic or intrinsic; individual or group awards?

· Training: none or comprehensive; one shot or continual?

Both the origin of the design of a program and the decisional domain must be assessed with respect to issues such as discussion, opportunities for self-expression, and possibilities for group interests. 
Judgments have to be made about the degree to which it constitutes real workplace democracy. 
In the end, you can also ask employees themselves. An employee can answer best how they feel they can participate in organization. 


Teamwork
Teams versus Groups
· Team: A small number of people with complementary skills who are committed to a common purpose, set of performance goals, and approach, for which they hold themselves accountable
· They have shared leadership roles
· Mutual accountability 
· Specific purpose
· Collective work products
· Group: Simply a collection of people with something in common; e.g. six people waiting at a bus stop.

· Working Teams: 
· Typically have a strong leader
· Individual accountability
· Group purpose, which is the same as that of the organization
· Individual work products
· E.g. managerial teams, in top functions.
· This teamwork becomes more important as:
· Internal coordination requirements increase
· External demands become more difficult

Making Teamwork Work
Few studies done on this, but there were two important ones. 
This is the first one, which came with this list:
Eight Dimensions of Team Effectiveness:
1. A clear, elevating goal
2. Unified commitment
3. Result-driven structure
4. Collaborative climate
5. Competent team members
6. Standards of excellence
7. External support and recognition
8. Principled leadership

Three Most Prominent Problems for Ineffective Teams:
1. Absence of a unified commitment
2. A lack of eternal support and recognition
3. Poor collaboration


The second study on teamwork:

Six Team Competencies Essential to a High-Quality Team:
1. Interpersonal relations among members must be good. Members must respect and understand each other
2. The team must have the capacity and willingness to engage in open discussion
3. High level of trust 
4. Must be approachable to feedback and criticism by external members
5. Must have sufficient discipline and cohesion to implement decisions
6. Members must have the capacity to discuss and understand long-term and short-term issues of concern to the organization. 

Both studies highlighted the importance of collaboration, trust, and focus
Suggesting Team Effectiveness Improvements Requires:
1. Developing in-group communication competencies
2. Facilitating constructive confrontation and consensus building among team members
3. Encouraging the group to think of its team building as a long-term process

Supervision versus Facilitation
Managers and supervising roles change in team situations. 
· From “commanding” to “ facilitating”
· The nature of their work changes dramatically
· They may resist the move to a team-based organization, because they flatten hierarchy and eliminate the middle-manager.
· By facilitating, supervisors can create structures for interaction, such as rules, problem solving procedures, coaching, training, and ensuring resources.

Differences among Teams
· Every team situation is unique
· To see the difference we have to use a process consultation approach.
· Whereby someone serves as a process observer during teamwork/team meetings.
· There tend to be three objectives for teams

1. Problem resolution
2. Creativity: team members are given autonomy to be creative
3. Tactical: members need clear procedures to follow (e.g. firemen). 


Participation: Civil Society and Volunteerism:

Collective Action: ways in which groups of people coordinate resources, develop relationships, and mobilize politically to achieve their common interests and goals. 
· Much of it is facilitated by formal organizations, because they provide a mechanism for political representation, with lots of resources etc…
· E.g. Greenpeace or NRA. 

Civil Society Organizations: Important because they have an important role in building social capital –and improving the overall quality of relationships between people in communities. 
The dominant view through which we participate in civil society is through volunteering. 
· People derive profound personal meaning from volunteering
· In hospitals, care centers etc…
· In some places, people are so keen that they provide paid positions for volunteer coordinators. 

But there are issues:
· Rates of volunteerism are higher in societies that have smaller public welfare systems: the less public welfare, the higher the volunteering
· As a form of participation, it may constrain our imagination about what we as publics can do together. 

