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Abstract

This dissertation empirically examines self-managing modes of organizing (SMOs)
embedded within hierarchical contexts of established organizational settings. Although
SMOs in various forms have long been experimented with in practice and extensively
explored in research, realizing the promised potential of SMOs remains a complex
challenge. Fundamental questions regarding how best to introduce such modes of
organizing and how to sustain them over time still present a puzzle for researchers and
practitioners alike. These challenges are particularly complex in the context of
established organizations experimenting with self-managing and participatory modes of
organizing since sustaining SMOs embedded within traditional hierarchical settings
inevitably generates tensions and paradoxes. In exploring these questions, I adopt a
constitutive approach that emphasizes how organizational phenomena are continuously
renegotiated through communication. Proceeding from this perspective, the three
papers of this dissertation delve into three aspects of embedded SMOs.

Paper I, entitled A constitutive paradox view of boundary work: How self-managing
modes of organizing within hierarchical organizational settings can be sustained, approaches
the question of how to sustain embedded SMOs by conceptualizing this challenge as a
matter of constitutive paradoxical boundary work. In highlighting the importance of
boundary work, this first paper adds to the literature on SMOs while also adding to the
literature on boundary work by showing how paradoxes are not merely a side effect of
such work but can play a constitutive role in sustaining (intra-)organizational
boundaries.

In Paper 11, entitled From fleeting enchantment to embodied commitment: How bottom-
up momentum can emerge and persist, again applies a constitutive view to expand upon the
concept of “momentum” in the context of introducing and sustaining SMOs. This paper
contributes to the theorization of momentum by evidencing and elucidating the role of
what I call “embodied commitment” in perpetuating momentum to sustain embedded
SMOs, especially from the bottom up. The findings further highlight how the emergence
of new meanings can shift momentum away from the path originally intended by the
initiators of SMOs.

Paper III, entitled Cultivating dispersed collectivity: How community participation
matters for employee activists, is positioned at the nexus of employee activism and

alternative forms of organizing. This paper explores how the participation of employee



activists in communities located outside of their companies, but which center on a shared
social purpose, shapes how these employees experience their change agency. This in-
depth qualitative study contributes to the literature on employee activism by offering a
nuanced view of the potentialities and limitations of inter-organizational communities
for mobilizing and sustaining their members” employee activism.

My PhD thesis makes two overarching contributions to organization scholarship.
First, the dissertation contributes to ongoing discussions about issues of democratic
forms of organizing more broadly with findings from contemporary and foundational
empirical research. These findings evidence how employees may come to view self-
managing and participatory modes of organizing as an opportunity to claim more
participation and decision-making authority, thereby revealing how efforts to introduce
and sustain SMOs hold potential for engendering forms of democratic participation not
initially intended or envisaged by those responsible for their inception. Second, the
constitutive view I apply throughout this doctoral project contributes a new
understanding of how embedded SMOs can endure in spite of their inherently
paradoxical setup. In particular, my analysis from this perspective reveals how
alternative modes of organizing can be (re)produced alongside prevailing hierarchical
modes by showing that the inherent paradoxes and tensions of embedded SMOs can
themselves become co-constitutive of alternative modes of organizing as these tensions
are negotiated through the continuous meaning-making processes of actors engaged in

co-constructing and sustaining embedded SMOs.



Resumé

Denne afhandling underseoger selvstyrende organiseringsformer (SMO'er), der er
indlejret i hierarkiske sammenheenge i etablerede organisationer. Pa trods af at
organisationer igennem leengere tid har eksperimenteret med forskellige former for
SMO'er, og at disse har veret genstand for omfattende forskning, er det fortsat en
kompleks udfordring at realisere det lovede potentiale af SMO'er. Grundleggende
sporgsmal om, hvordan SMO'er bedst introduceres og opretholdes over tid udger til
stadighed en udfordring for sdvel forskere som praktikere. Udfordringerne er seerligt
komplekse i etablerede organisationer, der eksperimenterer med selvstyring og
deltagelsesbaserede organiseringsformer. Dette skyldes, at opretholdelsen af SMO'er der
indlejres i traditionelle hierarkiske strukturer uundgaeligt skaber speendinger og
paradokser. I undersogelsen af disse spergsmal anvender jeg en konstitutiv tilgang, der
leegger veegt pd, hvordan organisatoriske feenomener kontinuerligt genforhandles
igennem kommunikation. Baseret pd dette perspektiv undersoges tre aspekter af
indlejrede SMO'er i de tre artikler i denne afhandling.

Artikel 1, A constitutive paradox view of boundary work: How self-managing modes of
organizing within hierarchical organizational settings can be sustained, fokuserer pa
sporgsmalet om, hvordan man opretholder indlejrede SMO'er ved at konceptualisere
denne udfordring som konstitutivt paradoksalt “boundary work”. Ved at fremheeve
betydningen af “boundary work”, hvormed organisatoriske greenser forhandles og
opretholdes, bidrager afhandlingens forste artikel til litteraturen om SMO'er og
boundary work ved at vise, hvordan paradokser ikke blot er en bivirkning af sddanne
praksisser, men ogsd kan spille en konstitutiv rolle i opretholdelsen af (intra-
Jorganisatoriske graenser.

Artikel 2, From fleeting enchantment to embodied commitment: How bottom-up
momentum can emerge and persist, anvender igen en konstitutiv tilgang for at udvikle
begrebet "momentum" i forbindelse med etableringen og opretholdelsen af SMO'er.
Denne artikel bidrager til teoriudviklingen om momentum ved at pdvise og belyse rollen
af det, som jeg kalder “kropsliggjort engagement” (“embodied commitment”) til
opretholdelse af momentum for at stette indlejrede SMO'er, iseer nedefra og op. Mine
forskningsresultater klarleegger desuden, hvordan fremkomsten af nye forstaelser kan
flytte momentum fra den kurs, som initiativtagere til SMO'erne oprindeligt havde til

hensigt.



Artikel 3, Cultivating dispersed collectivity: How community participation matters for
employee activists, opererer i skeeringspunktet imellem medarbejderaktivisme og
alternative organiseringsformer. Denne artikel underseoger, hvordan deltagelse i
feellesskaber uden for virksomheden, hvor medarbejderaktivister deler et faelles socialt
formal, pavirker maden hvorpd disse medarbejdere oplever deres evne til at skabe
forandringer. Denne dybdegdende kvalitative undersogelse bidrager til litteraturen om
medarbejderaktivisme ved at frembringe et nuanceret syn pa potentialer og
begreensninger ved interorganisatoriske feellesskaber etableret med henblik pa at
mobilisere og opretholde medlemmernes medarbejderaktivisme.

Ph.d.-athandlingen yder to overordnede bidrag til organisationsforskningen. For
det forste bidrager athandlingen med resultater fra nutidig og grundleeggende empirisk
forskning til aktuelle diskussioner om demokratiske organisationsformer set i et bredere
perspektiv. Resultaterne viser, hvordan medarbejdere kan komme til at opfatte
selvstyrende og deltagelsesbaserede organiseringsformer som en mulighed for at gore
krav pd mere deltagelse og beslutningskompetence. Dermed viser resultaterne, hvordan
bestraebelser pa at introducere og opretholde SMO'er har potentiale til at frembringe
former for demokratisk deltagelse, der ikke oprindeligt var tilsigtet eller forventet af
dem, der er ansvarlige for deres tilblivelse. For det andet bidrager den konstitutive
tilgang, som jeg anvender i hele dette forskningsprojekt, med en ny forstdelse af,
hvordan indlejrede SMO'er kan overleve pd trods af deres iboende paradoksale
opbygning. Iser viser min analyse fra dette perspektiv, hvordan alternative
organisationsformer kan (re)produceres parallelt med eksisterende hierarkiske metoder.
Dette anskueliggorer mit projekt ved at vise, at de indbyggede paradokser og
speendinger i indlejrede SMO'er i sig selv kan blive medskabende af alternative
organisationsformer, idet disse spaendinger forhandles igennem kontinuerlige
meningsdannelsesprocesser hos akterer, der er involveret i at medskabe og opretholde
de indlejrede SMO'er.
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Introduction: The allure of self-management

The underlying aim of my doctoral project is to attain and contribute to a better
understanding of self-managing modes' of organizing (SMOs) embedded within the
more hierarchical contexts of already existing organizations. This aim originated from
my experience as a manager of organizational development in a large medical company
that would later serve as the case firm of the first and second empirical studies in this
project. There I observed with growing curiosity how a pilot experiment with SMOs
came to elicit a great deal of fascination and hope over time among some of the firm’s
employees in what seemed to them the prospect of a welcome alternative to the
hierarchical norm of organizing to which they had been accustomed. Not all employees
shared this fascination, of course, nor was everyone pleased about the “buzz”
surrounding an experiment many suspected to be just another management fad.
Surprisingly, however, even after the initial buzz had died down and most of the
organization had moved on, including the top managers who had launched the
experiment in the first place, a small but significant minority of employees persisted in
their commitment to what they felt were more autonomous and meaningful modes of
organizing. Witnessing this fascination and wanting to understand how and why the
SMOs held such allure for my colleagues and won their enduring commitment even
when it was still quite unclear what these modes of organizing could actually “do” for
them was what initially motivated me to embark on writing this PhD thesis — and it is
part of the story that later became my second paper.

My former colleagues were far from unique in their fascination with SMOs either
in business practice or in scholarship. Since the inception of management studies as a
field, scholars have been discussing alternatives to the dominant managerial hierarchies
of modern organizations and their concentration of authority and control in the hands of
a select few. The desirability of organizing through “power with” rather than “power
over” employees was influentially advocated by the “mother of modern management”
herself, Mary Parker Follett (1868-1933), one of the pioneers of management and
organization theory and a contemporary of Max Weber, the “father of bureaucracy”. In

one of her last lectures, given at the London School of Economics in 1933, Parker Follett

' I mainly refer to “modes” and not “forms” of organizing to signal that my focus of research is on SMOs
pursued within the more hierarchical structures of larger organizations and not on stand-alone “forms”
of organizing as would be the case if an entire organization were pursuing ideals of self-management or
democratic management.
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famously stated as the basis for her advocacy of noncoercive power the principle that
“genuine authority is the outcome of our common life” and “does not come from
separating people, from dividing them into two classes, those who command and those
who obey” (Parker Follett, 2013: 46).

The long history of interest in SMOs in organizational scholarship, (e.g. Barker,
1993; Burns and Stalker, 1961; Cohen and Ledford, 1994; Hackman, 1986; Rothschild-
Whitt, 1979), encompasses various streams of research and numerous terms for
describing slightly different manifestations of whatI term “self-management”, including
“post-bureaucratic”, “less-hierarchical”, “collectivist”, and “democratic’ modes of
organizing (see Lee and Edmondson, 2017). For the purposes of this dissertation,
however, 1 opt to refer to all these variations as “self-managing” modes of organizing.
First and foremost this is because “self-management” was the wording used in vivo by
many of my informants across all three empirical studies, to a large extent reflecting the
influence of Robertson’s (2015) Holacracy approach that is often referred to as a “system
of self-management” (Bernstein et al., 2016). A second reason for this choice is that Lee
and Edmondson (2017) also employ “self-managing organizations” as an umbrella term
for various streams of research in their comprehensive review of the literature. As such,
“self-managing modes of organizing” (SMOs) enables me both to reflect the
particularities of the empirical settings of my research while also capturing the wide
spectrum of this phenomenon as it has been explored in academia.

Despite the long history of research on SMOs and of experimentation with such
modes in practice, the question of how to realize the promised potential of self-
management continues to pose a puzzle in theory and practice alike, above all because
practitioners must inevitably navigate between the quest for decentralization intrinsic to
all SMOs with the almost universally acknowledged need for some degree of centralized
managerial function, especially in larger firms (Martela, 2023). Complex questions
likewise persist regarding how to introduce SMOs within hierarchical organizational
settings and how to maintain these modes alongside traditional modes over time. In such
contexts, organizations or teams that adopt principles of self-management not only need
to learn and implement SMOs in the first place but also struggle to maintain their modus
operandi within an intra-organizational environment structured around very different
organizational ideals. These questions are additionally challenging as embedded SMOs
remain underexplored in the recent literature (Kriiger, 2023). Although in contemporary

practice SMOs are very often implemented within parts of already established
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hierarchical organizations (Biancani et al., 2014; Diefenbach and Sillince, 2011; Martela,
2023), most recent studies have instead tended to explore efforts undertaken by entire
organizations to operate in less-hierarchical ways (e.g. Jaumier, 2017, Lee and
Edmondson, 2017; Martela, 2019).

In sum, together with the fascination that SMOs in general continue to hold both
for researchers and practitioners, I take as the starting point of my dissertation the need
for a more informed understanding of how SMOs are introduced and sustained when
embedded within hierarchical organizational settings, investigating these questions
empirically at different levels of organization: team-level, intra-organizational level, and
inter-organizational level. I explore how the employees in my case setting actively
engaged with embedded SMOs and thus give a voice to those who personally
experimented with and even become advocates of self-management. The overarching
research question I address in the three empirical papers of this cumulative dissertation
is that of How do embedded self-managing modes of organizing emerge and how are they
perpetuated within established organizations?

In the following sections of this introductory chapter, I first frame my three papers
within the overall literature on SMOs before expounding the theoretical anchors of my
empirical investigations. I then present the research settings of my case and detail my
methodological approach. Finally, I provide an overview of each paper and their

overarching contributions (see Table 1).
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Literature review: Self-managing modes of organizing and the tensions of

embeddedness

The long legacy of self-managing modes of organizing

All organizations must address a number of fundamental questions in order to work in
a coordinated fashion towards their goals. According to Puranam et al. (2014), these
questions relate to the following four aspects of any organization: (1) Task division, i.e.
how the overall goals of an organization are broken down into smaller tasks and
subtasks; (2) Task allocation, i.e. how these tasks are distributed among the individuals or
groups who work to fulfill them; (3) Reward distribution, i.e. how those who do the work
are rewarded for their efforts; and (4) Information flows, i.e. how the information needed
to get work done successfully is provided or can be accessed. By this account, what
distinguishes SMOs is how they go about addressing these fundamental questions in less
hierarchical ways, essentially meaning the decisions they make depend to a lesser extent
on centralized authority (Martela, 2019). SMOs thus typically comprise some form of
participatory decision-making structures and processes of management that enable
collective forms of control and distributed managerial authority, ideally supported by
highly transparent communication and extensive access to information (Diefenbach,
2020).

Here it is important to emphasize that although the decentralized set-up of SMOs
is often combined with the dissolution of certain layers of middle management (Martela,
2019), this does not imply a rejection of the need for management per se. Indeed it is
widely acknowledged that organizations can hardly operate without top management
overseeing strategic decision-making, especially in the case of large firms, though it is
also generally agreed that middle management functions can be performed more
cooperatively (Diefenbach, 2020; Martela, 2023), i.e. with middle managerial authority
shared among members in accordance with agreed-upon principles of governance
stipulating how decisions are to be taken and how tasks are to be allocated. In the case
of self-managing teams, this means that team members assume shared responsibility for
the managerial tasks that arise within their team (see Barker, 1993) and can decide

autonomously together on how work gets done within their ranks even if the larger
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organization in which they are embedded may rely on hierarchical principles of
management (Kriiger, 2023).

The promised benefits of SMOs are manifold, accounting in large part for what I
term the “allure” of these modes of organizing. For some employees, SMOs appeal
because of the promise they hold out of facilitating more empowering and meaningful
work (Michaelson et al, 2014), affording greater autonomy in the way tasks are
distributed and how decisions are taken on a daily basis (Soetens and Huybrechts, 2023;
van Baarle et al., 2021) and thus potentially fostering a more meaningful and community-
based work environment (Henderson, 2021). Some scholars have further argued that
adopting more self-managing and democratic modes of organizing in the workplace
could support the “fundamental values and principles of free and fully fledged
democratic societies” (Diefenbach, 2020: 17; see also Honneth, 2023). According to
Battilana et al. (2022), cultivating more democratic and participatory modes of
organizing in the world of business could even play an important role in transitioning
towards a more sustainable future, not least because corporations are responsible for
causing and reproducing many of the social and environmental problems we face today.

As more or less radical or incremental alternatives to traditional managerial
hierarchy, SMOs have been extensively explored in research and practice for many
decades. In a comprehensive review of the scholarship on SMOs, Lee and Edmondson
(2017: 13) have identified three distinct literatures or “categories of research” through
which different manifestations of SMOs have been studied, labelling these as
“organizational democracy”, “humanistic management”, and “post-bureaucratic
organizing” — each with differing objectives and foci that have facilitated their particular
development. In this typology, “organizational democracy” mainly refers to practices
and scholarship focused on establishing more equal and cooperative relations between
(front-line) workers and management through greater participation on the part of
workers, often in the form of employee ownership and decentralized decision-making
authority. The focus of “humanistic management”, meanwhile, is on improving
employee engagement and motivation by facilitating greater autonomy and
participation — as well as a wider variety of tasks — for teams and individuals within
organizations, with the ultimate objective being to improve performance through such
empowerment. The more recent development of “post-bureaucratic organizing” as a
form of SMO and category of research is aimed at fostering greater organizational

flexibility, adaptability and innovation, with the premise being that horizontal decision-

18



making within networked structures can engender an organizational culture that
nurtures learning and experimentation. All these various manifestations of SMO
inevitably overlap to some extent and all continue to play a role in some shape or form
in contemporary organizations.

The classic self-managing teams that emerged in the 1980s and 1990s were
originally associated mainly with the humanistic management aims of strengthening
team effectiveness through improved employee engagement and satisfaction, especially
as these teams were often introduced in blue-collar contexts (Lee and Edmondson, 2017,
see also Battilana et al., 2022). By contrast, the reasons given for introducing SMOs in
contemporary organizations are often framed as a continuation of the post-bureaucratic
ideal of fostering adaptability and flexibility in pursuit of innovation (Bernstein et al.,
2016). Another difference with earlier scholarship is that the majority of more recent
works on SMOs have explored how radical modes of decentralization can be maintained
at the level of entire organizations (Lee and Edmondson 2017; Martela 2019). Again this
contrasts with most earlier studies in the literature, which have historically been focused
— in line with most practical examples of SMOs — on self-managing teams operating in
more hierarchically organized environments. One major strand of this earlier research
on SMOs investigated questions of individual and team-based behaviors and attitudes
(e.g. Cordery et al., 1991; Ezzamel and Willmott, 1998; Langfred, 2005), while another
strand investigated the performance or efficiency of such embedded less-hierarchical
modes of organizing (e.g. Carson et al., 2007; Ciborra, 1996; Cohen and Ledford, 1994;
Magpili and Pazos, 2018).

