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Abstract

Purpose — The purpose is to inspire a more Bakhtinian perspective of conversations in change
communication. Inspiration is drawn from Bakhtin and argue that change management has, for too
long, focused on monologic implementation of predetermined change, i.e. how to develop the “best
plot”. Change agents need to consider their anthropology are argued and ask themselves whether the
people in their organizations are the objects of communication or subjects in communication.
Furthermore, the argument about one’s anthropology and one’s espoused communication theory are
intrinsically intertwined: how one communicates depends entirely on whether one views people as
participating subjects in the process or as objects of the process.
Design/methodology/approach — Consensus-as-monologue and consensus-as-dialogue are
distinguished. Under the former, the notion of a single speaker is emphasized (expectations of
response are low). But under the latter, consensus becomes saturated with the self as the other
(polemic, but born between people).

Findings — Change agents need to consider their anthropology are argued and ask themselves whether
the people in their organizations are the objects of communication or subjects in communication.
Originality/value — Seeing conversation among people as a never-ending process. A different
perspective on participation — a perspective whereby one person’s message joins with that of another
and one person’s meaning joins with that of another is offered.

Keywords Conservation, Communication, Change management
Paper type Research paper

1. Preamble

Recently, those who study management communication have recognized the role that
conversations play in organizing (Taylor and Robichaud, 2004). Putnam and Cooren
(2004) replaced the notion of organization as an entity for organization as text, or the
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product of language mediation. Taylor and Van Every (2000) have noted that there is
neither an organization nor an ideology other than that which emerges from the way
people collectively participate in situated conversation. With specific reference to
change, we argue, however, that current views of communicating change continue to
have a view of the communication process where form and meaning are determined by
constant relations — a view that is static, rather than dynamic. Such a view is guided
by the pursuit of order (constituting both people and events) and carried out in practice
through the on-going search for consensus and the presentation of unity (common
ground) among group members.

Whatever the change agents might espouse, including changing conversational
styles for the achievement of consensus, such a shift in focus converts generating
consensus into a monologic (one logic) practice, for example, agree with our proposed
change, please. Ford (1999) emphasized that organizational change occurs and is
driven by communication rather than the reverse. Their emphasis refers to the role
conversations play in constructing change — that is, communication acts as the
instrument of change. Change emerges through the change agent’s intentional shifting
of conversations at work (Ford and Ford, 1995), thus affecting how people think about
change initiation, understanding, performance, and closure conversations. In practice,
many change efforts to increase participation, remain monologic; even when diverse
points of view interact, the stress is placed upon achieving consensus, or in utilizing
rhetorics of persuasion (changing intervention and/conversational styles) to arrive at
common ground for all (to keep contentious points of view on the margin).

There are historical explanations for the current “static” view of change
communication. Aristotle saw persuasion as a legitimate method for influencing
people. He developed persuasion as a method for helping people find truth. He did
assume, however, that people could reason, and see the logic behind conclusions — that
is, without persuasion being coercive. He found hidden contradictions and helped his
students see the inadequacy of their assumptions. What one knew and how one
presented ideas were parts of a whole.

In sixteenth century Europe, intellectual debates raged. People were debating
theology, and along with it politics and anthropology. Every aspect of knowledge was
scrutinized. Grand claims were the norm of the day. For instance, Peter Ramus, a
logician and pedagogue, earned his master’s degree in Paris by defending the view that
all Aristotle’s teachers are false (Ong, 1958). Ramus was interested in the systems for
cataloguing Aristotle’s teachings. He proposed separating the study of how we reason
and discover ideas from the study of how we present ideas — thus reducing
communication to the presentation of predetermined truths, or messages. His
contribution was not perceived as monumental then or now, but the division still stands.

According to Ong (1958, p. 4), Ramus’s thesis can be seen “as the outgrowth of a
kind of simplified logic which imposed itself by implication on the external world in
order to make this simple, too.” This simplification has had the effect of
depersonalizing the word and reducing conversations to irrelevant status (Taylor,
2001). It has weakened the participative opportunities for any individual in
communication. Any one individual becomes less relevant to the process of
understanding. To this day, communication scholars labor to get people to see that
communication is not about delivery; rather communication is about what we see and
know and how we know it. Ramus’s model fits well with how change agents have
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viewed communication’s role in the change process, namely the presentation of reified Conversations in

plans for creating readiness and for change recipients to agree to.

Other views of language and communication reinstated meaning creation to the
communication process, thus shifting the focus away from a predetermined answer —
or message — and thus raising our awareness of the role of language as a transparent
medium for the communication of social knowledge (Alvesson and Karreman, 2000).
The legitimate issue of granting change recipients a voice and the importance of
critical discourse in attending to the margins and to suppressed voices has been
emphasized (Hardy and Phillips, 1999). The goal of language has become that of
constructing shared meanings (Shotter, 1998). Taking into account diversity among
groups and the embodiment of rationality in particular social and emotional contexts,
the onus shifted from conversations as accomplishments to the potential of
conversations to inspire change communication for people wanting to understand,
people wanting to be understood, and people wanting to feel hopeful — but without
doubting their roles, and without feeling vulnerable to criticism and attack.

Change agents thus appear to have more than working model regarding
communication. One working model tends to rely on communication as being the
mnstrument of change — whereby they strive to deliver effective messages about a
predetermined change. Another working model tends to conceive of communication as
a means of giving more people a voice in the change process. Communication in the
second sense then creates a shared meaning that facilitates a particular change.

We contend that the working models are too limiting. That is, neither view can
grapple with realities of communicating change. The first working model appears to
privilege the message at the expense of involvement of any person other than the
change agents; the second working model appears to privilege relationships and
participation at the expense of the message. Both take for granted that conversation is
sufficient to generate changes in texts through a widespread circulation of messages.
But the reality of change is that people need to be able to recursively communicate and
connect with people. In particular, we hope to suggest the need to return the discovery
of what is largely inter-discursive to the communication process and preserve in
balance the idea of a message (although not a static, reified message).

To develop a dynamic view of the communication process for organizational change,
we turn to the Russian philosopher and literary critic Mikhail Bakhtin (1895-1975).
Bakhtin’s anthropology retains the idea of a strong, unique self; he grounds his idea of
knowledge in communication: we can only know something where we have multiple
persons communicating, i.e. a polyphony. Valuable insights have been gained from
Bakhtin’s conception of language (Baxter and Montgomery, 1996; Boje, 2001; Matthews,
1998), the role of dialogue in the process of creating meaning (Gergen and Thatchenkery,
1996; Jabri, 2005a; Kellett, 1999) and organizational learning (Oswick et al., 2000), and the
role of Bakhtin’s notion of polyphony in understanding organizations as being
comprised of multiple discourses (Boje, 2007; Hazen, 1994; Jabri, 2004).

Bakhtin offers us a distinctive way of understanding change communication
because he offers us a different way of seeing the role of conversations in constructing
change. To understand the implications of this in change communication it is
necessary to understand Bakhtin's (1984, p. 189) words in the context of his perspective
on life, work, and change — or as Bakhtin put it, in the context of his “discourse”.
Bakhtin’s words are not that different from some of the classic writings by Berne (1964)
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on transactional approaches to change management. For example, Berne fully
endorsed the role of interpreting the view of the other. Berne never spoke of dialectic
(purely oppositional) forces leading to a new state of equilibrium. Rather, he spoke of
on-going relations for building engagement and of co-dependency for initiating
sensitivity analysis as an intervention. Similarly, Tannenbaum’(1995) classic writings
in the 1950s saw co-dependency — linkages between one’s own awareness of change
and the awareness of others — as being crucial for any intervention effort.