Social Networks and Civil Society/Volunteerism
· Web 2.0 applications make it easier for us to communicate and coordinate without having to go through large organizations.
· It is much easier to rally around a social cause on Facebook, or Twitter

Democracy and Participation in Alternative Organizations
Alternative Organizations: Groups, communities, and institutions that are outside two main sectors of the economy: government and the largest established business firms or agencies
· Alternative emphasizes opposition to, or divergence from, traditional structures of hierarchy and centralization
· Alternative organizations overlap with but are not identical to “civil society organizations”
· Usually feature more egalitarian ways of organizing work
· Often found in the nonprofit (independent) sector
· E.g. feminist groups, worker co-ops, Christianity, internet activists 

Three challenges of Alternative Organizations at the Micro level:
1. Time: because the process required to achieve true consensus or even majority agreement takes a lot of time.
a. Time can be frustrating and are multistage
b. Needs to build trust and commitment to a judgment or decision. 
2. Emotion: many are emotionally charged
a. Groups have to make decisions about when to move on from someone’s issue, and what may be necessary after an emotional outburst. 
b. This is way different to business meetings, which tend to be formal.
3. Inequality: many worker cooperatives deem members to be equal in terms of status and participatory access. 
a. Some treat, pay everyone the same
b. Others, rotate directors, coordinators to ensure that power does not stick with a certain group of people
c. Some may pass around a stick, whereby people with the stick can talk (native American approach) or talking circles
d. But differences and inequalities will rise, regardless of all of this.
i. Some have greater expertise, more articulate, and or knowledge

Three challenges of Alternative Organizations at the Macro level:
1. Self-Maintenance: how do you sustain the social commitment necessary to keep the organization going?
a. The first way may be overly enthusiastic, but the later groups may not share this enthusiasm. 
b. This may lead to a burnout of the enthusiastic person
c. If an organization is too informal, unstructured, it may not last very long. 
d. Adhoc-Democracy: When an organization is too unstructured, causing it to only exist for a short period of time.
e. This may lead to organizations longing for the good old days, when people were still enthusiastic
2. Autonomy: the degree to which the organization can pursue its goals without outside influence
a. Often have to compete for grant money
i. This causes them to sacrifice some autonomy
ii. Can causes firms to dissolve
3. Goal Persistence: It is difficult for a firm to adhere to the same goals all the time. 
a. Once they’ve actually achieved their goals, or their goals have become outdated, their values start to shift. 

Ironies, Paradoxes, and Limits of Work Participation and Democracy
The issue of participation has also been used to start up participatory programs in Third World countries.
However, most of these organizations are not as participatory as they might seem.
· In Columbia, they exclude women
· Noticeable in Columbian law, reports of local development agents etc…

The road to democratization is a long one. There are various paradoxes:
· Restructured work systems from the top-down. Can they actually contain democratic, team-based practices?
· Or, within organization, some people tend to demand that each new member wave passes “loyalty tests”. This may hurt homogeneity.

Further limitations are:
· Who should participate and who shouldn’t?
· Within organizations, outside?
· Should families of members be included? Stakeholders etc…?
· Whose opinion should we take into account the most?

Participation and Democracy
· It is a complex relationship
· Pluralistic Vision: shows that diverse groups can work together
· Unitary Vision: shows that members who have the same background, hold the same values were all part of the founding members

Four Examples of Intricacies Related to Participation and Workplace Democracy

· The art is NOT to eliminate, but to manage these intricacies!

1. Paradoxes of Structure: related to the architecture of participation

a. Paradox of Design: Imposing or mandating grassroots participation from the top
b. Paradox of Adaptation: reacting to outside forces to such a degree that the organizational “soul” is lost
c. Paradox of Punctuation: Short-cutting the democratic process in practice because the process is time-consuming; eventually the vitality will dissipate
d. Paradox of Formalization: Institutionalizing democracy such that spontaneity is gone; it is replaced by routine
2. Paradoxes of Agency: involves the individuals sense of efficacy within the system

a. Paradoxes of Responsibility: Relinquishing the power to make decisions to the group, especially when they insist on the right to participate
b. Paradox of Cooperation: pursuing procedures designed to further collaboration in such a way that cooperation is actually undermined, because the rules were confining
c. Paradoxes of Sociality: Intense involvement at work, limiting other forms of participation (e.g family, friends) 
d. Paradoxes of Autonomy: Surrendering individual autonomy for that of collective autonomy.
3. Paradoxes of Identity: involves issues of membership, inclusion and boundaries. 

a. Paradox of Commitment: making commitment to the group’s espoused beliefs about participation, a test that leads to exclusion rather than inclusion
b. Paradox of Representation: becoming co-opted by dominant interests, losing one’s voice unexpectedly
c. Paradox of Compatibility: the potential problems with exporting a particular model of democracy or participation to another society or culture
4. Paradoxes of Power: concerns the locus, nature and power of the organization.

a. Paradox of Control: encountering less and not more freedom within team-based structures
b. Paradox of Leadership: waiting for a charismatic leader to inspire, create and maintain identity
c. Paradox of Homogeneity: failing to see the value of resistance or oppositional voices; excessive agreement. 