More closely aligned with the topic and focus of my own doctoral project, a major
strand of study has investigated questions of control, power and authority in relation to
SMOs. Here the focus of interest has been on the fundamental tensions that arise between
the managerial and organizational need for centralized control to ensure coordination
and stability, especially in larger organizations, versus the quest of embedded SMOs for
more flexibility and adaptability, which necessarily entails granting employees greater
autonomy (Langfred and Rockmann, 2016; Martela, 2023). Beyond the practical aspects
of these tensions, scholars in this stream have pointed out the pervasiveness and
persistence of power, status and hierarchy as self-reinforcing and perpetuating features
of organizations that often remain fundamentally unchanged in organizational processes
even as the world of work and the environment evolves and changes (Magee and

Galinsky, 2008; Pfeffer, 2013). Together such insights underscore the inextricable link and
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inherent tension between power and empowerment, thereby explaining the failure of
many empowerment programs (Hardy and Leiba-O’Sullivan, 1998). In the context of
self-managing teams, this link is evident in cases where managerial control is replaced
by peer-based sources of authority in the form of normative rules that exert even more
control over employees than traditional managerial hierarchy (Barker, 1993). Indeed,
research has revealed that informal forms of power and hierarchy tend to develop even
in the absence of any formal structures or normative rules, persisting despite seemingly
democratizing changes in communication and information structures such as the advent
of social media (Turco, 2016).

Problematizing these claims as to the apparent inevitability of hierarchical
tendencies (re-)emerging even in organizational contexts based on principles of
democratic co-operation and community, more recent research in this field has
investigated how the supposed “iron law of oligarchy” can be resisted through different
efforts and negotiations to ensure democratic organisations remain “oligarchy-free”
(Diefenbach, 2019; Jaumier, 2017). Findings from such research appear to indicate that
although the strong rules and ideals of alternative and self-managing organizations can
certainly add a degree of normative and/or peer-based control, these rules can also be
liberating and help to sustain SMOs over time (Dahlman et al., 2022; Islam and Sferrazzo,
2021; Shanahan, 2023; Soetens and Huybrechts, 2023). While these studies have certainly
yielded valuable insights, their focus has been on SMOs and other alternative modes of
organizing adopted across entire organizations rather than within wider organizations.
As can readily be imagined, however, the problem of creeping hierarchical control may
well be even more pronounced in cases of “internal hybrids” where a plurality of modes
of organizing coexist within the same organization (Kolbjernsrud, 2018). By way of
introducing the issues closer and most relevant to my own empirical investigation,
therefore, in the following section I delve more deeply into the tensions that can arise in
the hybrid setting of embedded SMOs. Here it should be noted that, although there are
various kinds of hybrid organizations, in the context of my doctoral project I use this
term to refer to a combination of bureaucratic and self-managing modes of organizing

and thus plural systems of control (Kolbjernsrud, 2018).
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The tensions of embedded self-managing modes of organizing

The very notion of organizing self-management within a hierarchical setting may
reasonably seem not only problematic but outright self-contradictory. After all, how can
a mode of organizing intended as an alternative to hierarchical control be expected to
exist within and alongside a hierarchical setting? It comes as no surprise, then, that the
literature should be replete with accounts of the “tensions” (Islam and Sferrazzo, 2021;
Langfred and Rockmann, 2016) and even “paradoxes” (Barker, 1993; Stohl and Cheney,
2001) that tend to arise in SMOs — as indeed we have seen to be true of the literature on
various forms of self-management and organizational democracy in general (see Lee and
Edmondson, 2017). Here “tensions” is used as the broadest term for denoting varying
degrees of discomfort with the choices available to actors in such hybrid contexts, often
because these choices, though not necessarily mutually exclusive, involve some degree
of trade-off (Putnam et al., 2016). In the literature, moreover, “tensions” is often used as
an umbrella term or loose synonym for adjacent concepts such as dualism/duality,
contradictions, dialectics, and paradoxes (see Putnam et al., 2016). By contrast, the term
“paradox” is used more precisely to refer to organizational dynamics that produce
seemingly irrational or even absurd outcomes (Smith and Lewis, 2011).

Referring to the specific context of embedded SMOs, Stohl and Cheney (2001: 360)
have identified four overall types of what they call “paradoxes of employee participation
and workplace democracy” arising from self-contradictory demands on employees in
relation to structure, agency, identity, and power. First, vis-a-vis the architecture or
structure of participation in embedded SMOs, they sum up the apparent absurdity of
ensuing demands on employees as a paradoxical exhortation to “Be spontaneous,
creative, vocal, and assertive in the way we have planned!” Second, regarding individual
employees’ sense of agency, they caricature the paradoxical setup of embedded SMOs
as a call to “Do things our way but in a way that is still distinctively your own!”. Third,
they summarize the tensions relating to issues of identity and commitment in the context
of embedded SMOs as ensuing from a self-contradictory call for employees to “Be self-
managing to meet organizational goals!”. Fourth and finally, Stohl and Cheney emphasize
the intrinsic paradox of embedded SMOs in relation to the exercise of power and control
as a demand imposed on employees to “Be independent, just as I have commanded
you!” Absurd as these summations may seem, they are not so far-fetched insofar as
embedded SMOs may be envisioned as “islands” of autonomy in a “sea” of hierarchical

expectations wherein employees must navigate their own pursuit of participation and
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autonomy whilst simultaneously adhering to the rules of the surrounding organization
(see Kriiger, 2023). All these tensions and paradoxes not only pose challenges for
employees in embedded SMOs but also for managers in organizations that feature such
parallel modes of organizing (e.g. Druskat and Wheeler, 2003; Langfred and Rockmann,
2016).

In abstract terms, then, it is convenient if simplistic to describe these tensions
experienced by individual employees and managers as manifestations of the inherent
contradiction involved in pursuing less hierarchical modes of organizing within
otherwise hierarchically organized contexts. Beyond the level of individual experiences,
the organization-theoretical question certainly does arise of how SMOs aiming at greater
autonomy and employee participation in decision-making can be sustained in the face
of the managerial and organizational need for — and conventional expectations of — top-
down control and authority (Hardy and Leiba-O’Sullivan, 1998; Langfred and
Rockmann, 2016; van Baarle et al., 2021). Whereas such an account of the tensions arising
from embedded SMOs assumes a clear-cut distinction between self-managing and
hierarchical modes of organizing, however, I align with scholars that regard most
instantiations of organizing as falling somewhere along a spectrum between two (ideal)
poles of “entirely self-managing” and “fully hierarchical” modes of organizing (Martela,
2019).

As a useful way of conceiving this spectrum, we can again draw on Lee and
Edmondson’s (2017: 39) review of the literature on SMOs and their suggestion that what
distinguishes self-managing from hierarchical modes of organizing are differences of
degree in the fundamental “reporting relationship between manager and subordinate”
and thus the extent to which authority is decentralized regarding the monitoring of work
and the allocation of tasks and resources, with the most radical form of self-management
further encompassing organizational design, performance management and even firm
strategy (see also Martela, 2019). At one end of this spectrum, extreme managerial
hierarchy would entail the centralization of all these aspects except in part how work is
executed, hence SMOs can be thought of as more or less radical according to the extent
they involve the full or partial decentralization of most or all of these aspects, with most
examples in practice — and by definition in the case of embedded SMOS - retaining some
degree of centralized authority when it comes to performance management and firm
strategy (Lee and Edmondson, 2017). By this account the poles of the self-

management/hierarchical management spectrum are neither entirely separate nor
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necessarily mutually exclusive but rather constitute a duality wherein “the organization”
can encompass aspects of both managerial hierarchy and self-management. In the case
of embedded SMOs, self-managing teams must thus navigate the interdependence of
both poles, being part of a wider hierarchical structure while striving for decentralization
(Farjoun, 2010; Putnam et al., 2016).

Notwithstanding the value of such an organizational design-oriented perspective
in affording a clearer understanding of what embeddedness means in the context of
SMOs, including how embedded SMOs would operate in ideal form, applying this
perspective alone cannot help alleviate the persistent problems and tensions and even
paradoxes that actors need to navigate in practice. While acknowledging and
incorporating this perspective on the tensions I investigate in my doctoral project,
therefore, I approach these from a perspective that also includes a recognition of the
crucial role played by the hope and commitment many employees invest in embedded
SMOs and the persistence with which they address the tensions they inevitably
encounter. In particular, my three empirical studies focus on how the actors in my case
negotiated the interrelated tensions arising from the following three challenges typically
arising in the context of embedded SMOs: (1) Sustaining embedded SMOs: How to
sustain “islands of self-management” in a sea of hierarchical expectations and how to
balance the desire to be different with the need to fit in; (2) Introducing SMOs within
established organizations: The incongruity of either mandating grassroots participation
from the top or developing it out of a grassroots movement that might never gain
legitimacy; (3) The sometimes isolated balancing act of employee activists: How to deal
with the ongoing tensions of wanting to push for an alternative while being part of the
system without giving up. To gain insights into how actors negotiate these tensions to
sustain their preferred mode of organizing over time, I adopt a constitutive
understanding of organizing and organizations as the theoretical basis for my three
empirical investigations. As I elaborate below, this perspective is particularly well-suited
for attaining a better understanding of the continuous processes of meaning-negotiation

needed to sustain the precarious and tension-laden phenomena of embedded SMOs.
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Theoretical considerations - a constitutive view on embedded SMOs

Developing and sustaining embedded SMOs (or any alternative mode of organizing)
over time is an effortful and never “completed” accomplishment entailing continuous
negotiation, persistence and enduring commitment on the part of employees (Dahlman
et al,, 2022; Islam and Sferrazzo, 2021). In exploring this phenomenon to address my
overarching research question (How do embedded self-managing modes of organizing emerge
and how are they perpetuated within established organizations?), each of my three papers
within this PhD project illuminates different aspects and challenges of initiating and
sustaining embedded SMOs. Paper 1 emphasizes the role of (communicative) boundary
work in sustaining embedded SMOs alongside more hierarchical modes of organizing,
while Paper 2 further develops the concept of momentum, focusing especially on the
transition from top-down momentum in the introduction of SMOs to momentum driven
from the bottom up. Paper 3 explores how participation in an inter-organizational
community of employees striving for alternative modes of organizing can develop and
strengthen employee activists” perceptions and experience of their change agency.
While each paper is centered on different concepts, all three share a number of
underlying premises and theoretical anchors. In particular, my overall approach in this
project is grounded in a constitutive view of organizing and organizational analysis that
focuses on how social life is formed through a communicative process of continuous
negotiation of symbolic and material meaning (Ashcraft et al., 2009), with language and
interactions understood not merely as reflecting but creating reality (Putnam et al., 2016).
A (communicative) constitutive view is particularly useful as a theoretical lens for
examining more ephemeral and contested modes of organizing (Schoeneborn et al., 2022)
since such an understanding conceptualizes any organizational reality as at least to some
extent “up for grabs” (Ashcraft et al., 2009: 4). This approach is thus especially apt for
investigating the phenomenon of embedded SMOs, which as I have emphasized in the
literature review section do not simply “exist” but need to be constantly reified through
continuous communicative efforts (Kriiger, 2023, see also Shanahan, 2023). Such
continuous efforts are needed not only because embedded SMOs must resist more
dominant hierarchical modes of organizing but also because they are often initially
constituted through changed interaction patterns and do not always make it — at least
not immediately — into the more codified features of the larger organization such as

organizational charts, official job descriptions, or contractual obligations.

25



Similar to alternative forms of organizing more generally, embedded SMOs
depend on symbolic sets of principles and (communicative) processes that must be
continuously enacted lest they cease to exist (Dahlman et al., 2022; Shanahan, 2023, see
also Krtiger, 2023). From this perspective, embedded SMOs comprise a set of interactions
such as specific meeting and decision-making routines, a particular vocabulary, etc., that
manifest as new meanings within the organization and are enacted and reproduced in
communication as actors engage with them — as for example when a team follows a
specific decision-making process in a meeting. Since embedded SMOs coexist with and
must compete with other potentially more powerful meanings, i.e. with the predominant
norm of a hierarchical mode of organizing, they are particularly fluid and precarious
communicative accomplishments (see Dobusch and Schoeneborn, 2015). As such, actors
must invest significant efforts into the reproduction of the particular communicative
practices through which SMOs are constituted and must consider such self-management
meaningful enough to co-orient their actions towards it.

By this account, an organization may be understood as composed of many
different intra-organizational communities, with each community being at least to some
extent distinct in the textual and interactional patterns that co-orient the actions of its
individual members (see also Taylor, 1993). As a potentially observable manifestation of
this distinctiveness, for example, texts or interactions that one community considers
rational may not resonate well with another insofar as these interactions are situated in
modes of making sense peculiar to a particular community and/or in the way it makes
sense of specific conversations. In this understanding of organization, embedded SMOs
thus comprise a distinct system of interaction-patterns that co-orient multiple
individuals’ actions and sense-making and thereby coalesce these individuals into
communities of activities of that particular mode of organizing (Taylor 2009).
Accordingly, as Putnam et al. (2009: 4) note, “an analysis of constitution tends to
‘unmask’ a phenomenon, thus revealing the contingency of and work required to sustain
an organization or to reveal the multiple forms of organizing”, again making a
constitutive approach highly suited for investigating how embedded SMOs are
sustained.

As a final point to note in favor of adopting a constitutive view to investigate my
research questions, it should be clear from the preceding outline that a constitutive
understanding fits well with observations from prior scholarship and with the starting

point of my investigation that embedded SMOs are intrinsically prone to generate
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multiple tensions, contradictions, and even paradoxes that actors must continuously
navigate (e.g. Islam and Sferrazzo, 2021; Langfred and Rockmann, 2016; Stohl and
Cheney, 2001). Indeed, a constitutive view on organizing precisely “focuses on how
organizational members enact tensions and respond to contradictions in and through
written and visual texts; co-developed meanings and interpretations for actions; and
performances of rituals, narratives, and normative practices” (Putnam et al., 2016: 78).
Far from being seen as passive in the face of these tensions, organizational members in
this view are understood to have “significant agency, not merely in reacting to external
dynamics but in creating, shaping, and responding to such dynamics” (Vedel and
Geraldi, 2022: 2). Not only do organizational members react to and try to work through
such tensions, contradictions and paradoxes, moreover, they also “respond to and
process contradictions in ways that create systematic patterns [that] become embedded
in routines and structures, are brought from the past into the future, and evolve as
organizing continues across time and space” (Putnam et al., 2016: 77).

In sum, interpreting my empirical cases through a constitutive lens provides me with
a theoretical framework that helps me to understand and explain not only the continuous
enactment needed to perpetuate these modes of organizing but also to capture the ways
in which employees negotiate the tensions and paradoxes they encounter in this context.
Such an understanding is crucial to address the question of how embedded SMOs
emerge and are perpetuated in spite of their inherently ephemeral and contested
characteristics. These theoretical assumptions are more explicit in my first and second
papers but less explicit in the third, since this last paper zooms in on the lived experience
of employee activists and thus its analysis is only partly concerned with how this

experience is communicatively constituted.
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The Cases: MedCo and The Community

The three papers in this project are based on three distinct data collections conducted in
two different empirical contexts: the intra-organizational context of “MedCo” and the
inter-organizational context of “The Community” (names pseudonymized). Below I
present an overview of these case settings, further explaining how I accessed these

settings and my role in these fields.

Accessing the field

The first and second papers of my doctoral project focus on the SMOs piloted and partly
implemented at MedCo, a large German manufacturer of medical technology and
pharmaceuticals. I was employed at MedCo from 2016 to 2019 in one of the departments
that piloted the new modes of organizing. During this pilot project I was not only a
change recipient but also became actively engaged in “TeamLoop”, the self-management
system developed by the company. Over time, my own fascination with the dynamics
that unfolded during the pilot project and my desire to delve deeper into theoretical
explanations of what I was witnessing prompted me to write a PhD proposal centered
on embedded SMOs. As I became more certain that I would be leaving the company to
pursue a PhD, I began discussing with my superiors the possibility of collecting data at
MedCo. I am extremely grateful that the head of my department at the time was very
supportive of my undertaking. The company even proposed an option whereby I could
remain employed by the company while doing my PhD, i.e. in a model similar to the
industrial PhD program in Denmark. However, I determined it would be better to focus
solely on research, above all because I felt it was of paramount importance to have
complete academic autonomy over my project. I thus took up my new position at
Copenhagen Business School with no formal ties to MedCo. The company proved
extremely generous in letting me “back in” as a researcher, not only allowing me to take
documents related to TeamLoop with me when I left but also assuring me that I would
be welcome back once I was ready to start my formal data collection.

I began formally collecting data six months after I had left MedCo. As I explain in
the section below on my research approach and empirical process, my data collection
proceeded through several phases. Later on in this process I arranged a non-disclosure
agreement with the firm whereby I retained full control of the data collected on condition

that I kept my informants anonymous and omitted any mention of information that
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could potentially be strategically relevant. Although I did share my research findings
with the company as one way of testing my analyses (see Lincoln and Guba, 1985),
MedCo reserved no right to review or approve my research.

It was while I was collecting data for the first two papers of this project that I was
made aware of the significance of an (external) inter-organizational community that
would later become the case setting of my third paper. More specifically, I first learnt
about “The Community” when it was brought up independently by two of my
interviewees from MedCo, both of whom separately told me how important this support
system was for them and how the opportunity it afforded to exchange views with other
like-minded people had helped them greatly in their efforts to sustain and develop the
embedded SMO at MedCo. Having decided to study The Community for the third
paper, I reached out to the then representative of The Community to discuss my
proposal. He was open to the idea but told me that he first had to check back with other
members. After some deliberation, they generously let me join their ranks, meaning I
was able to be part of their events, to access their online platform, and allowed to contact
Community members for interviews. Similar to my arrangement with MedCo, I retained
full freedom over my research, though in this case without a non-disclosure agreement.
As with MedCo, I later shared my insights with members of The Community to test my

emerging ideas and interpretations.

MedCo - between tradition and an atmosphere of departure

Established over 180 years ago, MedCo is a German manufacturer of medical technology
and pharmaceuticals that has grown significantly in the past 50 years from a medium-
sized company with a workforce of 3,100 in 1976 to a global corporation with
approximately 65,000 employees in more than 60 countries at the time of its 2019 Annual
Report. With this expansion the firm became increasingly interested in finding
appropriate ways to facilitate greater collaboration. In 1998, for example, the firm issued
a report entitled “Future ways to work” aimed at identifying solutions to improve the
“structuring of the information, communication, and decision-making procedures
within the company” as well as an “appropriate spatial design for the modern world of
work” (p. 14). The solutions proposed in this report centered on embracing advances in
emerging new information technology and on the introduction of what it termed “Office
Concept 2010” as a way of promoting open spaces and non-territorial offices at the

company’s headquarters. Based on the premise that “hierarchies have become less
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significant" (p. 29), the new office layout was intended to enhance communication and
nurture individual responsibility and initiative. However, it took nearly two decades for
this vision of less-hierarchical collaboration to be applied to MedCo’s actual mode of
organizing. In 2018, the firm’s then-CEO reflected as follows during the lead-up to the
launch of a pilot project to test new modes of organizing:
Companies still organize their work in hierarchies and organizational charts.
Together with our employees, we asked ourselves: Why have organizations

remained unchanged for decades? What are the consequences of this traditional
approach in an increasingly complex world of work, and does it still do it justice?