Bakhtin saw a level of participation in the construction of meaning beyond what we
normally see — even when we speak of “collective meaning”. There must be other
interpretations if one’s own interpretation is to exist. This has an important implication
for change communication. When Bakhtin (1986, p. 87)) speaks of creating “meaning”,
he is not talking about arriving at a static agreement. Rather, he sees meaning as a
continual process. All conversation is a never-ending process (unfinalizable) and that
all conversational episodes among people are dialogic. “His self-conscious lives on its
unfinalizedness, its open-endedness, and indeterminacy” (Bakhtin, 1984, p. 43).

Participation involves (but is not limited to) having “voice”. A person does not
necessarily arrive at the “meaning”, but continues to discover meaning as long as he or
she interacts with others. That meaning comes from the “contact between the word and
the concrete reality”, as that reality is shaped and re-shaped through utterances other
people make (Bakhtin, 1986, p. 87). Meanings are dynamic, not static because a person
has no choice but to “bring forth” the other. To arrive at “meaning”, a person requires
other selves.

What sounds like “single-voiced discourse” (Bakhtin, 1984, p. 189) can be
multi-voiced dialogic, expression, even out of the mouth of one participant. As a
reviewer noted, Bakhtin wrote his political criticism in veiled ways, even under the
threat of being exiled for going against Stalinist regime. People double-narrate, and
speak with double-voices. For example, a manager can speak in an organizational role,
as well, as express a point of view that is independent of formal position. Finally, Bakhtin
sees people as subjects immersed in conversational episodes rather than objects in the
communication process. His anthropology is that of free people. Bakhtin's view of
communication thus eschews the view where meaning is determined by constant
relations to understanding meaning by emphasizing the difference between sentence
(grammatical entity: “I” own my statement) and utterance (unit of speech: “we” own
meaning). He insists that grammatical approaches to communication are legitimate, but
do not allow people to experience the life that exists in and through dialogue.

In our discussion, we draw specifically on Bakhtin’s ideas of utterances. We fully
concur with the contention that change occurs in the context of communication, but
differ in taking a dynamic view of the communication process — a dynamism that
Bakhtin helps us to see through his articulation of utterances. Weisbord (1992) as well
as Hammond and Sanders (2002), worked on the role of conversations in “constructing”
change, but their conception of the role of conversation (speech act analysis) in
constructing change remains basically monologic — “conversations are treated as
simply a methodology” (Fairhurst and Putnam, 2004, p. 6). Hammond and Sanders
(2002, p. 17) focus upon communication as a means of uncertainty (or equivocality)
reduction. Dialogue becomes a means of attaining a “workable level of certainty”
(Hammond and Sanders, 2002, p. 17) or to Bohm (1996) and Senge (1990) who like to
use dialogue to move a group toward “shared meaning”, a prelude to Weisbord (1992)
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overcomes and diffuses “resistance” as “part of the self-organizing process” that
Hammond and Sanders (2002, p. 18) advocate. The confusion of sentence and utterance
is something we think is symptomatic of organizational change and development
studies. A conversation that has multiple voices is not necessarily polyphonic; a
dialogue of many voices with a focus on shared meaning, coherence, and consensus can
be quite monologic.

The paper is organized into two parts. In Section 2, we begin with a discussion of
some of Bakhtin’s key concepts implicating change communication. In Section 2, we
discuss how dialogue is theorized and applied in organizational change. In particular,
we hope to suggest the necessity and importance of further discussion of the
opportunities and prospects that exist in viewing change management as providing
occasions for change agents to experience the life that exists in and through a
Bakhtinian view of change communication.

2. Applying Bakhtinian ideas to communicating change

Bakhtin’s ideas about communication and meaning are at odds with much that we
currently, if perhaps implicitly, embrace. The modern idea of communication —
especially the modern idea of message — relies on a linguistic, grammatical base. At the
turn of the twentieth century, de Saussure (1983), one of the founders of modern
linguistic analysis, suggested that the study of language (langue) and speech (parole)
should be separated (with signifier and signified being viewed as two separate but
stable systems) and that emphasis should be placed on language as a social institution
of the word. Saussure rejected the inclusion of actual speech as an investigation
because of what he perceived to be its infinite variety. The result of Saussure’s
rejection was that langue became invested with powers such that meaning was held in
place around some ideal (universally understood) statement. Communication became
centered on what the speaker says (Shannon and Weaver, 1949). Meaning was fixed
and language was simply a code for transmitting information.

Bakhtin took issue with Saussure’s approach to language. Bakhtin distinguished
utterances from sentences — sentences being a linguistic, grammatical approach to
language. Sentences are static, fixed in time and easily analyzed and dissected.
Utterances, in contrast, take on new meanings as they are embodied and exchanged
with other people in the form of discourse. Discourse was understood by Bakhtin (1984,
p. 183) in terms of “dialogic interaction [which] is indeed the authentic sphere where
language lves” (italics in original). According to Bakhtin (1984, p. 183), discourse is:

[...] language in its concrete living totality, and not language as the specific object of
linguistics, something arrived at through a completely legitimate and necessary abstraction
from various aspects of the concrete life of the word. But precisely those aspects in the life of
the word that linguistics makes abstract are, for our purposes, of primary importance.

Bakhtin objected to Saussure’s approach in structuring language as an independent
system of signs dissociated from speech (parole) — a system in which each sign reflects
a ready-made code and signifies a definite concept, thus giving speech a fixed and
stable meaning. Bakhtin (1986, p. 147) noted that: “A code is only a technical means of
transmitting information; it does not have cognitive, creative significance”.
Many change agents today take for granted that communication is constituted by
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information transmission through use of more than one conversational style (Shannon
and Weaver, 1949). They do not see the need for a model that accommodates the
cognition and creativity of which Bakhtin spoke. Using codes appears efficient and
effective only if the change agents are the ones constructing and sending the codes.

Bakhtin (1986, p. 67) argued that an utterance is a real unit of speech because it
reflects a real speech situation. An utterance reflects actual personal experience. To say
that utterances are subjective (uni-vocal) would be too limiting and would misstate
Bakhtin’s anthropology. There are other subjectivities (interpretations) if one’s own is
to exist. Every utterance has its own “social atmosphere” — a sort of theme that
surrounds the utterance, hence giving it its own speech genre. Bakhtin (1986, p 87)
observes:

Genres correspond to typical situations of speech communication, typical themes, and
consequently, also to particular contacts between meanings of words and actual concrete
reality under certain typical circumstances.

Bakhtin (1981, p. 272) fully implicates change communication in the sense that it firmly
reinstates the creation of meaning in the communication process through the active
participation of all communicants in utterances. He observes:

Every concrete utterance of a speaking subject serves as a point where the centrifugal as well
as centripetal forces are brought to bear. The process of centralization and decentralization, of
unification and disunification, intersect in the utterance.

Bakhtin discarded the dualism of transmissions between an active speaker and a
passive listener in favour of utterances that are made in anticipation of the other’s
active response. Rather than seeing meaning-making as being based on ready-made
subject-centered codes, Bakhtin’s approach sees meaning-making as irreducibly
dependent on a complex unity of differences in utterances, or heteroglossia, whereby
meaning comes to be constituted.

