Mumby, Organizational Communication – Instructor’s Materials

CHAPTER 10
COMMUNICATING DIFFERENCE AT WORK
1. Introduction
a. With more inclusive “new workplaces,” we have to attend to difference and identity.
b. Differences such as race, class, gender, sexuality, and so forth are historical, political, and economic constructs that require a lot of communicative labor.
c. [bookmark: _GoBack]Even though “difference” may be socially constructed and maintained, there are significant real-world consequences/impacts.
d. “How does communication organize through difference?” (Ashcraft, 2011)
2. Defining Difference
a. Difference: a social construction “that has been used to classify human beings into separate value-based categories” (Orbe & Harris, 2001, p. 6).
i. Connected to power
ii. All differences are not equal (normally there is one more-valued category and one less-valued category, like man/woman, white/black, heterosexual/homosexual, etc.)
iii. Difference contrasts with what is considered “normal” because it’s the standard or taken-for-granted norm
iv. Difference is communicatively constructed
b. Differences are social constructions that get normalized and institutionalized in organizations
c. Dominant groups have organized formally and informally to marginalize difference
d. Even though difference is real (we exist in our bodies), the significance of those differences is socially constructed to have all kinds of meaning that they otherwise wouldn’t
3. Race & Organizational Communication
a. Race and Organization in Historical Context
i. White maleness of organizations was a fact for most of the 20th century.
ii. Ford’s $5/day wage and Sociological Department had a strong racial element: supervisors hired to ensure that people were living “up to the standard” of the wage (Viewing jazz music, dominated by African-Americans, as licentious).
iii. Most (white) European immigrants of the 18th & 19th centuries (Italians, Irish, Greek, Hungarians, Eastern Europeans, etc.) were classified as “nonwhite”.
iv. “Nonwhite” status of European immigrants displays the socially constructed nature of race.
b. Race in the Contemporary Workplace
i. Race both widely examined and partially ignored in studies of work and organizations.
ii. Most race-work done in the context of managing diversity, the “business case” for diversity.
1. Marginalizes race as an organizational variable.
2. Treats race as a “minority” issue v. organizational issue.
iii. Thematizing race by understanding its connections to power, difference, and communication helps us to understand how race is an everyday feature of organizational life.
iv. White men treated as the “norm” of organizations, which “minority” workers must enter and learn to adapt
v. “Socialization” of minority workers is a complex and negotiated process (Allen, 1996, 1998) that may not be explicit racism but certainly hint at racism/reify stereotypes.
vi. Outsider within: everyday organizational communication processes position “different” workers as outsiders within the organizational culture.
vii. Race also marginalized in organizational contexts by a focus on corporate context.
1. Org. research focuses on white-collar work, which white males have dominated.
2. Overlooks “dirty work” and blue-collar work that might incorporate a wider variety of experiences.
c. Interrogating Whiteness and Organizational Communication
i. Whiteness: “set of institutionalized practices and ideas that people participate in consciously and unconsciously” (Parker & Mease, 2009, p. 317).
ii. Interrogating whiteness (as a standard, or neutral assumption) helps make visible the ways that race and power come together in routine ways to reproduce the organizational status quo.
iii. Invisible knapsack (McIntosh (1990)): the set of privileges and practices white people carry around them that protect them from everyday injustices.
iv. Whiteness and white privilege refer less to “racism” and more about systems of power and domination in which we all – consciously or unconsciously – participate.
4. The Body, Sexuality, & Organizational Communication
a. Important to study from a critical perspective:
i. Employee’s bodies and sexuality have long been sites of organizational control
ii. Organizational life teems with sexuality
iii. New workplaces attempt to exploit sexuality to increase productivity
b. Instrumental Uses of the Body and Sexuality 
i. Bodies and sexuality are often seen as resources that organizations can exploit. (E.g., “sex sells”)
ii. Bodies can become organizational technologies.
iii. “Culture of fun” (Fleming, 2007) encourages flirting, dating, and dressing provocatively to increase productivity (which may be oppressive).
iv. Bodies and sexuality are perceived as positive so long as their expression is consistent with organizational needs and norms.
c. Sexual Harassment in the Workplace
i. Sexual harassment is more about the ways in which gender and power come together in organizations to create forms of inequality and domination.
ii. Women are more like than men to suffer sexual harassment, but men do too (and same-sex harassment certainly occurs) – typically there’s a power differential (less powerful person gets harassed).
iii. Typically takes two forms:
1. Hostile environment
2. Quid pro quo
iv. Sexual harassment often a communicative, shifting process open to interpretation.
v. Women are still hesitant to confront sexual harassment directly – though they can identify it, but struggle to know how to deal with it because of feared backlash from superiors and peers.
d. Resistant/Emancipatory Forms of Sexuality
i. Sexuality can have a resistant or emancipatory function.
ii. Sexual revolution of the 60s was a political revolution, with expanding views of “acceptable” sexuality and sexual behavior.
iii. 1960 FDA approval of birth control pill expanded possibilities for sexuality and control.
iv. Gay workers and “heteronormativity:
1. Heteronormativity: dominant heterosexual cultural expectations in many workplaces
2. Heterosexuality is assumed as the standard/norm of organizational life
3. Gay, lesbian, transgender persons in organizations requires us to look at how heterosexuality, homosexuality, and transgendered issues and identities are communicatively constructed.
a. Passing (Spradlin, 1998) is a set of communication strategies used to “pass” as heterosexual in an organizational workplace:
i. Distancing
ii. Dissociating
iii. Dodging
iv. Distracting
v. Denial
vi. Deceiving
b. Passing requires hyper-attentive listening skills and is likely exhausting.
4. Tensions between “gay” and the standards of “professionalism” (Rumens, 2009).
5. Even “gay friendly” workplaces see more implicit forms of discrimination, eg: asking a homosexual colleague about his sex life (when one wouldn’t consider asking her heterosexual colleague the same kind of question).

5. Conclusion
a. “Differences that make a difference” are the focus for org. comm..
b. Difference must be understood in the broader context of organizational, social, and historical forces that shape us.
c. Difference defined and shaped by power.
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