(p. 10)
Further influenced by a broader societal discourse on the future of work at this time, as
exemplified by the German Federal Ministry for Labor and Social Affairs’ initiative for
companies to explore new modes of organizing, (Bundesministerium fiir Arbeit und
Soziales, 2020), MedCo’s deliberations culminated in the initiation of a pilot project
focused on self-managing modes of organizing. This project was implemented in two
pilot departments: Corporate HR and Corporate Communications. While the CEO
supported this project, responsibility for its governance rested with these two pilot
departments, at that time operating under a single department head (Internal magazine
2018: 13). Since SMOs were a novelty for MedCo, the main aim of the initiative was
experimental, with no requirement that these changes be adopted beyond the pilot

project.

TeamLoop - self-managing modes of organizing at MedCo

Following a period of planning in late 2016, the two departments embarked on their
journey of experimentation by hosting a joint kick-off workshop in February 2017. This
was followed by a series of brief monthly workshops within the respective departments.
During these workshops, the staff of the departments progressively developed and
evaluated a new decentralized mode of organizing, pseudonymized here as
“TeamLoop”. In contrast to the previous line-hierarchy, the new modes of organizing
were based on cross-functional collaboration, decentralized communication and
decision-making processes, and an increased level of transparency both within and

outside of the two departments.

Inspired by the principles of Holacracy, a decentralized self-management system

developed by Brian Robertson ( 2015; see also Bernstein et al., 2016), whose philosophy
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was reflected in a modified form in TeamLoop, work in the new system was no longer
to be executed in accordance with static job-functions and set teams but according to a
role-based governance structure, with employees structuring their work in adaptable
roles clustered within equally flexible “circles”. In this new system a single individual
could assume multiple roles across various circles, with each role accompanied with
corresponding decision-making authority (van de Kamp, 2014). This decentralized mode
of organizing was supported by specific meeting routines to facilitate communication
and the continuous adaptation of roles and circles. Unlike managerial hierarchy in which
only the execution remains partly decentralized (Lee and Edmondson, 2017; Martela,
2019), the TeamLoop approach in its ideal fully-fledged form would entail full
decentralization of the way work was executed and designed, with partial
decentralization of the allocation and monitoring of work as well as of performance
management, leaving only the company’s strategy fully centralized (see Figure 1). In
practice, however, TeamLoop was only adopted in its most radical form in a limited
number of contexts in MedCo (with one example being the team investigated in the first
paper of this dissertation). Other teams and departments implemented TeamLoop to the
degree they felt practical for their contexts and thus operated somewhere between

TeamLoop in its ideal form and previous ways of working.

Figure 1: Decentralized authority at MedCo?
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Since the organization as a whole still operated along traditional lines, the new

governance structures needed to operate “in parallel” with the prevalent hierarchical

> Adapted from Figure 1 in Lee and Edmondson (2017: 47)
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structure in order for the adopting teams and departments to remain compatible with
the rest of the organization. During the early phase of the TeamLoop pilot experiment,
the experiences and learnings of the pilot departments were documented for the purpose
of later sharing these with others across the organization. In addition, a number of
“change guides” were elected by their colleagues to receive extra training in order to
support the pilot departments once the engagement of external coaches who facilitated
the initial workshops had been phased out in autumn 2017. While the pilot departments
continued further developing their internal practices with varying degrees of adoption
and success in different teams, the head of the pilot departments — and occasionally also
the CEO — undertook various dissemination activities to share experiences of the
TeamLoop process.

As interest grew among other parts of the organization in learning more about the
SMO practices, the change guides became inundated with requests. To cater for this
increasing demand for “new work practices”, an in-house “change unit” was founded in
summer 2018. From that time onwards, self-management practices at MedCo were
further developed and spread to other departments in a process of non-concerted
diffusion. Although many departments decided that TeamLoop was not really what they
needed after holding one-off introductory workshops, several departments and teams
decided to adopt and stick with the system. TeamLoop thus continues to endure at
MedCo to this day, albeit the initial name is no longer in frequent use. Indeed, after a
couple of years in which the embedded SMOs were mainly sustained bottom-up by a
few persistent and resolved groups of people, I hear that the ideas and principles of

TeamLoop have recently gained more widespread application within the company.

The Community - inter-organizational solidarity for new modes of organizing

The third paper of my dissertation focuses on an empirical case set within a German
inter-organizational community of employees dedicated to championing and advancing
more “self-determined and meaningful” workplaces. This mission, as articulated on the
Community’s official website, extends to reshaping broader societal approaches to work.
The Community was established in 2017 by a group of 12 employees from a range of
prominent German companies with the primary objective of facilitating discussions and
exchanges about more self-directed and purposeful forms of organizational structures.
Prior to founding The Community, the 12 initial members had convened at various

gatherings set up to explore self-determined organizational models. However, they
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observed that most of the discussions at these gatherings primarily revolved around
startups and smaller businesses, whereas they shared the common perception that
advocating for and implementing novel organizational approaches posed unique and
more significant challenges within existing corporate environments.

Since its inception, The Community has met up regularly (bi-annually during the
time of my study) to discuss topics important to its members. These meetups are always
held at one of the member companies. In addition, there are several regional or topic-
specific sub-groups that meet on- or off-line and according to the rhythm they set for
themselves. When I became part of this community as a researcher, its membership had
grown to encompass approximately 200 individuals spanning more than 90 different
companies. The Community boasts a diverse array of roles among its members,
including generalist in-house consultants, IT professionals, union representatives, and
change facilitators steering companies towards more sustainable practices. Membership
is open to individuals and not tied to their respective organizations, thereby allowing
members to retain their affiliation even if they change jobs. Also important to note is that
the Community operates on a non-profit basis, with all activities and functions being
solely reliant on the voluntary contributions of its members. To maintain the
community’s integrity and prevent it from evolving into a marketplace for consultancy
services, membership typically requires affiliation or at least substantial experience with

larger established companies rather than experience only in external consultancy roles.

My role in the field

As mentioned earlier, I was employed at MedCo from 2016 until July 2019 and was
directly engaged with TeamLoop in one of the two pilot departments before I left the
company to start my PhD in September 2019. As such, my later role during data
collection could best be described as one of an insider researcher without formal ties to
the case firm (see Brannick and Coghlan, 2007). My previous experience in the company
was extremely valuable for my research because the trust and familiarity I had already
built up in the field made the data and the context of MedCo more accessible to me (Flick,
2014). Having worked there for three years, I had a level of preunderstanding (Brannick
and Coghlan, 2007) that meant I was able to understand the organization’s discourse and
jargon, its micropolitics, and the possible meaning of certain events. Trustworthy
relationships developed (or resumed) swiftly because I was able to speak my informants’

language and had been in a similar job to them. While this is not so surprising in the case
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of those employees who already knew me as their colleague, the further the data
collection progressed the more I also engaged with people who did not know me,
especially when collecting data in the community where I initially only knew the two
members who worked for MedCo. In this context as throughout my data collection, my
overall experience was that the people I met often treated me as one of their own and
kindly placed a lot of trust in me, for which I am immensely grateful.

Altogether these factors would suggest I had the “perfect deal” insofar as I was
able to reap the benefits of insider research without having to navigate the dilemmas
associated with full insider research of combining dual formal affiliations with academia
and with the organization (see Brannick and Coghlan, 2007). All the same, I sometimes
struggled with this particular setup and the different identities I needed to navigate as I
moved in and out of my roles as insider and outsider (Gosovic, 2018), including
difficulties on account of the discrepancy between the empathy I felt for those I met
during my fieldwork and the critical distance required of me in my role as a researcher.
Indeed, in the period when I first started working on my PhD but had not yet begun my
formal data collection I was so worried about being too close to my field-to-be that I
made conscious efforts to distance myself from my former workplace. Over time,
however, I found more productive ways to address this insider-outsider tension and
(re-)entered the field in my new role as a researcher six months after starting the PhD in
a spirit of curiosity and discovery. This willingness to let myself be surprised and
eagerness to re-discover and re-apprehend once-familiar phenomena was partly why I
used very open-ended interview-guides in the beginning and remained very open
during the first rounds of data analysis. Wherever possible I always tried to triangulate
my interview findings with other sources such as reports and presentations. I also
discussed my interpretations with peers and — at a later stage — with some of my
interviewees (Brannick and Coghlan, 2007).

I nonetheless sometimes found myself in situations where my informants would
ask my opinion about certain problems and situations during our interviews. This
inevitably involved a balancing act since I did not want to give my opinion or advice on
practical problems while the data collection was still ongoing but also did not want to
seem closed-off or indifferent. In these cases I thus tried to stall and postpone such
questions until the data collection was concluded when I could then talk to some of my
informants again to discuss my initial findings and hear their views, which also served

as a valuable form of member checking (Lincoln and Guba, 1985). These post-interview
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conversations also provided welcome opportunities for me leave my role as a researcher
and take on a more involved stance after I had listened to my informants’ feedback and

reflections on my findings.
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Research approach and empirical process

Three empirical studies form the main corpus of this dissertation. As is the case with
cumulative dissertations in general, the ultimate ambition is for these to be developed in
such a way as to be publishable in peer-reviewed journals, hence the three papers not
only adhere to the common norms of journals in terms of length and conciseness but
have also undergone various iterations, incorporating feedback from peers and
conference presentations and in some cases from revise-and-resubmit processes. As a
result, some of the contextual information, including many of the detours taken and the
choices I made along the way, has been lost in the form I now present the papers. To
provide insight into this additional context, therefore, the following sections describe
and reflect on my research approach and empirical process, including the key choices I

made throughout this process.

Research approach and assumptions

As elaborated in the Theoretical Considerations section above, I adopt a
(communicative) constitutive approach to address my overarching research question of
how SMOs emerge and are perpetuated within established organizations, thus
investigating my empirical settings from a perspective that recognizes and focuses on
the need for continuous negotiation of meaning among actors to sustain embedded
SMOs (Putnam et al., 2016; Putnam and Nicotera, 2009). In line with this bottom-up
processual view of organization as a phenomenon developed through communicative
processes and events (Putnam et al, 2016, Taylor, 2009), I apply a qualitative
interpretivist approach to understand “the meanings that actors attach to actions,
interactions, experiences and phenomena” (Blagoev and Costas, 2022: 81). My project is
thus based on interpretivist epistemological assumptions with a focus on “how people
understand the changes they are both instigating and dealing with, and how those
meanings evolve” (Langley and Abdallah, 2011: 213). Following this epistemological
stance, I understand organizations as constituted and evolving in processes of social
construction (Gioia et al., 2013). This approach is especially appropriate for capturing not
only how embedded SMOs are co-constructed over time but also how those who work

in such settings experience and make sense of these settings and their attendant tensions.
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As summarized in the preceding literature review, SMOs have been explored
from manifold perspectives over the years, with studies repeatedly revealing and
confirming the tensions that such modes of organizing can entail, especially when
practiced and embedded within the larger context of managerial hierarchies. While
SMOs are thus a well-known phenomenon, questions still remain with regard to how
such modes of organizing can be maintained when embedded within settings that follow
other organizational norms. To generate new insights into the phenomena studied in this
thesis, therefore, I adopt a constructivist approach that seeks “to reconstruct, and in some
cases, deconstruct, taken-for-granted interpretations of empirical phenomena” (Blagoev
and Costas, 2022: 89-90). This approach is particularly appropriate in the context of
embedded SMOs, not least because studies in the earlier literature on self-managing
teams were based on the assumptions and aims of humanistic management primarily
“focused on improving the individual experience at work by altering relationships
between managers and subordinates to be more satisfying and motivating” (Battilana et
al., 2022: 10), whereas the phenomena I encountered in my empirical settings went far
beyond such a contained conceptualization, suggesting a need for new interpretations.

Approaching my data based on the tenets of constructivist reasoning, I started my
analysis inductively (Charmaz, 2006), especially during the first iterations, later moving
towards more iterative reasoning and somewhat abductive reasoning by shuttling back
and forth between emerging empirical insights and theoretical ideas (Gioia et al., 2013;
Locke et al., 2008). This was especially the case in the first two papers where I settled on
a theoretical framing rather early during my data analysis. By contrast, the approach to
the third paper remained more inductive throughout the analysis as there was very little
literature on the type of community dynamics uncovered in the study, leading my co-
author and I to develop our own notion of “dispersed collectivity”.

Consistent with the constitutive perspective I apply to my data overall, I place
particular emphasis on the meanings that the actors in my cases attached to and
employed to negotiate their mode of organizing. As pointed out in the theory section
above, this constitutive view is more explicit in the first and second papers. In addition,
my analyses were shaped by a processual view (Hernes and Weik, 2007) on organizing
that focuses on “the processes by which organizing and organization unfold” (Gioia et al.,
2013: 16, emphasis in the original; see also Langley, 1999). This view further enabled me
to highlight the continuous efforts at meaning-making whereby actors negotiated their

modes of organizing. Such a processual understanding and analysis clearly fit well with
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a constitutive approach that similarly takes a processual stance on communication as

constitutive of organizations (Putnam and Nicotera, 2009).

The process of data collection

I embarked on this doctoral project with a general interest in the fascination I had
witnessed among colleagues with SMOs whilst I was employed at MedCo. From early
on in this project I decided to pursue this interest and investigation in different empirical
settings, hence the three separate empirical studies in this project draw on three distinct
data collections. Thus, Paper 1 presents an in-depth qualitative case study of an
embedded self-managing team over a 10-month period as the members of this team
struggled to maintain their SMO, while Paper 2 relies on document data and
retrospective interviews with MedCo employees about the development and the
diffusion of the SMOs within the company. Paper 3, which follows the case of an inter-
organizational community of employees advocating for more self-managing modes of
organizing within their respective companies, is grounded in a combination of in-depth
interviews with community members and participant observational data gathered both
from offline community events and an online platform from March 2021 to January 2023.
As evident in the following account of my data collection process, the data for the three
papers were not collected in the same order as the papers are presented here. In addition,
the course and manner of my data collection were strongly affected by the circumstances
surrounding the Covid-19 pandemic, which in several instances led me to change my

plans.

Data collection in February 2020

I started my PhD studies in September 2019 after leaving MedCo in July earlier that year.
As is often the case with doctoral projects, I spent the first months as a PhD student
endeavoring to become more familiar with the field of my studies and refining some of
the initial theoretical ideas that had informed my initial proposal for the research project.
In my case this phase went hand-in-hand with developing preliminary ideas about my
empirical approach. As mentioned earlier, on leaving my job to assume my new role as
a researcher my former employer had kindly granted me permission to take away
documents related to MedCo’s pilot experiments with SMOs (i.e. TeamLoop). In
addition, I was able to draw on notes I had taken while participating in several

workshops on TeamLoop as an employee. These documents and notes proved valuable
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as I prepared to undertake my first data collection for what later became the second
paper of this thesis. It was during this phase that I first considered the concept of
“momentum” as a way of understanding how interest in TeamLoop had meandered
through the organization over time and seemingly developed a life of its own. Bearing
these preliminary ideas from this first phase in mind, I finally entered the field as a
researcher in February 2020, spending two days in the firm’s headquarters conducting
eight interviews aimed at tracing how the idea of TeamLoop had traveled and developed
within MedCo. I further used this visit to bring myself up to date with developments
related to TeamLoop and to prepare for further data collection, including identifying
additional interview partners for a next wave of interviews I planned to conduct a couple
of months later. At this point I was also involved in talks aimed at finding a team or
department I could join for an extended period of time to observe how they implemented
and experimented with TeamLoop. Due to the outbreak of the Covid-19 pandemic,
however, I was forced to revise and adapt my research plan since it no longer seemed

feasible to join a team for an extended period during my PhD fellowship.

Continued interview collection: August/September 2020

After a period of several months waiting to see how the pandemic would develop, it
became clear that no return to normal was to be expected for a long time to come. Since
MedCo was part of the healthcare sector, moreover, the firm maintained strict social-
distancing rules that made it impossible for me to return on-site even as certain
restrictions were temporarily loosened in wider society. I thus continued my interview
collection remotely, conducting 12 additional interviews online with people who had
adopted TeamLoop (and in some cases had since abandoned the idea). In this round of
interviews I spoke mainly with individuals outside of the two pilot departments or with
those who had joined the departments after the pilot project. As it became clearer that I
would not be able to return for extended field-work due to the pandemic, I started to
look for alternatives to on-site field work that would still enable me to follow a group of

people who worked with SMOs at MedCo for a longer period of time.

Remote shadowing of a team: October 2020-July 2021
Later in 2020, I incidentally heard from a former colleague that the team I used to belong
to at MedCo were facing considerable pressure from the newly installed head of

department to justify their self-managing mode of organizing and had recently been
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given an ultimatum to present their rationale for continuing to pursue the SMOs. Since
it had always been my plan to study more closely how a team struggles to sustain an
embedded SMO, I took this new development as a starting point to follow the team over
a period of some 10 months as they tried to negotiate their mode of organizing. This data
collection would become the basis for the first paper, including data from sequential
interviews with two team members, one-off interviews with other team members, and
important stakeholder and documents about the development of the team’s self-
management practices. Given that on-site observations were not possible due to the
pandemic, opting for a sequential interview approach by repeatedly interviewing two
team members over the course of ten months enabled me to follow developments in the
team more closely than would have been the case if I had solely relied on one-off
interviews (Crawford et al., 2021; Hermanowicz, 2013). Similar to punctuated
observations, this interview approach (Lamont and Swidler, 2014) afforded me a better
understanding of how the actors navigated changes over time. A key advantage I
enjoyed in this context was that I was already familiar with the team’s practices and most
of its members. Since I was unable to be on-site in this period, it would otherwise have

been difficult to establish this level of understanding remotely with an unfamiliar team.

The Community: March 2021-January 2023

The idea for my third paper was prompted by two members of the team I was following
at MedCo who belonged to an inter-organizational grassroots community operating in
German-speaking countries and advocating for a more autonomous world of work. On
joining this community in 2021, I subsequently attended four of their bi-annual events,
became part of their online platform, and conducted interviews with 15 of their
members. These data later became the basis for my third paper investigating how such
inter-organizational communities matter for advocates of alternative forms of organizing

and how they help such employee activists stay committed to their cause.
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Reflections and limitations

In total I conducted close to 60 interviews, spent several days doing participant
observation, and collected numerous documents and online posts across the three
studies. As mentioned, I had initially planned to do much more observation and join a
team for several months but this plan was thwarted due to the Covid-19 pandemic.
Indeed the repeated lockdowns and uncertainties surrounding the pandemic posed
significant challenges to my data collection, especially as I was based in Denmark while
collecting my data in Germany at a time when travel was extremely difficult. Even when
travel was possible it was often only for short periods of time before the next lockdown
was announced and these periods did not always coincide in both countries. Since
MedCo is part of the healthcare sector, moreover, the firm was facing an incredibly busy
and challenging time.