Implicit in Bakhtin’s conception of heteroglossia is its implication in terms of
managing change communication by the privileging of speech under centripetal forces
(forces of meaning that unify change plans, tending towards the center) and centrifugal
forces (forces of meaning that disturb change plans, tending to flee the center). It is
from within his conception of heteroglossia that we are able to see change
communication as being completely “unfinalizable” — there is no such thing as “strictly
speaking”.

The process of centralization (unification) stresses the uniformity and singularity of
meaning. It emphasizes the intended meaning of the communicator — preserving the
message as created by the self. Couldry (2000) reminds us that speech tends to
concentrate, rather than disperse, self-representations and social representations of
people. But Bakhtin draws our attention to the contestatory nature of everyday speech
with the notion of centrifugal forces of language. In contrast decentralization
(disunification) is committed to “being with” the other. Centrifugality (decentralization)
1s met with abrupt counter-languages aimed at getting people to agree with what has
been planned. Bakhtin (1981, pp. 272-3), writes of “the unifying, centralizing,
centripetal forces of verbal — ideological life,” to which are opposed “the centrifugal,
stratifying forces,” of everyday life.

Within such a framing context, change communication would need to be
approached as based on a conversation that is made in anticipation of the other’s active
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side. By “outsideness”, or “transgredience” as it is sometimes known, Bakhtin meant
that elements of the self (or one’s own culture in general) cross over to other selves
(or other cultures) and take on elements from each other as they complete themselves.
One thus illuminates the other (Bakhtin, 1981, p. 324). Commenting on Bakhtin’s notion
of outsideness, Morson and Emerson (1990, p. 185) noted that, as each side takes on
aspects of the other, an “illumination” is achieved, which allows each side “to complete
and finalize an image of each other”. Each takes an element of the other, and each
comes to illuminate the other. Outsideness is a phenomenon of being “outside” the
other and yet being able to “tele-transfer” elements of one’s own social language
(culture) to social others.

Through this idea of “illumination”, or creating a “surplus in meaning” as it is
sometimes called (Jabri, 2005a), identity can be seen as co-constituted from
“outsideness”. The fact that a teacher is “outside” his or her students means that the
teacher can narrate things about them that they cannot see, and the fact that they
are “outside” the teacher means that they can narrate things about the teacher that he or
she cannot see. Outsideness has important implications for change management
because it emphasizes the dialogue among persons rather than the speaker (the
individual as the unit of analysis in communication).

According to this understanding, the meaning of change is located in the utterances
of others. According to Bakhtin (1984, p. 183): “Language lives only in the dialogic
interaction of those who make use of it”. He saw conversation language as a living
thing that is dependent on an infinite and recursive chain of utterances. That is when
change agents and change participants become indistinguishable.

2.1 Implications for consensus

In addition to seeing communication as dynamic rather than static, Bakhtin helps us
see that messages cannot be constructed in isolation. Meaning can be generated only
through interaction with others. Consensus that has multiple voices is not necessarily
polyphonic; a consensus of many voices with a focus on shared meaning, coherence,
and consensus can be quite monologic.

Consider the common situation in organizations. Change agents determine that
a certain change is necessary. To facilitate implementation of the change effort, these
change agents deem it desirable that everyone in the organization should agree that the
change is necessary. Although the idea of creating such a “consensus” carries
connotations of “participation”, this approach to change is best characterized as a
“monologic consensus”, a term, we hasten to add might appear to show some contradiction
in words. There can be no theoretical excuse for spawning yet another contradiction, but
the history of change and its implementation seems to suggest that consensus often shows
a state of nominal commitment among people whose real commitment is moderated by
real lack of commitment: the reason for this is that people might wish to avoid further
arguments.

Consensus, in reality, often covers up large differences between people. There is no
“meeting of mind” and so it remains a proclaimed state of the situation until tested, and
that is when things fall apart (change fails to take roots). Change processes rarely
invite polyphone; as a result, many people see no point in engaging in the conversation.
When that happens it is easier to express a consensus viewpoint and leave a meeting
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on good terms with everyone, rather than express uninvited views that are unwelcome.
Here, is where we can begin to challenge the common view of change — a view that
does not take into account that for any change to take roots, we must invite the
interpretations of others in order to clarify our interpretation.

Though the idea of creating consensus carries connotations of participation, we
would argue this approach to change is best thought of as getting to a monologic
consensus. In a monologic consensus, the invitation to participate extends no further
than the call to agreement with a pre-determined outcome. In these circumstances,
dissension is not a viable option. The call to consensus is essentially a monologue. The
change agents might communicate in apparently consultative/participative ways,
including holding forums for discussion but they do not necessarily break out of the
monologic frame. What appears to be dialogic communication can actually serve
monologic ends. As Bakhtin (1984, p. 189) notes:

Discourse that has become an object is, as it were, itself unaware of the fact, like the person
who goes about his business unaware that he is being watched; objectifiable discourse sounds
as if it were single-voiced discourse [italics added].

Understandings of the nature of communication have historically oscillated between
the monologic and the dialogic. Modern theories of communication emphasize
monologic messages, i.e. creating messages to persuade an audience to do something
the speaker desires. Consensus becomes a monologic outcome rather than a dialogical
process, ie. what I really want is for you to agree with my predetermined action.
Postmodern communication theories emphasize the dialogic nature of communication,
whereby the speaker and the audience are perceived as co-communicators who
participate in constructing meaning. There is little room in the modern view for
participation of anyone other than the author of the message, and the postmodern view
allows little room for a message. We contend that neither view has gone far in enough
in conceptualizing what actually happens in communication. The postmodern view
has a commendable emphasis on participation, but it has not presented a convincing
perspective on the message.

Bakhtin’s dynamic view of messages as part of communicating is indicative of his
anthropology. Monologic perspectives on communication tend to see persons in terms
of a set of characteristics that need to be understood for persuasive purposes.
Bakhtin sees persons as irreducible to a set of characteristics. For Bakhtin, persons can
be known only as they relate to other persons. Humans create conversation, and the
dialogue reflects our “personness” of the participants because the utterances of one
participant have meaning only in relation to the utterances of the other. According to
Bakhtin (1981, p. 324), if people wish to know themselves they must continually engage
in an “accommodation of otherness”.

We cannot deny intent (our message), nor can we deny the active participation of the
“other.” If we try to protect our messages from the interpretative powers of others, we
kill the life of our messages. “Living communication” allows for others to engage and
participate in the message making. That does not mean that there is no such thing as
doing violence to a message. A participant of a message can consciously distort the
intention of the author of the message. However, it should also be recognized that, as
others interpret the words of the author, that author also perceives his or her words
differently. The interaction gives life to the message.
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3. Privileging participation over message

Nowadays, change management increasingly has a tendency to privilege participation
over message — especially the participation of the un-empowered over the message of
the powerful. Concerns about empowering and “giving voice” are legitimate. However,
such a perspective can fall into a dualism that denies the character of any utterance.
Change agents who privilege “voice”, though, often fall back into thinking of
communication as a military battle. They focus on voice assuming the utterances are
like arrows that we shoot at each other, and that what we want are more people
shooting arrows. For example, some have not gotten to shoot as many arrows so now
they should get a chance. Yet the arrow metaphor is not one that enables us to see
participation in the making of meaning.