Summary CH 9 Cheny

Three levels of power
-culturally
-organisationally
-interpersonally

Slide 1 Power
-Power has different meanings across different disciplines
The unifying theme however is: “the ability or capacity to achieve a goal even against the interests, will, or resistance of others” 
-power is slippery in theory and in life
-organisations and/or people control people
-critical paradigm
*Frankfurt School: Adorno,  Horkheimer,  Benjamin, Habermas were all working in Marxist  paradigm, and took their ideas in their own direction 
 Key concepts:
-Authority: the legitimate use of power in society
-legitimate: exercises of power and control that society says are okay
- Ideal types of authority according to Weber: 
	Charismatic authority personal qualities
Traditional authority tradition and past, inherited status, monarchy, family succession
Rational-legal authority laws, rules, regulations, procedures
-Alienation:  Marx borrowed concept from Hegel: the historical outcome of the increased division of labour in capitalist organisations and process by which people are separated from work and from each other

Slide 2 Power (+ key concepts)
Resources
-Land is the most traditional resource of power. 
-In reviewing the movement of power over the past 500 years Galbriath charts the shift in   power resources from land to capital and then to  organised expertise
- organised expertise: Knowledge about how to organise large-scale projects and institutions; according to Galbriath, the principal source of power in contemporary society.
Knowledge/information
-what counts as important knowledge determines what goals societies find interesting to pursue
-  Who gets information and who doesn’t 
- different types of knowledge  count in different contexts
Relationships
· Bases of social power: According to French and Raven these include:
*Reward power: O can grant or deny positive sanctions to P
*Coercive power: O can threaten to punish P
*Legitimate power: O has recognised authority over P
*Referent power: O has power over P because P identifies with O
*Expert power: P acknowledges that O has certain information, knowledge, or skills.
The framework embraces the idea that power resides in the relationship between two people with the key to power being one person perceiving that the other has one or more of these bases.
Negotiating power
-Artistic proofs: according to Aristotle, the uses of persuasion as available and legitimate means of influence
- Inartistic proofs: the use of means other than persuasion as a means of influence, including force, contracts, and specified systems of reward and punishment, all of which limit human choice
-Sovereign uses of power: According to Clegg, a view of power that emphasises the power associated with a individual, a group, or an institution—that is, power that proceeds from a distinct and visible source; from this view, who has power is important even if that who is an institution.
- Strategic uses of power: according to Clegg, a view of power that emphasises the strategic aspects of power, or power-in-use, as a basic dimension of human relations, from this standpoint, how power is exercised is what’s most important.
- Lukes’s Three Dimensional Model of Power: a model that recognises that power-in-use has aspects that are more obvious and less obvious that may operate simultaneously.
	*level 1: the most observable/overt uses of power, such as directives
*level 2:less observable aspects of power, such as  people not expressing alternative viewpoints when they hold them 
*level 3: the least observable aspects of power, such as someone not considering an alternative viewpoint, even though the dominant view may not be in her best interest.

Slide 3 Hegemony
- Anthony Gramsci
- Hegemony: a process whereby a particular way of seeing and doing things becomes dominant, especially through the participation of diverse groups in society and including those for whom the trend is not in their best interests; in this way, arrangements of power become “commonsensical” and neutralised, even while they are harmful or limiting to certain segments of society or even to society as a whole.
- Gramsci talks about power collectively/socially, and about why are things the way they are
- domination by consent or consensus people play a role in their own subjecation, they participate

Slide 4 Power and the communication process
-Defining terms: the ability to define terms is an extremely important part of the debate
- Listed below are strategies by which power can be accumulated or retained through the shaping of the communication process itself:
· Defining terms
· Setting agendas
· Access to information
· Who is invited?
· Who gets attention?
· Who talks?
· Who controls the conversation?
-Discursive closure: a process in which certain discussions or discourses feature one viewpoint and close out others, resulting in systematic biases in discussions of particular issues.
- Hegemony see slide3 Hegemony