All these factors limited my access, especially to observational data, and
consequently imposed certain limitations on the constitutive approach I adopted in the
first and second papers. Such an approach (Putnam et al., 2016; Putnam and Nicotera,
2009), particularly in its more recent development in scholarship under the label of the
“communicative constitution of organization” (CCO), tends to favor observational and
interactional data in-situ (Schoeneborn and Vasquez, 2017). Since I was not able to obtain
this type of data due to the Covid-19 pandemic, I tried to remedy this by employing a
sequential interview approach in the first paper, further using document data to
triangulate my interpretations. I nonetheless acknowledge certain limitations to this
approach, driven as it was by necessity. Despite these limitations, I am confident that the
overall theoretical anchoring of this project in a constitutive view of organizing was the
appropriate choice in the context of the phenomenon I studied. In particular, this
perspective helped me discern certain aspects that other approaches might not have
exposed to the same extent, particularly regarding insights ensuing from the contested

and ephemeral character of embedded SMOs.
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Overview of the three papers

In the following sections I present an overview of my three papers that empirically
explore how embedded SMOs emerge and are perpetuated within established
organizational settings. There are three distinct aspects at the core of each paper in this
cumulative dissertation: boundaries, momentum, and collectivity. Paper 1, entitled A
constitutive paradox view of boundary work: How self-managing modes of organizing within
hierarchical organizational settings can be sustained, is co-authored with Dennis
Schoeneborn and conceptualizes the question of how to sustain embedded SMOs as a
matter of paradoxical boundary work. Our qualitative case study of a self-managing
team within MedCo shows how this team was able to perpetuate its SMOs through the
dialectical interplay of three main recursively combined communicative practices of day-
to-day nurturing and two forms of strategic intra-organizational positioning: exposing and
blending in. The study makes two main theoretical contributions. First, it contributes to
research on embedded SMOs by highlighting how a team can navigate between the risks
of too rigid or too permeable a boundary, either of which would otherwise probably
have led to the discontinuation of the embedded SMOs. Second, it adds to research on
paradoxes in organizational boundary work by exploring the constitutive role of
paradoxes in maintaining precarious boundaries between distinct modes of organizing.
Our study highlights how it is precisely the continuous communicative negotiation of
such paradoxes that cumulatively creates and sustains these boundaries over time,
thereby enabling the team to uphold their SMOs in an otherwise hierarchical setting.
Paper 2, entitled From fleeting enchantment to embodied commitment: How bottom-up
momentum can emerge and persist, is a single-authored paper in which I develop end
explore the concept of momentum in the context of introducing SMOs. In organization
studies, the concept of momentum suggests that the success and sustainability of change
efforts depends on the extent to which they gain the commitment of actors to the pursuit
of a new path. Previous studies have mainly focused on mapping momentum as it
pertains to planned change driven from the top down. In my own study, by contrast, I
mobilize a constitutive view to elaborate a concept of momentum driven from the bottom
up and perpetuated beyond strategic intervention. Grounded in a qualitative study in
the context of MedCo, I show how new modes of organizing introduced by the firm’s
management initially induced short-term momentum that subsequently plateaued and

gave way to widespread feelings of ambiguity, critical evaluations and skepticism
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towards the initiative. Momentum only recurred as certain actors came to attach their
own meanings to the idea and — most consequentially — began developing an embodied
sense of commitment to these new modes of organizing. With this paperI thus contribute
to the theorization of momentum in organization studies by highlighting the role of
embodied commitment in perpetuating momentum, especially from the bottom up. My
findings reveal the role of new meanings emerging from individual interpretations of a
concept (TeamLoop) first introduced top-down and how these can shift momentum in
ways that differ from the path intended by its initiators.

Paper 3, co-authored with Verena Girschik and entitled Cultivating dispersed
collectivity: How community participation matters for employee activists, is positioned at the
nexus of employee activism and alternative forms of organizing. Employee activists who
pursue a social purpose at work often encounter considerable opposition and frequently
experience frustration as they attempt to drive change from within their companies. In
response to such resistance, some may seek support in communities outside their
companies that are centered on pursuing the same social purpose as themselves. This
paper explores how participation in such inter-organizational communities can shape
the ways employee activists experience their change agency. Grounded in an in-depth
qualitative study of an inter-organizational community of employee activists (referred
to as “The Community” in this thesis), Paper 3 finds that community participation
generates “dispersed collectivity”. With this term, more specifically, we refer to how
cultivating collective momentum and empathic connections in an inter-organizational
community can lead employee activists to feel part of a larger movement even when they
return to their respective companies. In this way dispersed collectivity enables employee
activists to reconceive the courses of action they can viably and meaningfully pursue to
drive change. This paper contributes to the literature on employee activism by offering
a nuanced view of the potential and limitations of inter-organizational communities for

mobilizing and sustaining their members” employee activism.
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Conclusion

In this concluding section I show how my constitutive understanding of organizing
helped to generate new insights into SMOs, especially in the context of embedded SMOs.
I then sum up the overarching contributions of this dissertation to the literature on SMOs
more broadly. Additionally, I reflect on some implications for organizational practice
and conclude this introduction to my thesis by outlining potential avenues for future

research.

Contributions

My dissertation contributes to scholarship on self-managing modes of organizing by
shedding light on the specific challenges involved in organizing alternatively when
embedded in the established environment of an existing firm. The three empirical studies
at the core of this dissertation investigate the various tensions, paradoxes and
complexities that arise when trying to organize an embedded self-managing alternative
to the norm of a managerial hierarchy. Throughout these papers I apply a
communicative constitutive perspective that views communication as processual and
generative of organization. Since organization is thus understood as formed through a
continuous bottom-up process of negotiating meaning (Putnam and Nicotera, 2009), any
organizational reality is never “complete” but always at least to some extent “up for
grabs” (Ashcraft et al., 2009: 4). This perspective sees paradoxes and tensions not only as
inevitable but as potentially productive and constitutive dynamics in the process of
organizing (Putnam et al., 2016). By applying this constitutive view to my empirical
settings, my dissertation reveals the many ways in which actors productively (and
sometimes unproductively) negotiate embedded SMOs in their efforts to make these
modes of organizing serve their purposes.

While each of the three papers makes a distinct contribution by enquiring into a
different key aspect of the phenomenon of embedded SMOs, i.e. boundaries in Paper 1,
momentum in Paper 2, and collectivity in Paper 3, the papers can also be read jointly to
inform wider debates about the democratization of organizations and the
potential /limits of embedded alternatives. Below I briefly summarize the contributions
of each paper before detailing the overall contributions of the dissertation.

The first paper zooms in on the core challenge of embeddedness that lies in the

delicate balancing act required of a self-managing team trying to maintain an intra-
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organizational boundary while being part of the same organization. Highlighting the
sometimes-paradoxical dynamics that ensue from this balancing act of wanting to be
different but having to fit in, this paper shows how persistent and continuous efforts to
work with such paradoxes in a productive way over time can eventually prove co-
constitutive of the boundary between a self-managing team and the surrounding
environment. The second paper is specifically concerned with how the SMOs (i.e.
TeamLoop) emerged and evolved at MedCo, showing how TeamLoop gradually
developed a bottom-up momentum that was largely detached from the original idea
introduced by management. As such, this paper highlights how SMOs are not
necessarily manageable in the manner of planned change insofar as the ideas of
increased participation and autonomy inherent to SMOs can generate a momentum of
their own that lies beyond managerial control. Finally, the third paper explores the
importance of inter-organizational communities in sustaining the significant efforts
required by individuals to organize embedded alternatives. Developing the concept of
“dispersed collectivity”, this paper shows how such communities can help actors
reconceive their experience of change agency as resilience, emancipation, and/or
liberation, thereby ultimately enabling them to persevere. The paper also acknowledges
and indicates the limitations of such inter-organizational mobilization across
heterogenous contexts.

By evidencing and elucidating the continuous efforts undertaken by persistent
actors to sustain embedded SMOs, my three empirical studies at once serve to highlight
why embedded SMOs are so difficult to implement and sustain while also providing
insights into how this can nonetheless be achieved as an ongoing and effortful
accomplishment. Taken together, the findings and analyses of the three studies make
two key overarching contributions to scholarship. First, my dissertation as a whole
contributes to ongoing discussion on democratic organizing more broadly (see Battilana
et al., 2022; Diefenbach, 2020; Honneth, 2023) by providing contemporary foundational
empirical research on an aspect of such organizing (i.e. embedded SMOs) that has been
underexplored in recent literature (see Kriiger, 2023). As noted in the literature review
of this chapter, the phenomenon of organizing alternatively from within or in parallel
with a dominant managerial hierarchy has not been the focus of much attention in the
last decade, with more research focused instead on instances of tully self-managing and
alternative organizations (Lee and Edmondson, 2017), as well as studies that have

extended our understanding of what constitutes organizing to encompass entirely new
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forms of organizing (Dobusch and Schoeneborn, 2015; Puranam et al., 2014). Given the
recent predominance of these studies, one might conclude that there are many and much
more radically decentralized forms of organizing to be studied today than the form my
own case considers — and even that a focus on embedded SMOs may be somewhat
outdated. In reality, however, there are probably more people than ever employed in
companies that feature some form of participatory structure or “islands of self-
management” (see also Kriiger, 2023) and almost certainly more so than are employed
in radically decentralized or entirely new types of organizations. As common as
embedded SMOs may be, however, fundamental questions remain regarding the best
way to design more self-managing and participatory structures within larger
organizations (Martela, 2023). Moreover it remains somewhat unclear what the
democratic potential of such modes of organizing might actually be, including whether
and to what extent they can be seen as possible microcosms of greater democratic
participation (Honneth, 2023) and whether they might contribute to more sustainable
business conduct (Battilana et al., 2022).

Regarding this last question, my dissertation nuances the findings of previous
studies conducted in the context of “self-managing teams” (as phenomena that can also
be considered embedded modes of self-management or at least as precursors to
embedded SMOs). These earlier studies did not view such self-managing teams as a form
of organizational democracy but rather as a humanistic albeit fully top-down type of
management aimed at improving relationships between management and employees,
or at most as a form of post-bureaucratic organizing aimed at increasing efficiency
through flexible and adaptable structures (Lee and Edmondson, 2017; see also Battilana
et al., 2022). By adapting a bottom-up constitutive perspective on embedded SMOs,
however, my own project reveals that employees may indeed perceive such modes of
organizing as an opportunity to claim more participation and decision-making
authority, potentially beyond the extent intended by management in launching such
initiatives. This perception could also be a reason why the studies in my dissertation
indicate — contrary to earlier findings on self-managing teams (see Barker, 1993) — that
the employees in my case did not seem to feel particularly constrained by the somewhat
rigid interaction structures of SMOs and the undeniable peer-control that replaces line-
managerial control in the form of specific collective decision-making rules and meeting
routines, etc. Instead, my own findings show that these systems of embedded SMOs can

also be experienced as invigorating by employees, not least on account of affording them
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an opportunity to negotiate their positions and attach their own meanings to what they
consider more democratic and meaningful modes of organizing (see also Shanahan,
2023). Of course this is not to deny that it can be onerous for individual participants in
embedded SMOs to be always needing to re-negotiate their positions, including the
principles they want to apply in their team and what SMOs mean to them, and
continuously coping with tensions between their own pursuit of autonomy and the
organizational need for some degree of centralized authority, especially in hierarchical
corporate settings. As my data show, however, the employees who actively engaged in
TeamLoop still managed to carve out space for themselves and for what they considered
important to them. Even if not consistently successful in their efforts, these employees
persistently tried to make the most of the individual and collective agency at their
disposal to strike a delicate balance between resisting hierarchical pressures and
remaining loyal to the company. As my data further confirm, these persistent efforts
were ultimately a matter of pushing for a way of work they perceived as more
meaningful to them, further driven by a desire to instill change from within and
potentially to push for other issues important to them. Such participatory agency
eventually extended well beyond what the management had hoped to achieve with their
TeamLoop project and thus constituted a potential for democratic participation greater
than initially intended.

As a second overall contribution, the constitutive perspective I apply throughout
my doctoral project helps capture and cast light on the continuous meaning-making
processes in which actors engage to co-construct and sustain embedded SMOs, including
and especially in the face of tensions long recognized and documented in previous
studies of alternative modes of organizing more broadly (e.g. Islam and Sferrazzo, 2021;
Langfred and Rockmann, 2016; Stohl and Cheney, 2001). These processes are important
to capture, I argue, since we still do not understand well how embedded SMOs can
endure despite their inherently paradoxical setup, nor how actors negotiate the ongoing
tensions they inevitably encounter when these alternative modes do endure. By viewing
organizing from the bottom up, a constitutive approach unveils the continuous re-
negotiation of meanings needed to resist dominant modes of organizing, while by
highlighting the particular ephemerality of embedded SMOs this perspective also
affords intricate insights into the reasons why such modes of organizing need to be
continuously re-constituted and re-produced to endure. At the same time, and as my

own application of this approach throughout my three studies confirms, a constitutive
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perspective on organizing also leaves room for the possibility that the paradoxes and
tensions characteristic of embedded SMOs are not necessarily unsurmountable
obstacles. With this I do not mean to imply that the best way to deal with such tensions
is simply to work through them in the sense of surmounting and leaving them behind.
Indeed it is questionable whether this would even be possible. Instead, as I argue and
hope to demonstrate with my three empirical studies, employees can productively work
with and negotiate paradoxes and tensions for their own purposes as they see them
served by sustaining embedded SMOs. In my own case, the employees who actively
engaged with TeamLoop took this initiative as an opportunity to attach their own
meanings to a concept introduced by top management, re-interpreting — and thereby
transforming — the concept to render it meaningful to themselves. This shows that
paradoxes and tensions can become co-constitutive of a mode of organizing by being
persistently negotiated and grappled with over time.

With this interpretation, my thesis offers an alternative view to common
dismissals of such embedded SMOs as mere tools of “management in new clothes” (see
Kieser, 1997) or even forms of “neo-normative control” (Sturdy and Fleming, 2009).
Likewise my empirical findings problematize the inclination to paint those involved in
embedded SMOs as naive or as simply falling prey to a form of “cruel optimism”
(Berlant, 2011) by striving for something that will ultimately do them harm. Instead my
studies show that my informants were typically highly conscious of their position vis-a-
vis corporate power and very intentional in the ways they navigated and negotiated their
precarious position, revealing them to be far from passive but rather active participants
striving to negotiate their own position and co-create and the modes of organizing in
which they participated. Again in this regard it is by adopting a constitutive view with
its processual understanding of organizing that I am able to show how alternative modes
of organizing can be (re)produced alongside a hierarchical norm. Conceptualized as
intra-organizational communities of meaning (Taylor, 2009), embedded SMOs constitute
distinct modes of organizing that can emerge and endure through persistence and
resistance within surrounding hierarchical structures. As my third paper shows, they
can also span across organizational contexts and be nurtured beyond boundaries,

extending new meanings inter-organizationally.
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Practical implications

For managers

Finding the most appropriate organizational structure and mode of collaboration is a
persistent concern for managers in any capacity. Self-managing modes of organizing
(SMOs) have frequently been introduced within existing organizations over the years to
enhance employee engagement, motivation, or increase operational efficiency in
complex and unpredictable environments. Despite well-documented challenges, there
persists an expectation for a straightforward implementation and seamless integration
of such organizational modes with the existing status quo. However, this thesis
demonstrates that embedded SMOs do not readily conform to the traditional framework
of hierarchically managed organizations. They constitute a distinct mode of organizing
with their own boundaries and can develop a momentum that eludes managerial
control. This makes them challenging to “manage” in the conventional sense, both
during their implementation, as highlighted in the second paper, and once established,
as discussed in the first paper. This challenge partly stems from their organizational
design and their decentralized approach to task division, task allocation, resource and
information provision, which may not be fully compatible with hierarchical
expectations. Additionally, as this project has demonstrated, SMOs can hold greater
significance to those working with them than merely serving as tools to improve
efficiency and address complexity. Even when embedded within larger corporations,
SMOs carry a promise of increased participation and a stronger voice in the workplace.
This is because once these approaches take root in the organization, employees may
embrace and seek to claim the promise of more autonomy and participation that SMOs
can provide. Managers are thus advised not to underestimate the (symbolic) power of
such modes of organizing. Instead, they could leverage this insight to explore more
responsible modes of management. In a political climate marked by growing
polarization and the erosion of democracies, business organizations could take on a
transformed role in exploring their societal function as microcosms of democratic
participation (Honneth, 2023), in addition to or complementing established labor

relations.
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For employees

As demonstrated in the previous section, although SMOs are often introduced with the
goal of advancing business objectives, embedded SMOs can develop a life of their own
and a democratic potential which employees can harness to negotiate their own position
and have a greater say in issues important to them. The sometimes-cumbersome rules
and procedures associated with SMOs, such as shared decision making and collective
governance of group rules and roles, can also be liberating. They can serve as tools to
continuously negotiate the tensions one may encounter and use them to expand the
boundaries of the work mode. Moreover, the (intra-)organizational conversation about
SMOs can take unexpected turns and develop its own momentum. However, the thesis
also highlights the limitations of such endeavors, underscoring the effort required to
organize alternatives from within and to persistently resist co-optation into the corporate
agenda. There may be instances when this continuous persistence and negotiation feels
futile or burdensome. Indeed, the findings in this thesis emphasize that organizing
alternatives and effecting change from within is a long-term endeavor, best achieved
collectively by dedicated employees and their management-level allies, as well as
through inter-organizational solidarity among individuals supporting each other in a
dispersed but collective effort for change and alternativity within and between
organizations. The thesis findings indicate that these efforts are not in vain; they can
make a difference, however modest or subtle, and contribute to a more self-determined
and meaningful work environment. Particularly in an environment where many
employers face pressure to provide a fairer and more meaningful work environment,
employees need not inevitably accept the status quo. And yet, while there is an
opportunity to effect change for oneself and others, some may choose not to invest such

levels of commitment and instead seek purpose and liberation elsewhere.

Future research
This project enhances our understanding of how self-managing modes of organizing can
emerge and persist within established organizations. Yet, the work on this thesis has also
revealed unexplored research avenues, new questions, or areas that went beyond the
scope of this project.

First, the project has shown how SMOs may be leveraged to organize alternatives
within the (hierarchical) norm and assert greater democratic participation. The findings

in papers one and two, in particular, illustrate how members of the organization employ
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various tactics to uphold and (re-)claim their self-managing modes of organizing,
aligning with recent research on the democratic potential of fully alternative or
democratic organizations (Diefenbach, 2019; Jaumier, 2017; Shanahan, 2023). However,
the primary focus of this thesis was on understanding how alternatives emerge and can
be sustained within established organizations, rather than on the specific issues that such
more participatory approaches can address. Future research could usefully explore the
democratic potential of these embedded alternatives with respect to advocating for more
sustainable business practices (Battilana et al., 2023; Diefenbach, 2020, see also Kriiger,
2023). For instance, how can such more democratic modes of organizing contribute to
raising awareness about and addressing social and environmental concerns in a more
impactful way? Moreover, in what ways and to what extent can these modes of
organizing facilitate or potentially obstruct cross-boundary collaboration both intra- and
inter-organizationally?

Second, prior research has repeatedly documented how collaborative and
alternative modes of organizing can harbour risks of “neo-normative control”, which
involves excessive instrumentalization for corporate interests and the potential
development of a regime of individualization that could ultimately lead to isolation and
harm (see Fleming & Sturdy, 2009; Husted, 2021; Mielly et al 2023). Husted (2021)
contends that addressing these tendencies involves establishing clear decision-making
structures that maintain autonomy and promoting solidarity, all while preserving
individuality (see also Husted and Just, 2022). However, these findings on how to
prevent the risks of neo-normative forms of control were originally observed in
alternative organizations outside corporate settings. My thesis can provide some
additional insights on these issues in a corporate setting. Paper three shows, for instance,
that upholding SMOs within more hierarchical settings and claiming democratic
participation also relied on the co-construction of perceived change agency through
collective, interorganizational solidarity. Paper one, on the other hand, demonstrates
how the somewhat rigid decision-making structures of SMOs enable the team to
negotiate their position in relation to the more hierarchical norms and sustain their mode
of organizing over time. Future research could explore how the dispersed collectivity
and solidarity, as observed in paper three, combined with collaborative decision-making
structures of SMOs can balance the risks of neo-normative control in embedded SMOs.