Bakhtin, in contrast, sees everyone — whether in power or not — as participating.
Clampitt et al. (2000) compared communication to a dance — one partner leads, but the
one who “follows” is hardly passive. Bakhtin sees utterances as having creators and
perhaps we should think of communication as art and ourselves as artists. For every
artist has to give up her creation at some point — and in some sense we have to give up
proprietary interpretive rights to our utterances if we want them to live.

Some change agents emphasize “voice” so that we can construct a completely
different view of situations — one based on the totality of voices. The underlying
assumption is one that sees truth as emerging from collective experience — that each
person’s subjective experience is a data point, and that truth emerges in the patterns
formed by collective, diverse experiences. This understanding of voice, however,
invites us to blend voices into a whole — rather than interpreting shared utterances.

Bakhtin saw ongoing interpretation as being the actual process of making meaning.
Creating meaning is not divorced from communicating; rather, each is integral to the
other. By embracing this concept we say that a conversational episode in organizations
is best understood as a series of utterances. One can try to impose a monologic
communication model on the change process, but the dialogic, conversational
utterances live on. Seeing and feeling the potential power of communication hinges on
whether one sees communication as monologic or dialogic. Bakhtin’s perspective
challenges us to leave aside dualism — in this case the dualism of active message
senders speaking to passive listeners. But he also challenges the dualism of
emphasizing the message over the relationship. One cannot separate the two as they
are inextricably intertwined.

Bakhtin’s view of communication — uttered or written — is that participation does
occur through interpretation. Indeed, interpretation becomes part of the message
creation process. Here, he differs from the current approaches to communication in the
theory books. In Fundamentals of Argumentation Theory (Van Eemeren et al., 1996),
interpretation is discussed from many intellectual perspectives; however interpretation
remains a problem to be solved. How can one remove the problem of interpretation? By
desiring a surplus of seeing — wanting the polyphony, rather than imposing a single
monophonic vision. One can also remove the problem by adhering to ethical behavior
— do your best to interpret another’s words accurately. So interpretation occurs where
senders are too ambiguous or when receivers are trying to take advantage of the
ambiguity. Neither explanation considers that interpretation is what should occur
during the course of a dialogue.
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Best-selling communication texts such as Communicating for Managerial Excellence
(Clampitt, 2004) and Organizational Communication: Connectedness in Action (Stohl,
1995) acknowledge the interpretive role of persons in communication; though, neither
are written as if the reader will be interpreting and actively desiring a surplus of
seeing. Another bestselling text, Guide to Managerial Communication (Munter, 2005)
asks speakers to consider their audiences, 1.e. what they know, feel, etc. It does not,
however, discuss presenting ideas as an interpretive process. Communication scholars,
then, talk about a participative approach to communication, though their participation
is more limited than Bakhtin’s and stops short of seeing the participative role of the
reader of their own writings.

Lewis (1996, pp. 140-1) in his An Experiment in Criticism noted that “Those of us
who have been true readers all our life seldom realize the enormous extension of
our being that we owe to authors ... My own eyes are not enough for me. I will see
through those of others.” Eco (1979) developed his idea of the reader as an active agent
in The Role of the Reader. He argued that readers (agents) actually complete the text as
they interpret it. Wolfgang Iser (1978) also embraced the idea of focusing on the reader
and his or her interpretation. In Iser’s view, for example, the meaning of the work is a
joint creation of the author and the reader, though he tended to expect an objective
response from a text. In any event, this school of thought focuses on the “reader” or
receiver. Interpretation is not only allowed, but required. However, the author — the
sender’s role somehow is truncated.

Bakhtin calls us to consider everyone participating in communication. At one level
he calls us to an “accommodation of otherness” — an acknowledgement that others are
participating in our exchange. In essence, though we must consider the deeper question
behind Bakhtin’s “accommodation of otherness.” Why is it we must accommodate
another? To answer that question we must ask a deeper one: why do we communicate?
Bakhtin’s answer: to know. To know ourselves, to know the world around us, to know
even our ideas (achieve a surplus of meaning) — we must communicate.

The potential for change occurs in what Bakhtin calls “dialogic space”. For Bakhtin,
a dialogic space was a space in which “rays of light” pass through layers of varying
density. It is the medium in which utterances crisscross one another. Mirrors are not
placed facing each other. If they were so placed, they would simply reflect what they
had received — effectively “blinding” each other. Similarly with a creative dialogic
space, there is more than a mere reflecting of what has been uttered. Bakhtin’s mirror is
not an ordinary (conventional) mirror.

In terms of implicating change communication, we contend that Bakhtin’s mirror is
a prismatic mirror, the light of which is sent off in all directions. Its illumination is
prismatic, creative, and expansive. Creating meaning is an infinite and recursive
process that is not finalizable. Meaning is not this or that. It is not dualistic — your
meaning or my meaning. However, Bakhtin steered away from the idea of shared
meaning (consensus as outcome), in favor of communication in which utterances are
offered with the full expectation of another’s interpretive participation. As Bakhtin
(1984, p. 202) observed:

When a member of a speaking collective comes upon a word, it is not a neutral word
of language, not as a word free from the aspirations and evaluations of others, uninhabited
by others’ voices. No, he receives the word from another’s voice and filled with that other
voice.
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Bakhtin builds his communication theory and practice upon the foundation of his Conversations in

anthropology. We communicate with persons who have interpretive rights; we
communicate with purpose — we may wish to achieve something with others, but that
does not negate others’ interpretive rights. Moreover, we see our own ideas differently
as we communicate. Who has not experienced the act of clarifying or explaining an
idea only to have an unexpected insight — insight denied to us until the thought was
communicated to another? For Bakhtin, that is the guiding principle of communication:
when persons communicate, when persons interpret and respond, then there is the
possibility for illumination and for seeing differently. An anthropology that reduces
men to subjects and objects denies our participative roles. When a subject merely aims
a message at a target, the subject loses the opportunity to gain this illumination or
insight, for the subject refuses to acknowledge the interpretive “rights” of the target.
Senders who reduce their audiences from subjects to targets care only about their
messages being received as they intended; they desire no illumination. Anyone who
interprets can only be seen as willfully distorting the message and inhibiting its
natural implementation.

It is not hard for us to apply these ideas to change management. Imagine change
agents operating in a monologic mode, with a not atypical anthropology in which people
are subjects or objects. Those people (objects) who question the change initiative are
often seen as engaging in hostile activity or as willfully “misinterpreting” it. We do not
suggest that such motives are possible for people; we reject, however, that this is the only
explanation or motive. For where communication occurs, interpretation occurs. Only by
listening to the questions and responses people raise in response to a change initiative,
can we truly see and create an initiative that will indeed change the lives of the people in
our organizations. It is not a question of being “warm and fuzzy” or giving people voice;
it is, rather, a matter of being able to see what we propose clearly. To know what our
message is and what we want to do, we must communicate with others. Nor can we
assume that the conversation ever ends; the change process is dynamic and ongoing,
which is another way of saying that the conversation is dynamic and ongoing.