Slide 5 Systems of control
-Systems of Organisational Control: the basic ways that work and workers are organised and controlled in the interests of the larger organisation; major systems of control include:
· Simple – direct, person-to-person control
· Technical – Indirect, impersonal (assembly line, cell phones always in contact)
· Bureaucratic – rules, regulations, standards 
· Concertive – among workers  ( sub groups within organizations create their own rules/patterns, control on how people experience work process, what makes it different/more powerful is that it’s difficult to see)

Slide 6 Resistance 
-Overt forms Hirshman’s Typology of Organizational Responses: the primary means by which unhappy individuals or groups oppose practices of an organization, these include:
 Exit (quitting)  most final and dramatic
 Voice represents an attempt to speak out, whistle blower
 Loyalty largely swallowing concerns, while people work quietly to change things
neglect  forgetting about or actively ignoring a problem or limitation
-Covert/Subtle forms Symbolic resistance: a means of resistance that involves trying to use key symbols to move ideas and people in a direction different from the predominant viewpoint; using this strategy symbols become the “turf” on which the rhetorical battle is waged. This can be done by
Appropriating language and framing
-Control/Resistance Dialectic: rather than think of control and resistance as separate phenomena, we need to examine how they are intertwined in organizational contexts. There can be no resistance without control and there’s no need for control without resistance of some sort. 
 

	 


Chapter 13: Communicating in global and multicultural contexts
 Introduction
Globalization: being aware of all the international ties and fragmentations that exist in the world, “global awareness”
- referencing to the modern world
	- related to the rise and spread of capitalism
- talk about globalization is often focused on international trade, multinational 
  corporations and the spread of consumerism (economical dimension) but has    
  important social, cultural, political and religious dimensions too
- economical dimension developed with dot.com burst and 9/11 attacks and 
  became main focus of globalization studies
- some say globalization is already ‘done’ and we are in post-global world

Confronting and defining globalization
> Historicizing globalization
“Globalization is a social process in which the constraints of geography on social and 
cultural arrangements recede and in which people become increasingly aware that they are receding”

Globalization (or global village, the information age, postindustrial society, network culture) is an ambiguous and a highly contested term. The word ‘globalization’ was not used before 1960, but the process existed centuries ago – or according to Henwood it never really existed because it has been going on forever:
· Invention of roads, cars, communication devices like phones, hegemony of the church, development of worldmaps, even the global spread of diseases, etcetera
· Humans never stayed put, US was founded by Europe, UK used slaves from Africa, VOC, internation organizations, European Union - Already since the first intercontinental moving, globalization started.
The many dimensions of globalization should not be underestimated, because even though they build up to one concept, they still exist separately.

Globalization and organizational communication: the process through which the global economy becomes increasingly interconnected, through which global and domestic 
organizations merge, and through which communication technologies blur traditional spatial and temporal boundaries. This means that products and services are standardized and is based on increased connectivity – “communality”, a basis for community.

> Confronting globalization
Globalization is often seen as utopian in many ways but there are also downsides:
· Technological globalization. 
The increasing connectivity that globalization causes is seen as a plus, but it is not good for the environment, causes pollution and chemical wastes.
· Market globalization, neoliberalism
Free trade and open markets are seen as positive, even though it undermines progress in other arenas: environmental protection, labor rights, unions were disregarded by multinational companies, for they were mostly national instead of international etc.
· Problems were fought by institutions like WSF (world social forum), attended by laborers, feminists, religious groups etc, but were made possible by communication technologies as well, so they were not THAT anti-global.
Despite the many trends that globalization causes, there are also a lot of countertrends like localism (or even tribalism), reactions against cultural imperialism, unpredictability. Globalization/globalism only makes sense against the reference point of localization and local interests. 