Lastly, I deliberately conducted in-depth qualitative studies on embedded SMOs

because there was limited contemporary research on this specific arrangement. There
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are, however, numerous practitioner-oriented case studies available on different kind of
embedded SMOs. Accordingly, future research could consider employing
methodologies of qualitative meta-analysis (Habersang et al., 2019; Hoon, 2013) which
enable researchers to synthesize and aggregate systematically the findings across various
in-depth qualitative studies. This methodology could be especially fruitful given the rich

and underutilized source of data provided by practitioner-oriented case studies.
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Paper 1.
A constitutive paradox view of boundary work: How self-managing modes

of organizing within hierarchical organizational settings can be sustained

Anna Stober and Dennis Schoeneborn

This paper examines how self-managing modes of organizing (SMOs) can be sustained
within hierarchical organizational settings. Such embedded SMOs are inherently
precarious due to the paradoxical tensions between principles of self-management
versus the hierarchies in which they are embedded. We conceptualize the question of
how to sustain embedded SMOs as a matter of paradoxical boundary work. We draw on
this perspective in our qualitative case study of a self-managing team within an
international medical technology company. Our findings reveal how this team was able
to perpetuate its SMOs through the dialectical interplay of three main and recursively
combined communicative practices of day-to-day nurturing and two forms of strategic
intra-organizational positioning: exposing and blending in. Our study makes two main
theoretical contributions. First, we contribute to research on embedded SMOs by
highlighting how a team can navigate between the risks of either a too rigid or too
permeable boundary, both of which are likely to have discontinued the embedded
SMOs. Second, we add to research on paradoxes in organizational boundary work.
While prior works have focused on more established boundaries between job roles or
professions, we explore the role of paradoxes in maintaining precarious boundaries
between distinct modes of organizing. By adopting a constitutive view, our study
highlights that paradoxes are not merely a side-effect of boundary work but rather that
the ongoing communicative negotiation of such paradoxes creates and sustains these
boundaries over time — and that way allowed the team to uphold their SMOs in an
otherwise hierarchical setting.

Keywords
boundary work, constitutive paradox view, hierarchies, organization theory, self-
management
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Introduction

Self-managing modes of organizing (SMOs) have long been a topic of interest in
organizational research (Lee and Edmondson, 2017; Martela, 2019) and practice (Laloux,
2014; Robertson, 2015). SMOs hold the promise of increasing organizational flexibility
and responsiveness, which is of particular importance in times when organizations are
confronted with increasingly complex, dynamic, and uncertain environments (Martela,
2019; van den Berg et al., 2021). For employees, such SMOs offer opportunities for more
autonomy in how tasks are distributed and decisions are made on a daily basis (Soetens
and Huybrechts, 2023; van Baarle et al., 2021), which in turn can help foster a more
meaningful and community-based work environment (Henderson, 2021). In recent
years, we can observe a renewed interest in this phenomenon. However, this interest in
SMOs is countered by practical challenges on how to maintain self-management within
otherwise hierarchical organizational settings (Barker, 1993). Embedded in such settings,
any shift towards greater autonomy is inherently at odds with the managerial and
organizational need for control (Langfred and Rockmann, 2016; van Baarle et al., 2021).
In turn, hierarchical forms of control and authority tend to resurface in informal ways or
end up being fully reinstated despite all efforts to pursue more collaborative and shared
modes of organizing (Barker, 1993; Turco, 2016).

How to sustain SMOs then, despite these challenges, has thus become a matter of
growing scholarly interest. However, most of the recent literature has focused on the
efforts undertaken by entire organizational entities to operate in less-hierarchical ways
in isolation (e.g., Islam and Sferrazzo, 2021; Jaumier, 2017; Soetens and Huybrechts,
2023). Yet, in practice, SMOs are often only implemented within already established and
more hierarchical organizations (e.g., Biancani et al., 2014; Diefenbach and Sillince, 2011).
In such contexts, organizations or teams that adopt principles of self-management not
only need to learn and implement such modes of organizing in the first place but also to
defend and maintain their modus operandi recurrently within an intra-organizational
environment, especially if they are characterized primarily by a formal hierarchy (see
Biancani et al., 2014). Addressing the relative scarcity of research focused on such
embedded SMOs, despite the prevalence of this phenomenon in practice, in this study
we pursue the following research question: How can self~managing modes of organizing be
sustained within more hierarchical organizational settings?

To address this question, we approach the phenomenon of embedded as SMOs as

a case of paradoxical boundary work (Azambuja and Islam, 2019; Comeau-Vallée and
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Langley, 2019; Glimmerveen et al., 2020). This is because any mode of organizing work
that is designed to avoid hierarchies as far as possible but which is practiced within a
larger hierarchical organization will need to negotiate its boundaries vis-a-vis the intra-
organizational environment. Doing, however, so will inevitably also generate
paradoxical tensions (Stohl and Cheney, 2001). Boundary work encompasses everyday
practices of negotiating, demarcating, and rearranging distinctions between domains of
meaning among groups, professions, and organizations (see Langley et al., 2019). We
employ a communicative understanding of boundaries as “socially constructed
interpretive distinctions” (Langley et al., 2019: 705) whereby boundary work involves
“’strategic practical action’ for the purpose of establishing epistemic authority [by]
drawing and redrawing ... boundaries ... [through] expulsion, expansion, and
protection of autonomy” (Lamont and Molndr, 2002: 179; in Phillips and Lawrence, 2012:
225). In other words, as symbolic delineations between different domains of meaning,
boundaries are repeatedly enacted in day-to-day communications. Within the literature
on paradoxical boundary work, we, therefore, draw on a constitutive understanding of
paradox, according to which paradoxes are not something to avoid or overcome, but
rather they are generative of organizational practices (Putnam et al., 2016).

Our empirical investigation of these processes of boundary work is based on data
from a qualitative case study of a self-managing team in an HR department within the
hierarchical environment of an internationally operating medical technology company
in Germany. From these data we identify three main sets of communicative types of
boundary work: (1) day-to-day nurturing and two types of strategic intra-organizational
positioning: (2a) exposing and (2b) blending in. As our findings show, it was only through
the dialectical interplay of all three of these practices that the SMO team in our case was
able to uphold its boundaries vis-a-vis the surrounding hierarchical organization and
thus perpetuate its particular mode of organizing.

Our study makes two main contributions. First, we contribute to research on
embedded SMOs (Barker, 1993; Diefenbach and Sillince, 2011) by showing how our case
team used strategic practices of boundary work for upholding and defending its work
mode within an otherwise hierarchically operating organization. In particular, our
analysis emphasizes the importance of complementing day-day-day nurturing practices
with positioning practices aimed either at strengthening or downplaying the boundary
of an SMO as the situation demands. Such dialectical back-and-forth movements in the

team’s paradoxical boundary work can help to avoid the ever-present risks of either a
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too rigid or too permeable boundary, both of which are likely to have discontinued the
embedded SMOs. Second, we contribute to emerging research on the role of paradoxes
in organizational boundary work (Azambuja and Islam, 2019; Comeau-Vallée and
Langley, 2020; Farchi et al., 2023; Glimmerveen et al., 2020). While these prior works have
primarily concentrated on the more stable distinctions between (job) roles or professions,
our study builds upon their insights in the context of negotiating the precarious symbolic
boundaries between two modes of organizing. Specifically, our study develops these
insights from a constitutive paradox perspective (Putnam et al., 2016; Vdsquez et al.,
2016), demonstrating that paradoxes are not merely a side-effect of boundary work but
rather that it is the ongoing communicative negotiation of such paradoxes that creates

and maintains these very boundaries (see also Azambuja et al., 2023).

Theoretical positioning

Embedded SMOs and the challenge of sustaining them

SMOs are characterized by a high degree of decentralization of authority, information,
and communication in teams and organizations (Diefenbach 2020; Lee & Edmondson,
2017), often associated with the dissolution of certain layers of middle management
(Martela, 2023). Self-managing teams thus assume shared responsibility for many
traditional managerial tasks such as decision-making and task allocation. They usually
also collectively deliberate on the basic principles of self-management (Martela, 2019).
Studies of self-management already have a long history in organizational research (e.g.,
Barker, 1993; Burns and Stalker, 1961; Rothschild-Whitt, 1979).

A key promise of SMOs lies in their potential for improving organizational
flexibility and responsiveness, which is of particular importance in times when
organizations are confronted with increasingly complex, dynamic, and uncertain
environments (Martela, 2019; van den Berg et al., 2021). For employees, SMOs also offer
opportunities for exercising greater autonomy in the ways tasks are distributed and
decisions are made on a daily basis (Soetens and Huybrechts, 2023; van Baarle et al.,
2021). In turn, such autonomy can foster a more meaningful community-based work
environment (Henderson, 2021). Notwithstanding these benefits, any shift toward
greater autonomy is to some extent inherently at odds with the managerial and
organizational need for control (Langfred and Rockmann, 2016; van Baarle et al., 2021).
In practice, hierarchical forms of control and authority often resurface in informal ways

or end up being fully reinstated despite all efforts to pursue more collaborative and
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shared modes of organizing (Barker, 1993; Turco, 2016). How to sustain SMOs then,
despite these challenges, is thus an ongoing matter of scholarly interest. Recent research
in this stream has confirmed that sustaining SMOs usually depends on the
implementation of principles and processes that support the preservation of shared
authority and control as well as a strong commitment to SMOs among employees, at the
same time (e.g., Soetens and Huybrechts, 2023). Although there is a strong tendency for
hierarchical control to (re-)emerge in any organization over time (Barker, 1993), people’s
day-to-day efforts to maintain and protect alternative work modes play an important
role in resisting such hierarchization (Diefenbach, 2019). Islam and Sferrazzo (2021) or
Jaumier (2017) showed that such efforts are more likely to succeed when the members of
self-managing teams are trained in democratic skills and critical thinking.

Formal principles and employee commitment as such, however, are not sufficient
to sustain SMOs when they do not operate as stand-alone forms of organization but
instead are embedded within hierarchical organizations. As argued above, the problem
of pervasive hierarchical control is likely the be more pronounced in contexts where
bureaucratic-hierarchical and self-managing modes of organizing are combined within
the same organization (e.g., Biancani et al., 2014; Diefenbach and Sillince, 2011). In the
context of such “embedded SMOs” organizational units or teams operating in self-
managing ways not only need to adopt and remain committed to SMO principles and
processes but also recurrently position and negotiate their modus operandi in
accordance with the very different hierarchical logics of the environment in which they

operate.

Embedded SMOs as a case of paradoxical boundary work

Throughout this study, we make the case for considering the phenomenon of embedded
SMOs as a case of boundary work (Langley et al., 2019), in which teams have to
maneuver paradoxical tensions to uphold their mode of organizing. In line with Putnam
et al. (2016), we understand paradoxes as “contradictions that persist over time, impose
and reflect back on each other, and develop into seemingly irrational [...] situations
because their continuity creates situations in which options appear mutually exclusive,
making choices among them difficult” (p. 72; see also Jarzabkowski et al., 2019; Smith
and Lewis, 2011). Research shows that paradoxical tensions inevitably arise when
endeavoring to uphold modes of self-management within a larger hierarchical system
(e.g. Ashcraft, 2001; Stohl and Cheney, 2001). Although greater independence from an
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overarching organization can make it easier to sustain an embedded SMO, including by
enabling teams to avoid many issues of compatibility and coordination (Martela, 2019),
even highly independent teams must actively manage reciprocal relationships with the
organization to which they belong (Gittell and Douglass, 2012). Accordingly, embedded
SMOs face the challenge of protecting their intra-organizational boundaries to keep their
particular mode of organizing intact (see Schreydgg and Sydow, 2010). At the same time,
they need to ensure that the boundaries of their SMOs are sufficiently permeable to
facilitate compatibility and collaboration with the organizations in which they operate
(see Kellogg et al., 2006).

Within  extant scholarship, we argue that communication-centered
understandings of boundaries and boundary work as symbolic distinctions between
different domains of meaning (Lamont and Molndr, 2002) are especially suited for
generating insights into the phenomenon of embedded SMOs. This is because actors in
self-managed teams face the ongoing challenge of maintaining and negotiating their
particular work mode as a distinct domain of meaning vis-a-vis other domains of
meaning prevalent in their surrounding organization (e.g., Ashcraft, 2001; Diefenbach,
2019). Proceeding from the premise that such symbolic boundaries have no permanent
existence but need to be continuously renegotiated and reinstantiated over time,
communicated-centered approaches are largely compatible with the original
conceptualization of boundary work as developed by Gieryn (1983) in his study of the
discursive practices used by scientists to demarcate the area of science from non-science.
In applying this approach to embedded SMOs, therefore, we first must identify what it
is that characterizes SMOs as a particular domain of meaning.

While SMOs are ultimately concerned with the same kinds of basic problems as
hierarchical organizations (such as task division, task allocation, etc.; Martela, 2019), they
differ in how they deal with these problems and in the vocabularies they use to give
meaning to these basic problems. Unlike more hierarchical organizational arrangements,
self-managing teams tend to assume shared responsibility for matters such as decision-
making and task allocation that would typically be managerial responsibilities in a
hierarchical setting. Moreover, SMOs often feature temporary role structures that can be
revised as necessary through formal governance processes and specific meeting routines
(Diefenbach, 2020). Because these role structures are not hierarchically defined, they may
not appear in employment contracts or be visible on official organizational charts,

thereby potentially rendering such roles more vulnerable to contestation (Arazy et al.,
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2016). The boundaries of embedded SMOs are thus inherently precarious, meaning their

particular modus operandi requires continuous efforts at justification (Reay et al., 2006).

A constitutive view of paradoxical boundary work

Accordingly, we suggest drawing on studies that have explored the link between
emerging paradoxes and boundary work. For example, in a recent ethnographic study
of negotiations around citizen engagement in a professional care facility, Glimmerveen
et al. (2020) analyzed different types of boundary work, finding that efforts to transcend
boundaries to include outsiders and/or improve collaboration can — paradoxically —
have exclusionary effects. Similarly, Farchi et al. (2023) have shown how initiatives to
remove or soften boundaries between professions in healthcare teams sometimes have
negative consequences in practice, while strengthening boundaries can improve
coordination in interprofessional collaboration. Complicating this latter finding,
Comeau-Vallée and Langley (2020) demonstrated that while strengthening inter- and
intra-professional boundaries within a healthcare context can support collaboration
among high-status groups, such boundary work also runs the risk of further
marginalizing lower-status groups. Azambuja and Islam (2019) have found that such
paradoxical tensions can also be experienced within individual professional roles,
revealing in their study of middle managers how individual practices of role-specific
boundary work can evoke contrary experiences of emancipation and alienation. In sum,
prior scholarship has generated important insights into boundary work, for instance by
showing how efforts of removing or downplaying boundaries can paradoxically lead to
reinforced boundaries between professions or groups. However, while these extant
works have primarily examined more strongly institutionalized boundaries thus far,
such as between different professions or job types, our study complements these works
by exploring the more precarious boundaries between different modes of organizing
(incl. embedded SMOs).

Since embedded SMOs face the need to continuously bring forth the very
boundary that makes their work mode distinct from the rest of the organization (as
symbolic demarcations between different domains of meaning), we suggest drawing on
approaches that emphasize the generative capacity of paradoxical constellations through
continuous processes of meaning negotiations. More specifically, we propose turning to
a constitutive view on paradox that has gained considerable attention in organization

studies in recent years (see Fairhurst and Putnam, forthcoming; Panayiotou et al., 2019;

71



Putnam et al., 2016). From a constitutive view, practices of boundary work cannot be
considered as separate from boundaries, since the paradoxical character of these
practices is understood as generative of boundaries ( e.g., Panayiotou et al., 2019; Putnam
et al., 2016; see also Azambuja et al., 2023).

Communication has a pivotal role in this perspective in that it makes paradoxical
tensions salient (Putnam et al., 2016: 14). In turn, the perpetuation of organizational
phenomena, including their boundaries, depends on continuous communicative efforts
to fix meanings (thereby rendering boundaries more rigid) and efforts to open up
meanings (thereby rendering boundaries more permeable) (see Vasquez et al., 2016). The
dialectical interplay of these ongoing efforts is key for sustaining boundaries since
accentuating movement either towards greater permeability or rigidity could lead to
boundary collapse. In the case of embedded SMOs, boundary collapse can thus ensue
either from the emergence of an overly rigid boundary between an SMO team and the
overarching hierarchical organization in which it operates, thereby creating the risk of
the team’s lacking sufficient legitimacy to continue its peculiar work mode; or the
emergence of an overly permeable boundary, which creates the risk for the team to
become ultimately indistinguishable from its surrounding organization. In either

scenario, an embedded SMO would likely cease to exist.

Empirical context and methods

Research setting
Our case setting is a German multinational medical technology company that has been
experimenting with SMOs since 2017. This case offers an opportunity to study how
SMOs can be sustained in a company that is more than 180 years old that has
traditionally relied primarily on hierarchical organizational structures. Furthermore, the
self-managing team we studied had just recently come under significant pressure to
defend its particular mode of organizing. We were aware of this development because
the first author of this paper had previously been a member of the same team until July
2019 and stayed in touch with one of the team members since leaving the organization.
This was how the first author eventually heard about the new Head of Department
(HoD) and the team’s struggle to advocate for its SMOs, which prompted our idea of
empirically following the team during this precarious period.

One of the two departments piloting SMOs within the case firm since 2017 was

the Corporate HR Department with its three teams, each of which had line managers but
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no formal substructures. The introduction of SMOs in these three teams included the use
of specific meeting routines to facilitate team-based decision-making to enable
decentralized task allocation as well as ensure a high degree of information
transparency. Adaptable and autonomous SMO roles were introduced instead of
“regular” job functions, with the aim being to enable the teams to design and adapt their
structures according to their specific needs and purposes. After about a year of
experimentation, however, two of the three teams reverted to their previous line
hierarchy and abandoned most of the SMO tools they had piloted except for certain
specific meeting routines, having reached the conclusion that self-management was
impractical in the context of these teams’ more technical and routine tasks. The focus of
our study is thus on the third team, which has gradually expanded its degree of self-
management ever since its establishment. The persistence of this third team in pursuing
self-management was motivated primarily by the dedication of certain team members to
continuing to experiment with SMOs and their interest in further advancing these modes
of organizing, also with the aim of creating a meaningful work environment. Beyond
such personal motivations, however, self-management turned out to be also more
practical for this team’s project-based work.

