Mumby, Organizational Communication – Instructor’s Materials

[bookmark: _GoBack]CHAPTER 6
COMMUNICATION, CULTURE AND ORGANIZING
1. Introduction
a. Paradigm shift that changes how we think about the relationship between communication and organizing.
2. Emergence of the Cultural Approach (Reasons it Emerged)
a. By the 1970s, economic and energy crises, increasing globalization, and critiques of bureaucracy created the desire for new forms of organizing.
b. Workers rejected conformity to bureaucratic standards and wanted “personal growth” from jobs.
c. “Culture” replaces “discourse of representation” as metaphor for organizational research:
i. Assumes that we study organizations because they are interesting, not just in order to increase efficiency.
ii. Borrowed from anthropology and interpretivism.
iii. Uses writings of Geertz to understand culture as the webs we have spun ourselves (drawing a parallel between culture’s constraints and bureaucracy’s. Geertz’s principles:
1. Culture as semiotic.
2. “Web” metaphor indicates that we produce, and are enabled and constrained by culture.
3. Thick description (interpretive science vs. experimental science).
iv. Culture metaphor means that organizations are only real insofar as members participate in/create them.
3. Two Perspectives on Organizational Culture
a. Pragmatist Approach: Culture as an Organizational Variable
i. Managerial, culture can be separated from other variables & controlled.
ii. Culture can be manipulated/changed to achieve desired outputs.
iii. Desires/supports single/unitary culture that all must identify with.
iv. Culture has specific functions:
1. Creating a shared identity among members.
2. Generating employee commitment to the organization.
3. Enhancing organizational stability.
4. Working as a sense-making device.
b. Purist Approach: Organizational Culture as a Root Metaphor
i. Organizations are culture (they don’t have culture).
ii. Organizations only exist insofar as members engage in the communicative culture.
iii. Argues against “culture management” of the cultural pragmatists, because:
1. Culture is emergent, based on the people/participants.
2. Cannot link causes/effects between culture and organizational outputs.
3. Culture isn’t unitary – it’s complex and fragmented, even in organizations.
4. Managing/manipulating culture manipulates employees’ feelings/emotions and, therefore, is unethical.
iv. Adopt a broader definition of “organization”
1. Purist approach looks at all kinds of “non traditional” organizations to study as culture (baseball parks, occupations, etc.) 
2. Interested in culture/organization from “native’s POV,” taking an anthropological/ethnographic approach to studying culture.
v. Ethnographic methods/thick description to determine what culture is/means to people involved – removes distance between researcher/researched.
1. Methods: Interviews, observation, participant-observation.
vi. Study of organizational symbols, talk, and artifacts
1. Various symbolic forms are culture (purist) vs. represent culture (pragmatist).
2. Important symbolic forms org. researchers study (Packanowsky & O’Donnell-Trujillo, 1982):
a. Relevant constructs
b. Facts
c. Practices
d. Vocabulary
e. Metaphors
f. Rites and Rituals
g. Stories
3. Organizational storytelling has become a key point in org. research
a.  “Uniqueness paradox”: when similar stories function to show “unique” elements of organizational culture in different settings
b. Stories have moral imperatives – they move us toward some particular moral about org. culture.
c. Stories are sense-making/attention-pointing devices.
4. Conclusion
a. Mats Alvesson (1993) asks us to adopt an “emancipatory” approach to org. culture – leads to critical studies of power and control.
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