Seeing conversation among people as a never-ending process, then, offers a different
perspective on participation — a perspective whereby one person’s message joins with
that of another and one person’s meaning joins with that of another. According to
Bakhtin, meaning is created only when people gather and their utterances are brought
together, where each side takes on aspects of the other (outsideness), hence allowing
each side to illuminate each other. This produces what might be termed a “surplus of
seeing” — a sort of capability that manifests itself through speech, by which things are
enriched by insights being brought to bear from more than one person. A “surplus of
seeing” develops in a back-and-forth manner within a “stretch of talk” as utterances are
transposed among con-texts and situations (Jabri, 2005a). A “surplus of seeing” along
these lines of thinking is instrumental in the development of the notion of learning
organization. It can benefit change communication in depicting new ways for
producing improvements and innovation in team learning.

3.1 Team learming

The literature on management has, indeed, emphasized the notion that organizations
should aim at creating open communications with minimum defensiveness (Argyris
and Schon, 1978), and that through this they should learn (Garvin, 2000; Senge, 1990).
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Yet, by in large it has done little to emphasize the role of utterances in the
co-construction of meaning. Senge (1990, p. 4), for example, defines learning
organization as “a group of people continually enhancing their capacity to create what
they want to create.” He identifies five disciplines that learning organizations would
need to consistently exhibit — personal mastery, mental models, a shared vision, team
learning, and systems thinking. However, Senge’s five disciplines, and in particular
team learning and a shared vision, say little about co-utterances, outsideness, and the
role of language (speech) in enhancing their capacity to create.

Both Argyris and Schon’s (1978) notion of feedback and Senge’s (1990) conception of
conversations and team learning remain sentence-based and monologic. Their work
remains tied to a linear conception — that is where messages travel, in a linear fashion,
between sender and receiver, accompanied by feedback loop. Feedback is treated as
static, fixed in time and easily analyzed and dissected. Team learning process remains
disembodied from any true exchange between members. A Bakhtinian approach to
team learning affirms the ontological and the linguistic aspects of dialogue, rather than
its methodological (transmission) features. Bakhtin’s (1984, p. 110) notion of dialogue
requires “a plurality of consciousness”. Members working in the context of teams
emerge as always conscious of each other. Team members, for Bakhtin (1984, p. 287),
are always involved in co-utterances: “I am conscious of myself and become myself
only while revealing myself for another, through another, and with the help of
another”. Team learning and shared vision are in effect fully dependent on utterances
(speech), rather than on langue.

Implicating team learning, team members, for Bakhtin, would emerge as being
always involved in co-utterances. Team learning means desiring a “surplus of seeing”
(Jabri, 2005a), rather than imposing a single monophonic loop. It is based on more than
a mere “pool of views” inhabiting a variety of loops. Team learning and shared vision
are multi-styled, multi-texted, and multi-voiced. Only in the presence of more than one
feedback loop — in the polyphony — can a surplus of seeing be achieved. We are not
striving to find partial learning in what each team member says and, therefore, end up
with a consensus. No, team learning first must recognize that only in the polyphony —
in the presence of more than one member sharing what they see — can we see. That is
how one team member speaks through another, and how the self of an interlocutor is
dialogized with multiple voices, which makes feedback and their contexts more than
their sum. Paying continual attention to people’s responsive relations to each other
remains very important for explaining how an organization can expand its capability
to learn and innovate.

3.2 Dynamic utterance and collective meaning
Dynamic utterances are not to be confused with “collective meaning”. The latter is an
abstraction that Bakhtin would have rejected. He insisted on bringing all abstractions
down to the level of the concrete. Collective meaning, in many ways, implies static
agreement occurring in specific moments — reaching a point at which it can be said
that understanding has been reached and that the interpretive effort can therefore
cease. Such a position upholds the myth of static meaning, whereas Bakhtin insisted
that utterances have a dynamic life.

Much of organizational change work around achieving consensus through
participation in dialogue, remains quite monologic (one logic); even when a diversity of
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points of view interact in dialogue, the stress is placed upon achieving consensus, or in  Conversations in

utilizing rhetorics of persuasion to arrive at common ground for all (to keep contentious
points of view on the margin). A supposedly polyphonic dialogue can remain
monologic (one logic), and not achieve polylogical (multiple logics) aims.

People pursue monologic communication on the assumption that their words are
independent of the thoughts of others. Even more significantly, some assume that their
words and messages find fulfillment in themselves — independent of interaction with
the minds of others. Bakhtin (1984, p. 292) observed that:

Monologism, at its extreme, denies the existence outside itself of another consciousness with
equal rights and equal responsibilities, another I with equal rights (thou). With a monologic
approach (in its extreme or pure form) another person remains wholly or merely an object of
consciousness, and not another consciousness.

The approach of a change agent to communication thus reveals his or her anthropology.
Monologic communicators see “others” as objects of the communication process,
whereas dialogic communicators see “others” as subjects in the communication process.
The difference is essentially a difference in understanding of the notion of participation
— with the dialogic communicator acknowledging “interpretive rights”, in addition to
acknowledging “voice”.

Bakhtin’s notion of dialogue requires people to be always involved as subjects
conscious of becoming while revealing oneself for another and through and with the
help of another. This means that an utterance has an ontological coloration based on a
plurality of consciousness, one that cannot in principle be fitted within the bounds of a
single consciousness. Elsewhere, Bakhtin (1986, p. 138) observed that: “Just as the body
is formed initially in the mother’s womb (body), a person’s consciousness awakens
wrapped in another’s consciousness”. Bakhtin (1986, p. 143) noted that: “I live in a
world of others” words. And my entire life is an orientation in this world, a reaction to
others’ words”. In this world, the person is free from being treated as an object.

Applying Bakhtin’s ideas to actual change efforts requires rethinking the process of
change. To Bakhtin (1981, p. 324), there must other subjectivities (interpretations) if
one’s own is to exist and so if people wish to know themselves they must continually
engage in an “accommodation of otherness”. You can help me know myself better — I
can help you know yourself better and so the truth lies not in any “way of seeing” but
in the dialogue between ways of seeing (Jabri, 2005a). That is because all conversation
is a never-ending process (unfinalizable). Only in the presence of more than one
Interpretation — in the polyphony — can we achieve a surplus of meaning. We are not
striving to find partial truths in what each person says and, therefore, end up with a
consensus. No, we first must recognize that only in the polyphony — in the presence of
multiple people sharing what they see — can we see. What does this mean for change?

It does not mean that the concept of change initiatives disappears; rather, we
transform how we arrive at knowing what we should do and how we should do it.
We focus on creating change dialogues: creating change dialogues means desiring a
surplus of seeing, rather than imposing a single monophonic vision. A change agent
embracing a Bakhtinian view of people and communication would begin with the
assumption that we cannot know if a change makes sense to embrace except in the
presence of polyphony. Bakhtinian change agents would engage persons in ongoing
conversations about what they see and what needs to be done. Polyphony is
a particularly powerful mean for understanding others’ view, as well as one’s
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own, and the relationship between the two. Through polyphony, the person is able to
experience his or her conversation intra- and inter-personally.

As initiatives are begun, change agents would not think in terms of change
programs and systems, but rather think of the changes as conversations that need to be
revisited continually — to be articulated, explained, and questioned in the presence of
persons. Negative reactions to a change process would not be seen as tiresome critiques
of what “we already agreed to do,” but as expressions that are informed by what was
said previously and what is happening currently; therefore, ongoing critiques are
highly relevant. Change initiatives would be open to change as they were implemented.
Again, Bakhtinian changes agents would emphasize the inadequacy of a monologic
vision, because what is happening in the world and the organization cannot be
adequately seen by a single person; a polyphonic vision — a view created by
polyphony—is what we desire. The polyphony informs the action that we take.