Initially, the team used SMOs primarily to improve communication and
informational flows and for distributing tasks more autonomously among members. At
this early stage, the team combined autonomous modes of organizing with the continued
presence of a line manager with final decision-making authority. When the line manager
went on parental leave in mid-2018, the team members succeeded in convincing the HoD
at that time to allow them to test a more comprehensive mode of self-management
without any formal team leadership role during the line manager’s absence. For almost
two years thereafter, the team cultivated a high degree of autonomy. With the arrival of
anew HoD in May 2020, however, the team was confronted with the demand to reinstate
a line manager to ensure compatibility with the surrounding organizational hierarchy.
The team resisted the pressure to reinstate a line manager throughout the period of our
study by convincing the HoD to install two SMO lead roles to assume traditional
managerial tasks in a shared leadership capacity. These SMO lead roles were filled by
team members who were elected by the team itself and could likewise be voted out. The
team jointly discussed the profiles of these two roles, agreeing that one role should be
more strategically focused on maintaining relationships with stakeholders outside the

team, including reporting to the HoD, whereas the other should focus mostly on
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personnel development within the team. The team was initially granted a “grace period”
from October 2020 to April 2021 within which to convince the HoD of the feasibility of
the team’s SMOs. (See Appendix 1 for a chronological overview of events in the case

study).

Data collection

Our core phase of data collection took place from the time when the team’s SMO roles
were initially elected in Oct. 2020 until Nov. 2021. All-in-all we grounded our findings
in 34 instances of interview data that were collected in different formats. As one main
type of data, we closely followed the two newly elected SMO lead roles throughout the
whole period, since these actors were the ones navigating boundaries both in their roles
within the self-managing team and in their contacts with top management and other
stakeholders. We interviewed the team members who fulfilled these roles repeatedly in
sequential interviews to collect in-depth data on their experiences and the coping
strategies they used to defend and maintain their mode of organizing during this critical
period. This approach enabled us to follow the two SMO lead roles more closely than
would have been possible through one-off interviews, especially in the context of the
Covid-19 pandemic at the time. Spread out as a conversation of several hours over
multiple sessions, sequential interviews allow experiencing the lifeworlds of
interviewees and to inquire into the “how and why” of the phenomenon under
investigation in great depth (Crawford et al., 2021; Hermanowicz, 2013). In total, this
resulted in conducting 15 sequential interviews with the incumbents of the SMO lead
roles. These data were further complemented in some cases by voice messages sent by
one of the interviewees concerning particularly notable situations that unfolded during
the study period (13 voice messages in total).

To complement this data, we additionally conducted 6 one-off interviews with
other members of the team and important stakeholders outside the team, including the
HoD and neighboring teams’ line managers, eliciting their perspectives on the team’s
development and their perceptions of how the team had managed to sustain SMOs over
time. All interviews were conducted in the spirit of a curious listener asking open-ended
questions and probing the interviewees to explain exactly what they meant. To gain a
better understanding of the case, we additionally collected around 250 pages of
documentation and recordings from team meetings and presentations about the

development of the team’s structure. The interviews were conducted in German and the
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documents were also written in German. We analyzed the material in the original
language. See Table 1 for an overview of all the data of our case study.

Our understanding of the team’s context, history, and specific mode of organizing
was further enriched by drawing on the first author’'s own experience as a former
member of the same team from 2016-19. The first author had left the company for
academia long before the arrival of the new HoD. Based on this previous insider
experience, however, this author was able to understand the organization’s jargon, its
micropolitics, and the possible meaning of certain events without needing to navigate
the difficulties of combining a dual role in academia and the organization as in the case

of full insider research (see Brannick and Coghlan, 2007).

Table 1. Data overview

Data Source Type of Data

Recurrent conversations with Conversations with elected external SMO lead role
occupants of the two elected SMO  (Charlotte): interviews (7), voice messages (13)
lead roles (Oct. 2020 - July 2021) Conversations with elected inside SMO lead role (Marc):
interviews (8)
(15 interviews, 13 voice messages, 750 min. in total)

Interviews with other relevant Interviews with team members (Alice, Daniel, Marie) (3).

actors Interviews with neighboring team managers (Martin,
Peter) (2). Interview with Head of Department (HoD) (1).
(6 Interviews, 315 min. in total)

Observational data Meeting recordings
(65 min. in total)

Documents and archival data Role documents
Internal presentations
Meeting documentation
(ca. 250 pages in total)

Background data (collected from Fieldnotes from ~50 hours of workshop observations; data
2017-2018) only used for context understanding

Data analysis
As a first step in our data analysis, we conducted inductive coding following the tenets

of grounded theory (Charmaz, 2006; Gioia et al., 2013), applying open coding to our data
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from the interviews, documents and reflexive memos written after each interview. Qur
iterative process of analysis began while the data collection was ongoing and while the
team was still in a phase of experimentation. Given the first author’s familiarity with the
organizational context and the specific processes and vocabulary of the team, this author
took the lead during the initial coding process. The second author took the role of an
outsider, reflecting on and challenging the emerging findings to ensure sufficient critical
reflexivity. We conducted this initial coding with an open mind, seeking to identify the
various practices and tactics employed by the team to protect their SMOs, and made
extensive use of the reflexive memos to reflect on emerging themes in the data. As we
continuously compared emerging themes with potentially apt theoretical concepts, the
importance of intra-organizational boundary work emerged inductively early in the
process.

In the second step of our analysis, after engaging with some potentially relevant
literatures, we proceeded with more focused coding aimed at identifying the practices
undertaken by the team to sustain their SMOs within an otherwise hierarchical setting.
This move could be described as “transitioning from ‘inductive’ to a form of “abductive’
research” (Gioia et al., 2013: 21), with our interpretation of data and theory proceeding
in ever closer parallel. Throughout this analytical process, we concentrated especially on
identifying communicative practices of boundary work. This focus further ensured the
consistency and compatibility of our findings with our theoretical understanding of
(intra-)organizational boundaries as both subject to and constituted by recurrent
negotiations of meaning. We eventually arrived at a total of 22 first-order concepts (Gioia
et al, 2013) that helped us understand how the team engaged in practices of
communicative boundary work to sustain their SMOs. We then aggregated these
concepts into nine second-order themes, moving toward higher levels of abstraction.

In a third and final analytical step, we developed three aggregate dimensions
comprising the forms of boundary work undertaken by the team members to maintain
their SMOs, labeling one of these dimensions as “day-to-day nurturing” and the other
two as “strategic intra-organizational positioning” in the form of “exposing” and
“blending in” (see Figure 1, see Appendix 2 for a data table). Throughout the different
iterations of our analysis, we discussed our findings on several occasions with our
respondents as a means of member checking to ensure we had not imposed

interpretations on the data (Lincoln and Guba, 1985).
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Findings: Practices of paradoxical boundary work to sustain embedded SMOs
Our presentation of key findings is structured according to the three main sets of
boundary work practices we identified: (1) day-to-day nurturing practices and two types

of positioning practices of (2a) exposing and (2b) blending in.

(1) Day-to-day nurturing

We identified a large cluster of practices all concerned in one way or another with
nurturing the communicative boundary between the embedded SMOs and the
surrounding hierarchical organization in day-to-day activities. This cluster can be
further broken down into three main sub-practices of day-to-day nurturing: (re-)
codifying SMO terms; enacting SMOs; and anticipatory buffering.

(Re-)codifying SMO terms. When the team first started organizing itself in a self-
managing way without a line manager, no prescribed structures or processes were in
place for prioritizing and allocating tasks or for communicating the team’s work. Hence,
the team employed procedures commonly used in SMOs to develop its structure and to
elaborate the intricacies of its work mode (internal document, Nov. 2018). These
procedures were repeatedly employed to (re-)codify the terms and the structure with
which the team was to operate according to adaptable but fairly stable written statutes
(internal documents May 2019 and June 2020).

The goals of the embedded team were specified in a “purpose statement” (internal
document, June 2020). As Charlotte recollected (interview, Nov. 2020): Although seldom
used in everyday work, the document was considered important for giving the team “a
really clear inner coherence ... geared towards the structure and how to preserve it. The
purpose [statement] plays a role in that context, even though we’re not always aware of
it. But we know ... quite precisely... why our [team] exists and what we contribute.” It
was on the basis of this guiding statement that the team, in consultation with the HoD,
specified the topics and priorities of its area of responsibilities and clustered them into
topic-specific roles. These roles were written down and could be adapted if needed. Each
team member filled one or several roles. Tied to the purpose statement, these roles
played an important part in maintaining shared authority and control within the team:

It has become our habitus to work roles-based and I believe we don’t need anything

else at the moment [to maintain SMO] except for working towards further
institutionalizing what we're already doing. (Alice, interview, July 2021)
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Having the flexibility to adapt those SMO roles also helped the team to deal with some
of the tensions that inevitably arose when practicing self-management within the
managerial hierarchy of the overall organization. We started our data collection at a time
when the team had recently negotiated a compromise solution rather than being
assigned a formal line manager, instead establishing two elected SMO lead roles that
would share typical managerial tasks. One of these roles was more outward-facing,
explicitly including the responsibility to “protect the autonomy of [the team]” (Role
description, Sept. 2020), while the other was more inward-facing and included some
formal authorizations the team had not previously been able to integrate into the SMO
logic:

The new role we've developed [referring to the second lead role in the team] helps

us a lot, because with it ... we can pull this decision-making power a little more into

the team because we worded it in a way that it includes things like salary

negotiations, budgets for personnel development measures, and approvals in the
[HR management] system. (Marc, interview, Oct. 2020)

The codified terms of the team’s mode of organizing, including not only its purpose
statement and role descriptions but also its meeting and decision-making routines, could
always be recodified in regular “governance meetings”. Prior to these meetings, each
team member was allowed to add topics for discussion to a written list. As the
importance attributed by the team to such governance meetings implies, nurturing
SMOs was not only effectuated by regularly (re-)codifying the terms of self-management
but also by efforts to integrate these in day-to-day activities.

Enacting SMOs. One important way in which the team nurtured and strengthened
the foundations for self-management was by enacting the codified terms underlying
these work modes in day-to-day activities such as team meetings. Conducted according
to an interaction routine designed to enable all team members to bring up any matters
they considered important and to reach shared decisions if needed, team meetings
proved a crucial foundation for enacting SMOs. For example, the team member
facilitating each meeting would begin by asking the other members to gather any topic
they wanted to discuss on a whiteboard and then clustered them by urgency (team
meeting, June 2021). As demonstrated in the following quote, this interaction routine was
regarded as crucial not only for enacting the team’s SMOs but also for flexibly
distributing incoming tasks among the other team members, who referred to this process

as “pulling a task”:
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So, there’s a structure. I mean the check-in [meetings] in the morning, the team
meetings, but also the governance meetings. And that’s a structure where you try to
live self-management ... But it’s also where topics come in and can be pulled. (Marie,
interview, April 2021)

The way these meetings were facilitated by different team members on a rotating basis
was also considered important for upholding the team’s shared authority:
I think this [facilitation] role is more and more important in a complex work
environment. Where a manager cannot simply pass on orders, because we just work
differently. ... We need another kind of authority that ensures that these spaces for

exchange can arise, that a diversity of voices is heard. (Charlotte, voice message,
March 2021)

This recurrent enactment of SMO practices in team meetings inevitably relied to a great
extent on the commitment of individual members, as Daniel reflected:
I want this, I identify with this. This is exactly how I want to work and I'm willing to

stand up for it. I think that’s important, if a team like ours wants to endure within
the other [more hierarchical] structures. (Daniel)

Indeed, it was to foster such motivation and commitment among its members, that the
team’s interaction routines were designed to allow ample space for addressing
individual concerns, including by beginning each team meeting with “check-ins”
enabling individuals to briefly share how they were personally getting on:

I think it’s important for the team ... To hear each other briefly every morning and

briefly say ‘How are you? What are the main topics? What are you working on?’ I
think this is very important for the ... emotional sense of belonging. (Marie)

Despite these efforts to foster shared commitment, individual commitment nonetheless
faltered on occasion, with team members sometimes reverting to hierarchical modes of
organizing, such as bypassing the team’s SMO role structure or failing to take
responsibility for their own tasks. In seeking acceptance for their decisions in the line
hierarchy, for instance, some team members still consulted the HoD on certain issues,
even though the responsibility for these topics had by then been explicitly allocated to
one of the newly created SMO lead roles within the team:

[One team member] has applied for a temporary position [in an inter-organizational

project] and has not shared that with [the inner lead] role ...but went directly through

[the HoD]. Whatever the reason, of course, it immediately led [the HoD] to say ‘Well,

if it runs through me anyway, that's not really how the role was meant to be, right?’
And that just shows how important it is to trust [the roles]. (Marc, March 2021)

As Charlotte reflected, facilitating mutual feedback among members and reminding each
other of their shared commitment to the team’s self-imposed mode of organizing was

especially important as a form of nurturing to counter any instances of such faltering
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commitment: “If someone falls back into old hierarchical patterns, then ... it's addressed,
there is feedback, and they’ll be asked to work according to [our SMO] principles in the
future” (Charlotte, Nov. 2020). In sum, codifying and enacting the team’s SMO principles
was not sufficient by itself to sustain its embedded SMOs though, since the team also
had to take account of its environment and any decisions or developments that might
challenge its work mode.

Anticipatory buffering. The team members continuously strove to anticipate any
developments that might jeopardize their SMOs in a pre-emptive way by what we term
“anticipatory buffering”. When asked which instruments of SMO were important to
maintain the team’s SMQOs over time, for example, one interviewee emphasized the
importance of being “predictive” in the sense of being “able to anticipate needs to a
certain extent and to be able to adapt to them quickly” (Marc, March 2021). Such
buffering became especially important in light of rumors that the HoD was considering
re-installing a line manager for the team. As recollected by team-member Daniel: “It
wasn’t that it was brought to the team’s attention, but the team increasingly sensed that
there was a desire [to reinstall] a line manager ... and we resisted. Because we wanted to
show, from our perspective, what an alternative might afford.” To pre-empt this
potential hierarchical intervention, the members discussed their options in a team
meeting and came up with their own proposal:

...so that under no circumstances do we get a manager. We then started a discussion

and worked out a strategy or battle plan and then came up with these two roles. And

then Charlotte went up to [the new HoD] and tried to explain it to him and asked
him if he’d be open to trying it. So, it was exciting. (Marie)

Thereafter, the team employed the same tactic of anticipating and pre-empting
unwelcome developments with proposals that reflected their own desired work modes
in other contexts:

This approach really proved us right when we faced the last two bigger issues. Both

last year, when we said we want SMO lead roles, because it somehow pre-empted

the need [for a line manager], but also now. We're making a self-managed structural

proposal [for the department] because we could sense that [the HoD] and [the CEO]
are thinking along those lines. (Marc, Feb. 2021)

Although these three everyday practices (codifying terms, enacting SMOs, and
anticipatory buffering) were effective in nurturing the team’s boundary from within the
team, other external-facing forms of boundary work were also needed and undertaken
to constitute, consolidate and sustain the symbolic boundary between the self-managed

team and the hierarchical organization within which it was embedded. Such work

81



included various practices related to buffering that we identified as types of “intra-

organizational positioning”.

(2) Intra-organizational positioning of SMOs

We identified two distinct types of practices undertaken by the team as a means of
positioning the boundary between its SMOs and the institutional environment. These
alternate practices of “exposing” and “blending in” were especially evident in instances
when the team members either felt emboldened to expose their work mode to others or

conversely felt pressured to blend in with their hierarchical environment.

(2a) Exposing

We use the term “exposing” as a form of positioning to denote a set of communicative
practices whereby the SMO team aimed at explicitly “signaling” and differentiating its
own mode of organizing from the surrounding organization. These practices of invoking
the team’s SMOs in front of other actors, spreading the word about SMQOs, and demonstrating
the practicability of SMOs were performed selectively at times when the members of the
team spotted opportunities to attain wider acceptance for their mode of organizing and
when they felt sufficient confidence to undertake such efforts.

Invoking SMOs in front of others. One of the main ways in which the team members
tried to attain greater exposure and thus wider acceptance of their SMOs was by making
their self-management practices explicitly visible when collaborating with other actors
from the surrounding organization. Such positioning efforts implicitly depended on a
certain degree of confidence among the members of the team in their SMOs, as exempli-
fied in Daniel’s optimistic assertion that “I believe we can positively surprise [others in
the organization] with the way we work”. In relation to such boundary work, Charlotte
(Dec. 2020) stressed the importance of developing a “good purpose statement” that could
be used as a point of reference in interactions with other intra-organizational
stakeholders, i.e. “that we can refer to when there are demands put on us that we can’t
meet or simply do not want to meet.” For example, Charlotte in the same interview
recalled a situation when a team member had invoked SMO practices to navigate the
request of an internal client:

Sometime in the summer, Marie got an assignment to develop a mentoring program.

... And she talked to [the internal client] and said, so to speak: “Thank you for the
offer. I'll take this with me to the team and then post it for “pulling” because that’s
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our way of working, and we’ll get in touch with you when we have someone who
feels responsible for the task.’

Invoking the particularities of their SMOs in these ways was a means for team members
to re-instantiate the symbolic boundary between the SMOs and the surrounding
organization. Such invocation was observed by Martin, the manager of a neighboring
team, who recalled how Charlotte and Marc would invariably insist on referring to their
team’s participatory SMO decision-making process during meetings with the HoD: “So
this idea that you can just tell the [self-managing] team what to do and they do it ... I
believe that doesn’t really work in their team ... They’d tell you that they’d like to hear
the other team members’ opinions first.” As Martin wryly reflected, this approach
“maybe sometimes leads to irritations”, though such tension no less effectively served
the function of outwardly reifying the symbolic boundary between the team and other
actors.

Spreading the word about SMOs. In other instances, the team members not only
referred to their SMO practices but sought to share and spread these practices to others
in the organization, including by involving organizational actors from outside the team
in SMO meeting routines and by implementing these modes in other contexts. For
instance, Charlotte described how she had actively tried to “find allies” to advocate for
such roles in discussions about a new global HR structure, explaining how this was
“because I am convinced that the organizational structure can only be effective if there
are roles which are able to collaborate in a different way than before” (Dec. 2020). As the
HoD reflected, the team’s eagerness to share SMO practices with others “came across as
almost missionary, which makes sense when you are also trying to carry it into the
organization. You can also almost sense it in their habitus and vocabulary.”

On the one hand, then, these forms of “exposing” the team’s SMOs seemed to
serve the purpose of making the team’s practices more legitimate and acceptable by
raising awareness in the surrounding organization. On the other hand, greater exposure
of the team’s boundaries within the organization also lay the team and its work style
more open to scrutiny. This was the case, for example, when the new HoD attended a
team meeting and the members decided to showcase their meeting routine to him:

In the team meeting, for example, we did a quite extensive check-in. And I think [the

new HoD] didn’t like it much, because we somehow ended up taking a quarter of an
hour for the check-in. (Marc, Oct. 2020)

Such time-consuming routines did indeed test the patience of the HoD:
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The compatibility of [the team’s] language and their habitus is not always
straightforward in an international corporation. When I'd just started as HoD and
we did a 20-minute check-in at the beginning of the meeting and I only had an hour,
I eventually had to ask them: ‘So when do we get started?’(HoD)

As this incident highlights, the team’s efforts to diffuse and include others could
sometimes backfire, alienating the very actors they wished to win over. For example,
Peter (neighboring teams’ manager) reflected that the SMO team was “a separate world
that was created that’s not very compatible with the other departments — that’s my
impression.” Interestingly, the HoD surmised that some of the negative reactions evoked
in the wider organization by the team’s exposing practices were not necessarily rooted
in the complete incompatibility of the team’s modes of working but stemmed at least
partly from the language used by the members of the team and how they carried
themselves in intra-organizational interactions:
Those are objections that are perhaps more targeted against the habitus than the mode

of working. So, not against the way decisions are made but the type of language. I
think that’s where the approach has come under pressure.