The global and the local (and the inbetween)
Now that everything has a more and more global identity, regional groups try to assert themselves more forcefully. Creating a unified EU has cause e.g. the Basques in Spain to assert themselves more. The notions of the global and the local are so interwoven nowadays, they can’t be seen separately.
Business adapted to this: globalization became the credo, but their products and strategies are adapted to local markets. (McDonalds’ countryspecials, like McKroket in NL)
· Globalization should not homogenize tastes, and businesses get that: glocalization
Political: argument is that a global government decreases local democratic wishes. But is local always better than global? So, is a local government better than a supranational one? Because sometimes local government can hold prejudices etc as well.
Democratic participation: considers what happens both within and beyond local boundaries.
Globalization runs in many directions, creating/between centers, peripheries.
Forces of convergence
Globalization, through its spread of ideas, technology and culture, is tied to the concept of Convergence.
> External forces
The convergence hypothesis (Stohl (<that’s a name)):
Globalization is typically explained with reference to external forces or trends that push societies and organizations toward similar structures and goals.
· Builds on the assumption that although there are differences between nations and organizations, such differences are relatively insignificant compared to the forces that press societies and organizations to align themselves toward the same economical and technological structures
· Even though organizations may vary considerably in structure, the hypothesis predicts they will grow towards similar forms.

> Institutional isomorphism
Organizational isomorphism: the tendency of organizations to become increasingly similar
· Competitive organizational isomorphism:
refers to convergence propelled by competitive market forces (see previous paragraph)
· Institutional organizational isomorphism:
looks at influences other than strictly economic.

Institutional isomorphism predicts that organizations converge in order to conform to political standards and to gain legitimacy 
· Coercive isomorphism occurs if legal structures require similarity
· Mimetic isomorphism occurs if organizations want to look like other, respected, big organizations. Visible in eg imitative mission statements or management programs
· Normative isomorphism occurs when organizations attempt to live up to professional standards in their specific industry

> Pressures (and desires) towards divergence
The globalization of fragmentation is itself a unifying process.
Similarities on the macro level can go perfectly fine with differences on the micro level
Globalization  potentially increases cultural pluralism by recognizing and drawing attention to ethnic groups, cultural niches and local abilities.
> Global trends in tension and perspective
Forces of convergence and divergence can be put as coexisting trends in “tension”.
This means that convergence is not necessarily linked only to globalism, nor is divergence linked to only localism. Localism can well be a form of convergence too.
E.g.: because of oil shortage (due to convergence = macro level), agricultural products have to be produced closer to home again (localism = micro level).

Expanding our ideas about globalization
> A global reflexivity
Earlier phases of globalization advanced the material interdependencies among cultures/nation states. Recently, however, there is a rise of a reflexive global consciousness; an awareness of the world as an interdependent space, AND an awareness of this awareness.
This awareness is facilitated by technological and cultural forces. 
This increase of reflexivity and interdependence has had a profound effect on our collective sense of who we are and what we might become. 
The content of our reflexivity depends on the labels we use to frame global issues. 

> Interdependence and risk
Global reflexivity has caused greater importance of time and place, compared to other places in the world, for technologies liberate these concepts to a certain extent. 
This global interdependence has globalized risks too. E.g. “An inconvenient truth” by Al Gore is talking to the world as a whole and about issues as being global. Risks are recast at a global level. These risks invite us to come up with solutions beyond traditional boundaries.

Intercultural communication and diversity in organizations
Organizations have to realize that their operations and their messages are both often intercultural from the beginning. Interculturalism is the “social” form of globalization (= often economic/organizational). 
The book claims that ALL forms of communication are ALWAYS intercultural because it is between at least two different human beings. 
· Cross-cultural communication is often used in comparative contexts, where scholars want to compare broad communication processes between one culture with another culture. Unlike intercultural communication, the concept does not impluy the study of actual communication  among people with different cultural backgrounds. 
· Multicultural communication refers to the idea that it is difficult to refer to one single culture in unitary terms. In many cultures there are subcultures and countercultures, different cultural identities. 

> Parochialism
Studies of intercultural organizational communication have been called parochial, because a large number of studies have examined intercultural differences in one context (US <-> another country), and assumed their applicability to other contexts. 

> Competence
Competence is seen as a central communication issue in organizational communication. Intercultural miscommunication often happens when the communicating people have different ideas about competence. E.g. when someone values “approachability” more than the other in the same environment. Or when someone thinks a certain race is more competent than another. Therefore, the notion of competence is not fixed, it changes per communicational conflict. It has to do with cultural adaption and interpersonal communication. 

> Celebration of diversity
It is very difficult to form a set definition of “the west” or ”the Islam”, therefore the “us versus them”-view is hard to maintain for it is not constant. Organizations can be much more productive when taking advantage of diversity instead of working against it.

Key concepts on page 421!
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