4. Discussion

When change agents want to create transformative change, it is easy to immerse
themselves in the wisdom of their decisions and promote their will on those who have
not had the opportunity to participate in the decision-making process. Brown and
Eisenhardt (1997) talk about continuous change models suggesting that change theory
stands to benefit from highlighting semi-structures that permit continuous change by
blending limited structure with extensive communication. Admittedly, their
suggestion is a very important first step in supporting continuous change, but it
does not go far enough.

What is missing is the role of conversation being viewed as a never-ending process
that is supplemented by the surplus of seeing and whose goal is to provide more agile
structures (both organizational and linguistic). Utterances are tied to each other, but
they continue to change in the course of speaking with meaning carried over from one
round of conversations to another. Every round is a co-communication cycle to
be metamorphosed into hybrid forms. In change management we have framed change
somewhat like authors developing their plots. The organizations are the “novel” and
the employees are the characters.

A monologic view of communication has led us to focus on what the change agent
(the narrator) should say, and what we would like the change participants to say in
order for the plot to develop along our desired lines. If that is the case — if that is our
approach, then we must ask ourselves, how we view our “characters” and how we want
them to communicate with us. Bakhtin (1984, p. 6) commented that:

Dostoevsky, like Goethe’s Prometheus, creates not voiceless slaves (as does Zeus), but free
people, capable of standing alongside their creator, capable of not agreeing with him and even
of rebelling against him.

Bakhtin (1984, p. 6) argues that because Dostoevsky’s characters are free people, one
cannot examine his novels in terms of the usual analysis of plot development. Bakhtin
and Dostoevsky share the same view of man as a complete being who participates in
life and does so freely — rather than at the whim of some fate — even that of a
predetermined plot. Man is a complete self; he not a collection of roles, but a being.
The fact that man is free reveals how Bakhtin and Dostoevsky saw man’s relation
to the cosmos: man does not walk a predetermined path based upon fate, genes,
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his environment, or even his “author,” but rather interprets his world and lives freely. Conversations in

We draw inspiration from Bakhtin and argue that change management has, for too
long, focused on monologic implementation of predetermined change, ie. how to
develop the “best plot”. We argue that change agents need to consider their
anthropology and ask themselves whether the people in their organizations are the
objects of communication or subjects in communication. Furthermore, we argue that
one’s anthropology and one’s espoused communication theory are intrinsically
intertwined: how one communicates depends entirely on whether one views people as
participating subjects in the process or as objects of the process.

A Bakhtinian approach leads change agents to understand people (change
participants) as social beings, to focus change on dialogue, and to embrace the notion
that meaning creation (surplus of seeing) is inseparable from communicating with
others. Change in the Bakhtinian sense is about getting people to appreciate the
dialogic nature of both conversations and habits of action (Jabri, 2006). This constitutes
a very significant shift in change management — away from thinking about change as
mere interventions aimed at shaping better qualities of relationships through
consensus towards a conception of change as a genuine dialogue (Anderson, 1997;
McNamme and Gergen, 1999; Spreitzer and Quinn, 1996).

A conversation that actively invites, expects, and encourages interpretive participation
results in a “surplus of seeing.” Such a surplus develops in a back-and-forth manner as
people exchange utterances and as words are transposed among cultures and situations
(Jabri, 2005b). It holds in balance both unity and diversity, for in each exchange of
utterances one sees both a core of meaning, and one also see the diversity of meanings. The
ideas that we utter have basic identities, but their identities are not limited by their nature.
They are “born between people” (Bakhtin, 1984, p. 110). They are not static, but rather
have dynamic energy that goes beyond their original creation.

A key conclusion is to switch from the transmission model of Shannon and Weaver
(1949), which places emphasis on the transactional nature of the communication
process, to a more Bakhtinian model where emphasis is placed on the verbal dialogue
embedded in the wider systems that is dialogic. In the transmission model of Shannon
and Weaver, which was based on Claude Shannon’s mathematical theory of signal
transmission that he designed for Bell Telephone in the late 1940’s, message travels, in
a transactional way, between sender and receiver, accompanied by feedback loop. It is
time to abandon this model, in favor of one that is more conversationally systemic.
Meaningful change we believe is an intervention at the systemic level, which can be
facilitated by a dialogue, but only when it is reconceived as at the whole utterance level
of intervention.

It is not easy to switch from a model of communication as code, to a model of
communication as a surplus of seeing. The prismatic reflections afforded by dialogue
may not always be welcome to the participants. In the context of previous change
initiatives that asked for agreement or at least full cooperation, it is most likely difficult
for change participants to feel free to begin verbal dialogue with change agents (though
they may engage in it with other change participants).

More difficult, though, is to get people to acknowledge the interpretive rights of
others in the utterance process. Our own interpretations are implicit and thus we rarely
think about the fact that we are interpreting others’ words. It is when their
interpretations of our words do not match our intentions that we want to freeze
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meaning and impose our own - effectively constricting communication to a
monologue of meaning. Bakhtin shows us that the surplus of seeing in communication
is inevitable; what we need to advocate in communicating change is that it is not only
nevitable, but also desirable. A change that is led through dialogue is more likely to
take root because it is born at a point of contact among various consciousnesses
(Bakhtin, 1984, p. 81). The ideas are living ideas; the people are free people interacting
and continually learning.

A most significant implication of applying Bakhtin to change is that to understand
change we need to stop giving attention to arriving at a static consensus (outcome), and
focus on utterances. That would shift change management from thinking of change as
a series of change initiatives and feedback loops, to thinking about how people change
their ideas and habits of action. Rather than seeing change as a prefabricated product
that needs to be communicated, change management would focus on facilitating
dialogues about issues. Such a perception would shift the focus from anticipation of
responses to the change agent’s monologue to a real understanding of how people
change their ideas through communicating with each other.

5. Conclusion

Change agents want to change the organization; indeed, they have been trained to
change it. Change agents may even know what the organization needs. Many change
agents have been trained to think about how to communicate the change in ways that
people will accept it. That training reflects a caring for the audience, even as it limits
the audience’s participation. The audience is mere spectator to the change, rather than
witness to it.

Moreover, the current models of communicating change do not help change agents,
though, when they meet with disagreement. How are they to understand such
disagreement? What are they to do? That is the dilemma. Voice gets presented as a
strategic choice, for example, who gets a say and when? That gives the illusion that
participation in communication is a choice, and not a reality. Voice is a powerful part of
the postmodern movement. But giving voice still holds to some extent to the metaphor
of communication as military conquest — adding more arrows to the battle. Bakhtin
makes clear that participation goes beyond choice to interpretation of our own and
others’ utterances. The interpretation and creation of meaning are ongoing and are
present even when change agents try to impose a monologic communication model.

People change their ideas and habits through conversations with other people.
In order to understand the change process, we need to see the creation of meaning in
dynamic rather than conventional (static) terms. Only then will the practice of
communication mirror the social reality of communication in change management.
Bakhtin offers us a distinctive way of understanding change because he offers a
dynamic way of seeing communication.