Perhaps the most consequential risk involved in the team’s showcasing and exposing of
its SMOs was that any failure in these efforts could result in other actors perceiving such
modes of self-organizing as unsustainably time-consuming and inefficient.

Demonstrating the practicability of SMOs. In their efforts to counteract perceptions of
the team’s SMOs as inefficient, the team members employed a third form of exposing
practice aimed at underscoring the practicability of its mode of organizing. These efforts
ensued in part from a recognition among the team members that their embedded SMOs
required a high degree of continuous interaction and coordination and that their
governance routines in particular were often perceived as slow and inefficient. As
Charlotte acknowledged:

Such governance processes take time. And that ... sometimes gives others the

impression we're inefficient. Hierarchy is much faster because then you just tell

someone what to do and they say: ‘Ok, I'll get it done!” Self-management can have
this speed too, but in other ways (Nov. 2020).

For this reason, many members of the team we interviewed felt it was of the utmost
importance to prove the work they were doing was efficient and of a high quality by
making this visible to others:

I actually also believe that you really have to deliver, to put it bluntly. The output of

our [team] must be visible to the other teams. And then, if we perform ... thenI think
[our work mode] will be accepted. And I think it’s being accepted at the moment

84



because when we have these department meetings, those who always say something
and contribute are mainly from [our team]. (Marie)

Our interviewees also expressed a distinct sense of being held to a higher standard than
other teams within the wider organization. In Marc’s words: “It’s a bit like for women —
having to work twice as hard to be seen and always needing to have good or even
outstanding results” (Oct. 2020). To these team members it seemed whenever anything
went wrong or a process proved inefficient that the problem was blamed on their mode
of work rather than other factors. This was why it was considered of the utmost
importance for the team to show “we achieve set goals, but we do it in a different way,
because it would be the worst-case scenario if we said “We’ll do it differently than what
you know’ but then we weren’t able to deliver” (Charlotte, May 2021). In this sense, the
team’s practice of exposing as a form of positioning carried significant risks, since too
much exposure of their SMOs to the surrounding organization could paradoxically lead
the team into a performance-pressure-trap, i.e. a vicious cycle in which the team felt it
necessary to outperform expectations in order to deal with the increased scrutiny

prompted by their own boundary work.

(2b) Blending in
In periods when the team members felt under strong pressure to legitimize their SMOs
and prove the compatibility of these work modes with the surrounding hierarchical
organization, they engaged in alternative forms of positioning work that can best be
described as practices of blending in with the hierarchical norms prevalent in the firm.
Such work involved careful efforts to render the symbolic boundary between the team’s
SMOs and other modes of work in the organization less conspicuous, including by
displaying acceptance of other modes of organizing, self-censoring SMO wvocabulary, and
camouflaging structural differences. As our analysis showed, these efforts were typically
undertaken with the aim of protecting the team’s autonomy in the face of increased
scrutiny of their SMOs by downplaying rather than highlighting differences in work
modes, i.e. by pursuing a positioning tactic completely contradictory in its aim to that of
“exposing” the team’s SMOs.

Displaying acceptance of other modes of organizing. As previously noted, the head of
the department in which our case team was embedded expressed certain misgivings
about the almost “missionary” spirit of the team in practicing and propagating its SMOs.

In our interviews, the HoD emphasized that while the team members were “very proud
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of what they had developed”, their enthusiasm for SMOs could be alienating for other
organizational actors. Aware of this potential criticism, the members of the SMO team
regarded it as crucial to prove they were also accepting of other modes of organizing and
did not regard SMOs as the “gold standard”. For example, Marc stressed that it was
“really important not to get this ivory tower issue” whereby the team risked being
perceived as “out of touch, in a world of our own ... like a separate microcosm” (Oct.
2020). Similarly, Alice emphasized that “I really don’t want to religiously promote SMOs
—you know, like a Christian who doesn’t want to understand [other religions].” As Marc
explained, the team members strove to counter any such negative impressions by
making conscious efforts to display their acceptance of other modes of organizing and
to acknowledge them as equally valuable:
It's important, I think ... to show that no way of working is better or worse. Whether

you're self-organized or hierarchically organized as a department, we have to convey
this attitude to our environment. (Oct. 2020)

Contrary to the positioning tactic of exposing their SMOs, the team’s efforts to display
acceptance of other work modes thus entailed purposefully avoiding any attempt to
convert others while downplaying differences between the team and the wider
organization.

Self-censoring SMO vocabulary. The specific self-management vocabulary used by the
team could be an especially conspicuous marker of its particular mode of organizing. As
noted by the manager of the neighboring team, Peter, “It’s a very peculiar vocabulary,
and sometimes you simply can’t keep up unless you're in touch with it on a daily basis
[laughs]”. The team members themselves also noticed that the use of SMO vocabulary
in contexts outside the team could sometimes lead to negative reactions from other
organizational actors. While working in such contexts, for example, Marie noted how
colleagues outside the team would immediately point it out if she forgot to adapt her
vocabulary:

So, when you say: ‘I have a tension’ there are people who start laughing. ... There

are formulations that only we use, and when I use them by accident [in non-team
contexts] then people laugh at me and say: ‘Did you have a team meeting again?’

Beyond merely being different, the use of SMO vocabulary could sometimes lead, as
Charlotte reflected, to the team members “being misunderstood — or maybe it’s just not
clear what we mean” (Jan. 2021). Marc also emphasized the antagonism that was

sometimes expressed towards the self-management discourse used by the team:
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I once got lectured for 45 minutes by an internal client about how incompatible our
choice of words is! So it’s really important to be careful how you word things.
Because it can also be a huge opportunity for us. (Feb. 2021)

In stark contrast to instances when team members deliberately used SMO language to
highlight their work mode, team members would also often deliberately and pre-
emptively self-censor their use of SMO vocabulary to avoid alienating or irritating
others, thus bridging language boundaries:
I do pay attention that I'm not using too much [self-management] vocabulary. But
there are a few terms I'm not ready to break away from. So I use ‘roles” very very

often, but before I say ‘purpose’ [using the English word], I might rather say ‘Sinn
und Zweck’ [i.e. the German equivalent]. (Charlotte, Dec. 2020)

Similarly, team members also sometimes selectively adopted paraphrases used by others
to describe their SMOs as a means of downplaying language boundaries. For instance,
when they first presented the HoD with their proposal for SMO lead roles in order to
pre-empt the hierarchical imposition of a line manager, the team accepted the terms used
by the HoD to describe these proposed roles instead of their own terms. As Marc
explained, the team initially proposed the terms “Lead Link” to describe “one of the roles
which is very much internally oriented” and “Rep Link” to describe the other role
“which is very much focused on relationships with outside stakeholders”. The HoD had
responded to this proposal by remarking “So it's like Home Secretary and Foreign
Secretary!” and these terms “stuck” according to Marc “because they’re so catchy,
whereas Rep Link and Lead Link just don’t mean anything to most people — that’s just
the way it is.” This careful moderation of self-management vocabulary, or what Marc
called “translational work”, appears to have helped the team members selectively blend
in their distinctive mode of organizing by conforming to the linguistic expectations of
the environment. That such adaptation came at a cost, however, was evident in
Charlotte’s remark that “I'm constantly busy, at least in my head [laughs] — constantly
busy with performing this translation work” (Dec. 2020). Over time, the team seemed to
opt for using less and less SMO vocabulary when conversing with others in the
surrounding environment. This was noticed by Martin, the neighboring team’s manager,
who remarked that “there are some elements or catchphrases that you just hear less

frequently now”.
Camouflaging structural differences. In addition to such self-monitoring, the team

members went to even greater lengths to downplay the boundary between their work

modes and those of their organizational environment by camouflaging structural
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differences between the SMOs and the surrounding hierarchy. Such camouflaging
became apparent in instances when the team’s mode of organizing was under pressure
and when careful language moderation proved insufficient to counter this pressure. As
Martin observed: “There is of course, time and time again, the tendency of other
departments to ask “Well how is it possible that they work in a self-managing way? You
need someone in charge after all!’.” For while responsibilities were in fact clearly
assigned within the SMO team, outsiders frequently expressed such confusion with the
team’s initially highly decentralized role structure, especially with regard to how
different roles were responsible for different topics — also to the outside. The team also
came under pressure from the HoD himself, who regarded the team and its many topic-
related role responsibilities as “high maintenance”. In response, the team presented the
HoD with an SMO lead role concept that helped the team appear more hierarchical and
centralized to the outside while largely preserving the autonomy of its SMOs within:
Actually, from the moment we presented the role concept and shortly after also
communicated the result of the election, from then on [the HoD] no longer really
addressed the topic. If anything, he only addressed the subject of disciplinary

leadership. As for how people cooperate within the team, he never specifically asked
about that. (Charlotte, voice message, Feb. 2021)

This camouflaging tactic proved at least initially successful, since the HoD remarked that
the team “did become a bit better organized as a consequence” of installing the shared
SMO lead roles. Within months of this change, however, the SMO lead roles again came
under scrutiny and their legitimacy was challenged within in the wider organization.
This was partly because other stakeholders still claimed to find the team’s role structure
confusing, both in general and especially regarding its shared SMO lead roles. According
to Martin, the SMO lead roles also lacked legitimacy because the shared authority
facilitated by the team’s SMO roles was not fully compatible with the company’s
infrastructure and legal framework:

You always need valid signatures for forms, and sometimes also for digital processes,

for example when approving holidays. That's a legal requirement... by, er, the

lawmaker, who says employers need to approve. And in practice that means a
manager needs to approve. And that can only be one person in the [HR system].

To cope with these challenges, the team members began considering a move which, in

the way Marc described it, could be labeled as “conscious decoupling” from their SMOs:

The two [SMO] roles are thus far lacking external legitimacy. And that’s why there’ll
be a governance process and possibly at the same time a traditional staffing process
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in order to be compatible with the organization, while at the same time describing
the roles in the [self-management] sense. (Marc, May 2021)

Again this is an example of how the team tried to downplay the boundary between their
modes of organizing within the firm by assigning one of the elected SMO roles the official
line manager function of the HR management system. This served to make the team
appear more “normal” while internal SMO practices were preserved by simultaneously
nurturing the SMO roles in the team’s governance routines. From Peter’s later account,
this tactic seems to have had the desired effect of increasing the team’s legitimacy: “So, I
think they found a pretty good solution. And well, that’s probably what cleared up some
questions for outsiders.”

Although these extreme blending in moves were initially undertaken as a means
of externally positioning the team vis-a-vis its surrounding organization, over time they
also started to affect the team’s internal SMO structures. Indeed, some team members
already expressed wariness about the introduction of the SMO lead roles as potentially
centralizing too much authority for no good reason. For example, Charlotte cited a
colleague who “said we don’t need such a role and finds it utterly unnecessary”. Later,
after the SMO lead roles had been incorporated within the firm’s HR management
system as a camouflaging move to protect the team’s core SMO processes, Alice reflected
on this move’s ambiguity as follows:

So now it will be hierarchically enshrined ... But then it also becomes manifest, you
know. You cannot change it as easily ... Not that I would want that, but it’s just less

flexible. Id still see it as a success for SMOs, though, since at the same time we had
to do a lot of persuading.

Discussion and conclusion

Model development

From our empirical study, we identified three main communicative sets of practices of
boundary work in the form of (1) day-to-day nurturing and two forms of strategic intra-
organizational positioning: (2a) exposing and (2b) blending in. Interpreting these findings
from a constitutive paradox perspective of boundary work, we developed a process
model to capture how the team’s continuous combination of these three practices
enabled it to uphold its work mode despite the inherent contradictions of pursuing
self-management within an otherwise hierarchical organization. Our process model of
how these communicative practices and their sub-practices unfolded and interrelated

over time is illustrated in Figure 2.
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As depicted on the left-hand side of this diagram, the team initially engaged
mainly in day-to-day nurturing aimed at establishing the (symbolic) boundary between
its SMOs and the hierarchical modes of work prevailing in the wider organization. This
form of boundary work served both to constitute the intra-organizational boundary in
the first place and to sustain it thereafter through continuous and recursive nurturing
practices, as represented in our diagram by the light gray arrows zigzagging along the
arrow labeled “1”. Such nurturing comprised three sub-practices which differed
primarily in their temporal orientation, with (re-)codifying SMOs typically related to
improving past textual manifestations of SMO rules and procedures, enacting SMOs
related to practices in the here and now, and anticipatory buffering related to potential
threats to the team’s SMOs in an (imagined) future. To capture how these sub-practices
were driven from inside rather than outside the team, they are grouped in the lower half
of the diagram along with other primarily “team-internal” practices.

While the team’s day-to-day efforts to nurture its SMOs were recursively
performed and closely intertwined over time, we depict these three sub-practices in
Figure 2 as if they had occurred separately one after another not only for simplicity’s
sake. In particular, anticipatory buffering is placed toward the center to reflect our finding
that this sub-practice catalyzed new types of intra-organizational positioning practices to
protect its SMOs. This finding is based on our empirical observation that the team’s
resolve to pre-empt potential challenges to its boundary led it to alternate thereafter
between (2a) practices aimed at exposing its SMOs more explicitly to the rest of the
organization and (2b) practices aimed at blending in with the organization. From this
evidence, we infer that anticipatory buffering expanded the team’s range of boundary
work practices beyond day-to-day nurturing efforts to practices of positioning.

In our process model, these practices of intra-organizational positioning are
indicated by the broad arrows labeled “2a” and “2b” in lighter and darker shades of blue,
while the team’s back-and-forth alternation between sub-practices of blending in and
exposing is indicated by the bold black line zigzagging across all three blue arrows on the
right-hand side of the diagram. To capture how the team’s exposing practices were
aimed at more explicitly demarcating the boundary between its SMOs and the rest of the
organization, this line is depicted as a continuous bold arrow whenever it rises to the
upper half of the diagram, indicating these sub-practices as primarily “team-external”,
i.e. oriented towards the overarching organization. By contrast, the team’s practices of

blending in are depicted as dashed arrows on this line whenever it drops into the lower
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half of the diagram, reflecting how these practices involved downplaying or loosening
the boundary of the team’s SMOs to render its modes of work less conspicuously at odds
with the more hierarchical modes prevailing in its intra-organizational environment. The
right-hand side of Figure 2 thus visualizes the co-occurrence and interplay of the team’s
three main practices of boundary work as the team oscillated over time between efforts
aimed either at blending in or exposing its SMOs in parallel with continuous practices of
day-to-day constitutive nurturing. Beyond confirming that the team’s positioning
practices predictably intensified when its SMOs were faced with new challenges or
perceived as being under threat, our empirical data also evidence a paradox whereby
engaging too intensely in either one of these practices endangered the intra-
organizational boundary what, in turn, required counterbalancing with the other. Over
time, a continuous interplay ensued between the team’s back-and-forth attempts to
strengthen its boundary by fixing the meaning of its SMOs vis-a-vis the organization and
attempts to weaken this boundary by rendering its SMOs more permeable and loosely
defined. Again, although Figure 2 depicts this interplay as proceeding in a somewhat
linear succession, in organizational reality the different practices did not seem to occur
necessarily in this temporal order but could also be combined in different ways
depending on the needs of the situation.

In developing our process model, we found it especially helpful to draw on
theoretical considerations grounded in a constitutive paradox view of boundary work
(as introduced further above). This perspective enables us to theorize why the team
needed to engage in the continuous recursive combination of all three forms of
constitutive practices to harness the joint capacity of these practices for sustaining the
boundary of its SMOs. In short, we found that combining and (counter-)balancing all
three main practices was crucial because relying on any one of them alone would have
been insufficient to uphold the SMOs in the face of inevitable pressures from outside the
team. For example, day-to-day nurturing practices by themselves would not have
enabled the team to resist the pressure to redefine its SMOs following the appointment
of a new HoD. Nor would it have been sufficient to rely on combining the two types of
positioning practices without day-to-day nurturing to protect the team’s SMOs, since
this may have resulted in demotivating the employees and alienating them from the
principles of self-management by sending the message that all their efforts to uphold
their SMOs were merely a facade. Had the team combined day-to-day nurturing with

exposing practices only, this would likely have resulted in an overly strong boundary,

92



thereby increasing the likelihood that the embedded SMOs would be rejected by the
surrounding organization. For example, our findings suggest such rejection would have
occurred if the protagonists had insisted on sticking to a leaderless team even though the
firm’s HR management software required at least some degree of higher responsibility
to be allocated to certain team members. Conversely, if day-to-day nurturing had been
combined solely with blending-in efforts, the symbolic boundary would likely have
become so weakened as to render the embedded SMOs indistinguishable from the
organizational environment.

Taken together, we conclude that it was precisely the dialectical interplay of all
three constitutive practices that proved key to the team’s success in sustaining the
precarious boundary of its SMOs, thus far. This interpretation is grounded in our
observation that the inherent challenges of pursuing self-management within a
hierarchical organization required the embedded SMOs to oscillate continuously
between the apparently contradictory practices of blending in and exposing in order to
navigate two main risks associated with such a paradoxical setup, i.e. either the risk of
too high rigidity (symbolized in Figure 2 by the upward-pointing arrow) or too high
permeability of the boundary (symbolized by the downward-pointing arrow). First, our
empirical data give grounds for inferring that a too rigid boundary is likely to arise if the
team would have over-exposed its SMOs and thus created the impression of a too-clear-
cut distinction between its particular work mode and the work mode of the surrounding,
hierarchically operating organization. In consequence, the team’s legitimacy, as granted
by the overarching organization, is likely to erode. Second, in turn, a too permeable
boundary could occur if the team would have engaged too intensely in practices of
blending in, and thus would have risked becoming indistinguishable from the
hierarchical organization which it is embedded in. Such indistinguishability, in turn,

would make it difficult to uphold the team’s commitment to SMO principles.

Theoretical contributions

Our study makes two main contributions. First, we contribute to the literature on
embedded SMOs (e.g., Barker, 1993; Diefenbach and Sillince, 2011). Extant research on
SMOs in general has emphasized the importance of principles and processes to
perpetuate shared authority and control characteristic of SMOs, including a strong
shared commitment to self-management principles among members of teams practicing

such modes of organizing (Diefenbach, 2019; Islam and Sferrazzo, 2021; Jaumier, 2017;
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Soetens and Huybrechts, 2023). Our study confirms these findings and highlights the
importance of nurturing such principles and processes over time. Because extant works
in this area have mostly focused on stand-alone rather than embedded SMOs (for an
overview, see Lee and Edmondson, 2017), however, little research has yet been
undertaken into how SMO teams relate to other teams or to the overarching hierarchy in
intra-organizational contexts. Moreover, the few studies that do consider how SMOs
relate to other modes of organizing have come to somewhat contradictory conclusions.
On the one hand, it is proposed that greater independence from an overarching
organization makes it easier to maintain embedded SMOs insofar as compatibility issues
can be avoided (Martela, 2019); yet, on the other hand, it is widely agreed that managing
reciprocal relationships is vital for getting work done (Gittell and Douglass, 2012). In
demonstrating how the team’s success in navigating these issues relied on careful
evaluation and ongoing negotiation of its position vis-a-vis its wider organizational
environment, our study shows how engaging in deliberate intra-organizational
boundary work can help sustain SMOs over time by ensuring they remain sufficiently
compatible with their surrounding institutional environment.