References

Alvesson, M. and Karreman, D. (2000), “Taking the linguistic turn in organizational research:
challenges, responses, consequences”,ﬁ, Vol. 36 No. 2,
pp. 136-58.

Anderson, H. (1997), Conversation, Language, and Possibilities: Postmodern Approach to
Therapy, Basic Books, New York, NY.


http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F0021886300362002

Downloaded by UFPE At 11:43 25 November 2015 (PT)

Argyris, C. and Schon, D. (1978), Organizational Learning: a Theory of Action Perspective,
Addison-Wesley, Reading, MA.

Bakhtin, M.M. (1981), in Holquist, M. (Ed.), The Dialogic Imagination, University of Texas Press,
Austin, TX (translated by C. Emerson and M. Holquist).

Bakhtin, M.M. (1984), in Emerson, C. (Ed.), Problems of Dostoyevsky’s Poetics, University of
Minnesota Press, Minneapolis, MN (translated by C. Emerson).

Bakhtin, M.M. (1986), in Emerson, C. and Holquist, M. (Eds), Speech Genres and Other Essays,
University of Texas Press, Austin, TX (translated by V. McGee).

Baxter, L.A. and Montgomery, B.M. (1996), Relating: Dialogues and Dialectics, The Gulford Press,
New York, NY.

Berne, E. (1964), Games People Play, Grove, New York, NY.

Bohm, D. (1996), iimisisdasiass. Routledge, London.

Boje, D.M. (2001), Narrative Methods for Orgamizational and Communication Research, Sage,
London.

Boje, D.M. (2007), Storytelling Organization, Sage, London.

Brown, S.L. and Eisenhardt, KM. (1997), “The art of continuous change: linking complexity
theory and time-paced evolution in relentlessly shifting organizations”, it
am— V0! 42, pp. 1-34.

Clampitt, P. (2004), Communicating for Managerial Effectiveness, Sage, Newbury Park, CA.

Clampitt, P., DeKoch, R. and Cashman, T. (2000), “A strategy for communicating about
uncertainty”, Academy of Management Executive, Vol. 14 No. 4, pp. 41-57.

Couldry, N. (2000), Inside Culture: Re-imagining the Method of Cultural Studies, Sage, Thousand
Oaks, CA.

de Saussure, F. (1983), Course in General Linguistics, Duckworth, London (translated by
R. Harris).

Eco, U. (1979), The Role of the Reader, Indiana University Press, Bloomington, IN.

Fairhurst, G.T. and Putnam, L. (2004), “Organizations as discursive constructions”,
I \o!. 14 No. 1, pp. 5-26.

Ford, J.D. (1999), “Organizational change as shifting conversations”, | NEGcGcIEzI_ILIGIIGE
I, V0. 12 No. 6, pp. 480-500.

Ford, ].D. and Ford, L.W. (1995), “The role of conversations in producing intentional change
in organizations”, , Vol. 20 No. 3, pp. 541-70.

Garvin, D. (2000), Learning in Action, Harvard Business School Press, Boston, MA.

Gergen, K.J. and Thatchenkery, T.J. (1996), “Developing dialogue for discerning differences”,
, Vol. 32 No. 4, pp. 428-33.

Hammond, S. and Sanders, M. (2002), “Dialogue as social self-organization: an introduction”,
Sdskgeieg Vol. 4 No. 4, pp. 7-24.
Hardy, C. and Phillips, N. (1999), “No joking matter: discursive struggle in the Canadian refugee

system”, | NN Vo! 20 No. 1, pp. 1-24.
HalzenI M.A. i1994i| “Multiilicii and change in persons and organizations”, i
, Vol. 7 No. 5, pp. 72-81.
Iser, W. (1978), The Implied Reader, The Johns Hopkins University Press, Baltimore, MD.

Jabri, M. (2004), “Change as shifting identities: a dialogic perspective”, | EGczIGENNGE
I Vo!. 17, pp. 566-77.

Conversations in
change
communication

683



http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2Fj.1468-2885.2004.tb00301.x&isi=000220023800001
http://www.emeraldinsight.com/action/showLinks?crossref=10.1207%2FS15327000EM0404_3
http://www.emeraldinsight.com/action/showLinks?crossref=10.4324%2F9780203180372
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F09534819410072755
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F09534819410072755
http://www.emeraldinsight.com/action/showLinks?isi=A1995RJ62200004
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F09534810410564550&isi=000225279700002
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F09534810410564550&isi=000225279700002
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F0021886396324006
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F2393807&isi=A1997WX55400001
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F2393807&isi=A1997WX55400001
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F09534819910300855&isi=000084226200003
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F09534819910300855&isi=000084226200003
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F0170840699201001&isi=000080660800001

Downloaded by UFPE At 11:43 25 November 2015 (PT)

JOCM
21,6

684

Jabri, M. (2005a), “Narrative identity achieved through utterances: the implications of

Bakhtin for managing change and learning”, , Vol. 5 No. 3,
pp. 83-90.

Jabri, M. (2005b), “Text-context relationships and their implications for cross-cultural
management”, NN o\ 5 No. 3
pp. 349-60.

Jabri, M. (2006), “Narrative genre, social context, and the management of people: intimations
from the Prc”, I . 1 No. 5, . 36175
Kellett, P. (1999), “Dialogue and dialectics in managing organizational change: the case of

a mission-based transformation”, *, Vol. 64 No. 3,
pp. 211-31.
Lewis, C.S. (1996), An Experiment in Criticism, Cambridge University Press, Cambridge.

McNamme, S. and Gergen, K.J. Associates (1999), Relational Responsibility: Resources for
Sustainable Dialogue, Sage, London.

Matthews, R. (1998), “The myth of global competition and the nature of work”, Mo
, Vol. 11, pp. 378-93.

Morson, G.S. and Emerson, C. (1990), Mikhail Bakhtin: Creation of a Prosaics, Stanford
University Press, Stanford, CA.

Munter, M. (2005), Guide to Managerial Communication, Prentice-Hall, Upper Saddle River, NJ.

Ong, WJ. (1958), Ramus, Method, and the Decay of Dialogue, Harvard University Press,
Cambridge, MA.

Oswick, C., Anthony, P. Keenoy, T. Mangham, I. and Grant, D. (2000), “A dialogic
analysis of organizational learning”,_, Vol. 37, pp. 887-901.

Putnam, L.L. and Cooren, F. (2004), “Alternative perspectives on the role of text and agency
in constituting organizations”, (istiiisdisds. Vol 11, pp. 323-33.

Senge, P. (1990), The Fifth Discipline: The Art and Practice of the Learning Organization,
Doubleday, New York, NY.

Shannon, C. and Weaver, W. (1949), The Mathematical Theory of Communication, University of
[llinois Press, Urbana, IL.

Shotter, J. (1998), “The dialogical nature of our inner lives”, | NGcNENENEG Vo 3
pp. 185-200.

Spreitzer, G. and Quinn, R. (1996), “Empowering middle managers to be transformational
leaders”, , Vol. 32 No. 3, pp. 237-61.
Stohl, C. (1995), Connectedness in Action, Sage, Newbury Park, CA.

Tannenbaum, B. (1995), “Self awareness: an essential element underlying
consultant effectiveness”, _ Vol. 8 No. 3,
pp. 85-6.

Taylor, J.R. (2001), “The ‘rational’ organization reconsidered: an exploration of some of the

organizational implications of self-organizing”, | NG|GczENNIINzG. Vo 11 No. 2,
pp. 137-77.

Taylor, J.R. and Robichaud, D. (2004), “Finding the organization in the communication: discourse
as action and sensemaking”, (aisisidissisadd, Vol. 11 No. 3, pp. 395-413.

Taylor, J.R. and Van Every, E.J. (2000), The Emergent Organization: Communication as Its Site
and Surface, Lawrence Erlbaum, Hillsdale, NJ.


http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2F1467-6486.00209&isi=000166066400007
http://www.emeraldinsight.com/action/showLinks?crossref=10.5840%2Fpom2005539
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F0021886396323001
http://www.emeraldinsight.com/action/showLinks?isi=A1995UK13300008
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F1038411106069419
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F1350508404041999&isi=000222221500005
http://www.emeraldinsight.com/action/showLinks?crossref=10.1080%2F10001998098538699
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F1350508404041995&isi=000222221500001
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F1470595805058415
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F09534819810234814&isi=000076244500001
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F09534819810234814&isi=000076244500001
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2Fj.1468-2885.2001.tb00237.x&isi=000168766700001
http://www.emeraldinsight.com/action/showLinks?crossref=10.1080%2F10417949909373135

Downloaded by UFPE At 11:43 25 November 2015 (PT)

Van Eemeren, F., Grootendorst, R. and Henkemans, F. (1996), Fundamentals of Argumentation Conversations in
Theory: A Handbook of Historical Backgrounds and Contemporary Developments, h
Lawrence Erlbaum, Mahwah, NJ. change

Weisbord, M.R. (Ed.) (1992), Discovering Common Ground, Berrett-Koehler, San Francisco, CA. communication

Further reading

Weick, K.E. and Quinn, R.E. (1999), “Organizational change and development”, i 685
assekalaga Vol. 50, pp. 361-86.

Corresponding author
Muayyad Jabri can be contacted at: mjabri@une.edu.au

To purchase reprints of this article please e-mail: reprints@emeraldinsight.com
Or visit our web site for further details: www.emeraldinsight.com/reprints


http://www.emeraldinsight.com/action/showLinks?crossref=10.1146%2Fannurev.psych.50.1.361&isi=000078701400015
http://www.emeraldinsight.com/action/showLinks?crossref=10.1146%2Fannurev.psych.50.1.361&isi=000078701400015

Downloaded by UFPE At 11:43 25 November 2015 (PT)

This article has been cited by:

1.

Hannah Trittin, Dennis Schoeneborn. 2015. Diversity as Polyphony: Reconceptualizing Diversity
Management from a Communication-Centered Perspective. Journal of Business Ethics . [CrossRef]

. Paul Lawrence. 2015. Leading Change — Insights Into How Leaders Actually Approach the Challenge of

Complexity. Journal of Change Management 15, 231-252. [CrossRef]

. Maria Norbick, Jenny Helin, Elena Raviola. 2014. Stabilizing Movements: How Television Professionals

Use Other People's Voices to Cope with New Professional Practices During Times of Change. Journal
of Change Management 14, 434-452. [CrossRetf]

. Paula Matos Marques Simoes, Mark Esposito. 2014. Improving change management: how communication

nature influences resistance to change. Journal of Management Development 33:4, 324-341. [Abstract]
[Full Text] [PDF]

. Marit Tolo @stebs, Terje Dstebe. 2014. Are Religious Leaders a Magic Bullet for Social/Societal Change?

A Critical Look at Anti-FGM Interventions in Ethiopia. Africa Today 60, 83-101. [CrossRef]

. Paul Lawrence, Ann Whyte. 2014. What is coaching supervision and is it important?. Coaching: An

International Journal of Theory, Research and Practice 7, 39-55. [CrossRef]

. Bill Doolin, David Grant, Robyn Thomas. 2013. Translating Translation and Change: Discourse-Based

Approaches. Journal of Change Management 13, 251-265. [CrossRef]

.Helen Mary Francis, Allan Ramdhony, Martin Reddington, Harry Staines. 2013. Opening spaces

for conversational practice: a conduit for effective engagement strategies and productive working
arrangements. T he International Journal of Human Resource Management 24, 2713-2740. [CrossRef]

9. Jesse Dillard, Judy Brown. 2012. Agonistic Pluralism and Imagining CSEAR into the Future. Social and

Environmental Accountability Journal 32, 3-16. [CrossRef]

10. Joseph A. Raelin. 2012. Dialogue and deliberation as expressions of democratic leadership in participatory

11.

12.

13.

14.

15.

16.

organizational change. Journal of Organizational Change Management 25:1, 7-23. [Abstract] [Full Text]
[PDF] [Supplemental Material]

Robert MacIntosh, Nic Beech, Graeme Martin. 2012. Dialogues and dialetics: Limits to clinician—
manager interaction in healthcare organizations. Social Science & Medicine 74, 332-339. [CrossRef]
Kathy Barnett. 2011. System members at odds: managing divergent perspectives in the higher education
change process. Journal of Higher Education Policy and Management 33, 131-140. [CrossRef]

T. Ramkhelawan, M.L. BarryLeading a technical organization through change: A focus on the key drivers
affecting communication 1386-1390. [CrossRetf]

Muayyad Jabri. 2010. Utterance as a tool for change agents: implications based on Bakhtin. Journal of
Management Development 29:6, 535-544. [Abstract] [Full Text] [PDF]

Linzy Brady. 2009. ‘Shakespeare Reloaded’: teacher professional development within a collaborative
learning community. Teacher Development 13, 335-348. [CrossRef]

Muayyad Jabri. 2009. Promoting exchange between East and West management cultures: The role of
dialogue. Journal of Management & Organization 15, 514-525. [CrossRef]


http://dx.doi.org/10.1007/s10551-015-2825-8
http://dx.doi.org/10.1080/14697017.2015.1021271
http://dx.doi.org/10.1080/14697017.2014.978532
http://dx.doi.org/10.1108/JMD-05-2012-0058
http://www.emeraldinsight.com/doi/full/10.1108/JMD-05-2012-0058
http://www.emeraldinsight.com/doi/pdfplus/10.1108/JMD-05-2012-0058
http://dx.doi.org/10.2979/africatoday.60.3.83
http://dx.doi.org/10.1080/17521882.2013.878370
http://dx.doi.org/10.1080/14697017.2013.822670
http://dx.doi.org/10.1080/09585192.2013.781530
http://dx.doi.org/10.1080/0969160X.2012.656403
http://dx.doi.org/10.1108/09534811211199574
http://www.emeraldinsight.com/doi/full/10.1108/09534811211199574
http://www.emeraldinsight.com/doi/pdfplus/10.1108/09534811211199574
http://www.emeraldinsight.com/doi/suppl/10.1108/09534811211199574
http://dx.doi.org/10.1016/j.socscimed.2011.03.014
http://dx.doi.org/10.1080/1360080X.2011.550086
http://dx.doi.org/10.1109/IEEM.2010.5674375
http://dx.doi.org/10.1108/02621711011046503
http://www.emeraldinsight.com/doi/full/10.1108/02621711011046503
http://www.emeraldinsight.com/doi/pdfplus/10.1108/02621711011046503
http://dx.doi.org/10.1080/13664530903578215
http://dx.doi.org/10.5172/jmo.15.4.514