With these findings, our study further sheds light on a paradoxical problem
commonly encountered by (embedded) SMOs that has long been documented in the
literature. In an early study on the emergence of peer control in self-managing teams, for
example, Barker (1993: 435) identified this problem as “an ironic paradox that occurs”
when a strong commitment to organizing work without formal hierarchical controls
leads to even stronger forms of peer control being imposed through strict adherence to
the rules of self-management (see also Diefenbach and Sillince, 2011, and to some extent
Soetens and Huybrechts, 2023). In the absence of a shared commitment to such self-
management principles and rules (see Turco, 2016), however, institutionalized forms of
hierarchy can easily resurface in SMOs, thereby often provoking skepticism and
resistance among employees (van Baarle et al., 2021). Our analysis contributes in this
context by providing a systematic and empirically grounded account of how the case
team navigated this double challenge faced by embedded SMO teams of becoming either
absorbed by their organizational environment or too absorbed by their own SMOs to
remain compatible with their environment. In particular, we show how the team
overcame issues similar to those described by Barker (1993) and others (e.g., Diefenbach
and Sillince, 2011) by combining different practices of boundary work, including

alternating and counterbalancing practices of intra-organizational positioning.
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Second, we add to research on organizational boundary work (Langley et al.,
2019), and especially to the subset of literatures that has explored the paradoxical
character of boundary work (e.g., Azambuja and Islam, 2019; Comeau-Vallée and
Langley, 2020; Farchi et al., 2023; Glimmerveen et al., 2020). While this research has
generated important insights into the unforeseen and paradoxical effects of boundary
work, these insights have been mainly developed in the context of the relatively stable
and institutionalized boundaries between professions or job roles. We build and expand
upon these insights in the context of symbolic boundaries between different modes of
organizing. Such more precarious boundaries between different domains of meaning,
require recurrent negotiation and reinstantiation. In this context, we further contribute
to advancing theorizations of the constitutive role of paradoxical boundary work (see
also Azambuja et al., 2023 for a more constitutive understanding of boundary work). We
do so by connecting extant literatures on boundary work (Azambuja and Islam, 2019;
Comeau-Vallée and Langley, 2020; Glimmerveen et al., 2020) with other works that have
put forth a constitutive paradox view in organization studies more generally (Fairhurst
and Putnam, forthcoming; Putnam et al., 2016; Vasquez et al., 2016). Taking a
communicative constitutive perspective, we highlight that paradoxes are not merely a
side-effect of boundary work but rather that it is the ongoing communicative negotiation
of such paradoxes that creates and maintains these very boundaries.

Our findings suggest the linkage between constitutive paradox views and
boundary work merits application in future research as a promising approach for
exploring not only how embedded SMOs can be sustained within hierarchical
organizations but also to analyze the perpetuation (or collapse) of similarly paradoxical
organizational phenomena when different modes of organizing are supposed to coexist.
Our study’s findings lead us to the more optimistic conclusion that such modes of work
can indeed be sustained if appropriate practices are combined to navigate the well-
known risks of their paradoxical setup. We further hope that our process model can help
enrich extant research on SMOs by providing researchers with a new theoretical

vocabulary to describe and address the precarious character of SMOs.

Limitations and outlook
Our study has two main limitations, both of which indicate promising avenues for future
research. First, we were unable to conduct the data collection fully on-site because the

majority of our data-collection period coincided with restrictions related to the Covid-19
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pandemic. Accordingly, we decided to follow the case team remotely over a longer
period and to complement our other forms of data collection by conducting sequential
interviews. We found this approach of “remote shadowing” a fruitful addition to the
methodological toolkit of organizational scholarship, especially for exploring how actors
navigate and reflect on complex situations. Second, we deliberately selected a case
setting in which the SMOs were embedded in a traditional hierarchical setting. Whether
the same kinds of practices would also be identified in the case of a self-managing team
embedded in a more progressive organizational context is an empirical question that
merits further investigation. On a final note, we also hope our findings will be of use to
practitioner audiences, especially those who — like the protagonists in our study — have
undertaken the admirable but effortful endeavor of organizing their work in a largely
flexible and autonomous manner while seeking ways to comply at least to a sustainable
degree with the institutionalized hierarchical order of the organizations in which they

are embedded.
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Paper 2.
From fleeting enchantment to embodied commitment:

How bottom-up momentum can emerge and persist

Anna Stober

Accounts of momentum in organization studies suggest that the success and
sustainability of change efforts depend on the extent to which such efforts gain the
commitment of actors to pursuing a new path. Whereas earlier scholarship
conceptualized momentum as facilitating a linear path towards a predefined goal, more
recent research has revealed that the emergence and attainment of sustainable
momentum involves a more dynamic and complex process of social interactions and
communication patterns. However, even these dynamic conceptualizations have
focused mainly on empirically mapping momentum in the context and from the
perspective of planned change driven from the top down. In this paper, by contrast, I
mobilize a communicative constitutive view of organization to elaborate a concept of
momentum driven from the bottom up and perpetuated beyond strategic intervention.
Grounded in a qualitative study in the context of a German medical technology
company, I show how new modes of organizing introduced by the case firm’s
management initially induced short-term momentum that subsequently plateaued and
gave way to ambiguity and critical evaluation concerning the initiative. Momentum only
recurred as certain actors started attaching their own meanings to the idea and, more
importantly, began developing an embodied sense of commitment to these new modes
of organizing. My analysis contributes to the theorization of momentum in organization
studies by highlighting the role of embodied commitment in perpetuating momentum,
especially from the bottom up. My study thus emphasizes the role of new meanings
emerging from individual interpretations that can shift momentum away from an
intended path.

Keywords
constitutive view, embodiment, momentum, organization theory
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Introduction

For any new idea or process to take root in an organization a degree of momentum needs
to be developed and maintained not only for the idea to emerge in the first place but also
to persist over time. The notion of momentum to describe a collective sense of flow or
directionality is intuitively familiar in colloquial usage, as in common descriptions of
sports teams being “on a roll” or of politics and markets following a certain direction
over time. Often associated with changes or developments considered to be progressive,
such change-based momentum can also stagnate or take an unexpected turn, as when a
team’s winning streak comes to a sudden end or — to cite more consequential
contemporary instances — when the rollout of renewables tapers off or when the
advancement of LGBTQ+ rights comes up against the momentum of conservative
pushback.

As a concept emerging from the domain of physics, “momentum” originally
referred to the “strength or force gained by motion or by a series of events” (Merriam-
Webster Dictionary). Like many metaphors from the domain of physics, the notion
eventually found its way into organization and management studies mainly as a concept
applied to organization-wide strategy (see Morgan, 1986). Confusingly enough, whereas
organizational scholars initially applied this concept primarily in the context of
structural inertia to study how commitment towards a certain path can persist or fail to
persist over time (Kelly and Amburgey, 1991; Miller and Friesen, 1980), the notion of
momentum in organizing has more recently been mobilized in the context of developing
new paths by scholars seeking to explain organizational change (Jansen, 1999, 2004).
These scholars have argued that change-based momentum is needed to overcome the
countervailing force of stasis-based momentum (Jansen, 2004), i.e. the momentum
hitherto accumulated in the direction of existing paths. Such research in contexts of
change-based momentum has predominantly emphasized the role of managers and
opinion leaders in fostering momentum from the top (Dutton and Duncan, 1987). As an
important exception to this tendency, Karen Jansen (2004) has hinted at the possibility of
momentum being built bottom up from other parts of the organization once a critical
mass of support for an idea has been attained and/or when actions are undertaken
towards a specific goal in the absence of managerial involvement (see also Wiebe et al.,
2012).

Even when focused on contexts where momentum is a more emergent and

bottom-up phenomenon in organizations, however, the literature to date has left several
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avenues unexplored for further developing the concept. As mentioned, this is mainly
because existing empirical studies focus predominantly on how momentum is built from
the top (Dutton and Duncan, 1987; Jansen, 2004), though also because extant studies tend
to concentrate on the pursuit of consciously intended and strategic forms of change and
innovation to investigate how the intensity of momentum directed towards such pursuit
can be mapped and ultimately managed (Jansen and Hofmann, 2011; Schubert et al.,
2013; Turner et al., 2013). While some research has acknowledged that momentum can
also be built from the bottom up and develop beyond strategic intervention, such work
has either been purely conceptual in nature or only mentioned momentum as an
empirical term (Granqvist and Gustafsson, 2016; Jansen, 2004; Kremser and Sydow,
2022).

Given that so many aspects of momentum remain underexplored despite the
ubiquity of the notion in our linguistic usage within organizing and beyond, it seems
worthwhile developing the concept of momentum in organizing further. In taking up
this endeavor, I make two contributions. First, while acknowledging the importance of
top-down influences in building initial momentum, my case study contributes an
empirical account that captures the bottom-up development of momentum and the
interplay between bottom-up and top-down dynamics. Second, whereas most prior
research has treated the relevance of momentum as being limited mainly to its influence
in driving strategic change, I seek to understand momentum as a dynamic impetus that
can imbue all aspects of organizational life with vitality and even shape the evolution of
an organization over time. My paper thus sets out to investigate the following research
question: How can momentum emerge bottom up and how does such momentum unfold beyond
strategic intervention over time?

To address this question, I draw on a communicative constitutive understanding
of momentum that views this phenomenon, along with organization and organizing
itself, as developed through micro-interactions from the bottom up (Putnam et al., 2016;
Taylor, 2009). A communicative constitutive perspective provides an explanatory lens
that helps understand how momentum can build from all levels of an organization as a
phenomenon constituted by and situated in communicative events that animate people
towards a certain trajectory. Such insight is possible from this perspective because a
communicative constitutive understanding tends to reject the separation between micro-
and macro-level and between change and stability in favor of bottom-up thinking that

comprehends organization, including stability and change, as realized through the
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negotiation and reproduction of meanings over time (Taylor and Van Every, 1999). From
this perspective, organizational life is developed in a continuous process of meaning
negotiation whereby features of organizational life emerge as actors interact with and
reproduce new meanings (Ashcraft et al., 2009). This perspective is also useful for
helping gain an understanding of how any initiative or idea can take on a trajectory of
its own once it enters an organization and develops its own momentum (Vésquez et al.,
2016).

Below I present my findings from an in-depth qualitative study of how
momentum emerged and dynamically unfolded in the context of the implementation of
novel and decentralized modes of organizing within a multinational medical technology
company. Initially introduced only as an experiment by management in two pilot
departments, the new modes of organizing' referred to as “TeamLoop” subsequently
diffused to other parts of the organization as their promise of more decentralized
decision-making and task allocation ignited people’s interest and engagement and thus
led the practices to spread. My findings reveal how the new modes of organizing
developed three different types and phases of momentum over time: Enchantment,
Ambiguity and Embodiment.

The first of these types of momentum emerged from an initial enchanting “buzz”
that was generated about and raised people’s awareness of TeamLoop. This momentum
proved to be fleeting, however, and plateaued as people moved on or only superficially
engaged with the new modes of organizing. A second phase then followed in the form
of ambiguity as people began to question these modes of organizing and develop a more
critical stance towards TeamLoop, causing momentum to plateau and even appearing to
be at risk of dwindling away. From this phase of ambiguity, however, a third and more
sustainable type of momentum developed as certain actors came to ascribe their own
understandings and meanings to TeamLoop, with some growing so attached to the idea
that they subsequently perpetuated it according to their own (transformed)
understanding of TeamLoop as opposed to the interpretation originally propagated by
management. Strikingly, my data show that this more lasting type of momentum ensued
from and was mediated by a sense of embodiment, with a number of interviewees
describing how ideas related to TeamLoop had become an integral part of their being

and sense of themselves at work.

'T use the term “new” or “novel” modes of organizing here to refer to modes that were new to my case
organization rather than necessarily to the first-time innovation of a certain practice in general.
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Whereas previous studies have mainly focused on mapping the intensity of
momentum that has been developed (often in the short term) and on ascertaining how
such momentum can be managed top-down (Dutton and Duncan, 1987; Jansen, 2004;
Jansen and Hofmann, 2011), my study makes several novel contributions to our
understanding. First, it empirically demonstrates how momentum can (re)emerge and
be sustained from the bottom up without the need for constant managerial intervention,
especially in the case of momentum facilitated by embodied commitment to an idea. For
while the two phases of Enchantment and Ambiguity identified in my analysis certainly
laid the ground for the third phase of Embodiment by building awareness and
understanding, my account evidences and elucidates how momentum for TeamLoop
was only able to be perpetuated over time through an embodied sense of experience.
Second, my analysis highlights how the emergence of new meanings can generate
momentum independently of and beyond any initial top-down messaging. Third, my
study emphasizes the more general relevance of the concept of momentum as an

organizational influence beyond the scope of organizational change.

Literature review: Emergent momentum

As previously indicated, definitions of momentum in the literature are somewhat
confusing (Wiebe et al, 2012). Many works, especially earlier studies, have
conceptualized momentum as a linear vector tending towards upholding established
structures, i.e. as an inertial “energy” (Amburgey et al., 1993; Miller and Friesen, 1980)
that can only veer in a new direction if a mismatch between organization and
environment induces a crisis (Gersick, 1991). In contrast, another stream of works in this
literature conceptualize momentum as a dynamic force that can drive both minor
incremental change and major radical change, potentially even simultaneously (Dutton
and Duncan, 1987; Jansen, 2004). This type of momentum has been termed “emergent
momentum” by Wiebe et al. (2012). As Jansen (2004) has pointed out in the context of
top-down strategic change, this kind of momentum can emerge when an announcement
about change subsequently creates a “buzz” in conversations and meaning-making
processes among individuals that can ultimately lead to progress towards change and in
turn fuel further momentum. Meanwhile, Dutton and Duncan (1987: 286) have argued
that the intensity of such momentum for change depends on “the level of effort and

commitment that top-level decision-makers are willing to devote to action”. Once the
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desired changes have been achieved and stabilized, it is argued, a “deceleration” of
momentum sets in (Beck et al., 2008).

Although the core literature on momentum mainly focuses on applying this
concept in the context of top-down and strategic change (see also Jansen and Hofmann,
2011; Schubert et al., 2013; Turner et al., 2013), some research has also shown that
momentum can be built in a more bottom-up fashion. For example, while also
empirically focusing on strategic top-down influences, Jansen (2004) has mapped out
two contrasting ways in which momentum can emerge from the bottom up. In one
possible scenario, she argues, support for alternative practices can accumulate by
‘contagion’, either through the influence of opinion leaders or by gaining the support of
a critical threshold of relevant actors, with both processes relying heavily on social
interaction. In another possible scenario, Jansen (2004) argues that bottom-up
momentum can emerge through repeated actions that accumulate towards a certain
trajectory. Valuable insights into the more unplanned and bottom-up dynamics of
momentum have also been yielded by adjacent research not concerned with momentum
as a theoretical concept per se. For example, research on self-reinforcing dynamics in
organizing has shown how practices can develop “an emergent and escalating functional
or dysfunctional momentum” (Kremser and Sydow, 2022: 3), meaning unintended
practices can potentially gain a momentum that may be difficult for managers to control,
whilst research on temporality in institutional work has emphasized how “actors draw
on and reproduce momentum” depending on their subjective experience of time,
including their sense of urgency (Granqvist and Gustafsson, 2016: 1013).

I define bottom-up momentum as the level of effort and commitment devoted to
a certain issue that accumulates through social interactions. This definition aligns with
prior scholarship in implicitly emphasizing the importance of communication and
interactions in building momentum from the bottom up. To date, however, the particular
mechanisms that build such momentum have not been further specified in the existing
literature. The value of the concept of momentum has thus far been overlooked in terms
of its potential for organization studies as a generative dynamic that is relevant not only
in contexts of strategic change but animates organizational life at large. Indeed, the few
studies that have approached momentum from a more bottom-up perspective suggest
that the notion lends itself to tracing how any new mode of organizing can emerge and
gain traction in an organization from the bottom up. These accounts indicate that

momentum can help explain how ideas brought into an organization from the top can
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be “hijacked” and shifted in possibly unintended directions, with the wider implication
that a degree of momentum needs to be developed and maintained in order for any
concept or process to take root in an organization. While indicating that momentum is a
dynamic relevant to organizational life in general, however, these accounts have
remained almost exclusively at an abstract and conceptual level.

Taking up calls from scholars for a closer empirical examination of the various
social and communication processes involved in developing and sustaining momentum
(Jansen, 2004), my own approach builds on Wiebe et al. (2012) in stressing the importance
of communication and language for “emergent momentum”. For this purpose I combine
extant works on momentum with theorizing on the constitutive role of communication
in organizing to trace how novelty in organizations can emerge through conversations
held among actors at any or all levels of an organization. A communicative constitutive
view is particularly suited to my research purpose because it offers an inherently bottom-
up understanding of what constitutes organization, holding that organization itself
emerges and is developed through continuous micro-interactions (Taylor, 2009; Taylor
and Van Every, 1999). This understanding matches the emphasis placed in previous
research on the importance of communication for building momentum in the form of
commitment to new or existing paths, especially through strategic management
communications but also in and through everyday communicational and interaction
patterns at work. As I elaborate below, a constitutive approach complements this
understanding by providing a theoretical view and vocabulary for investigating how
momentum builds in and through communication, including how it can evolve and be

sustained beyond its strategic application.

A new theoretical lens: Momentum as constituted in communication

In adopting a communicative constitutive lens as a theoretical perspective for tracing
how momentum is built bottom-up in (micro-)interactions, I draw on theorizing rooted
in speech act theory (Searle, 1969). Such theorizing proposes that organization — and by
extension organizational change — occurs not merely through communication but within
communication, meaning communication is understood not only as an essential part of
organizing and organizations but as what constitutes, sustains and changes organization
(Schoeneborn & Vésquez, 2017). In this view, organizational “realities” such as
organizational charts and job titles do not simply exist independently but are constituted

in communication and hence to some extent always “up for grabs” even when seemingly
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well established (Ashcraft et al., 2009, p. 4). Any organization is thus conceptualized as
a self-organizing system of recursive communication that is described in text and realized
and experienced in conversations (Taylor and Van Every, 1999). “Texts” are here
understood as relatively stable verbal and non-verbal manifestations of the organization
to which actors can refer and that are (re)produced in conversations, with “conversation”
understood here as a dynamic co-constructive mode of communication, as summarized
in the following quotation from Schoeneborn and Vasquez (2017: 6):

When described, organization becomes an object toward which organizational actors

will co-orient their actions: they tune in to one another as they engage in coordinated

activity. When realized, organization is enacted through interaction and is related to
processes of meaning negotiation.

Applied to organizational change, this view posits that communication is “the very
medium within which change occurs” (Ford and Ford, 1995: 542). This in turn implies
that momentum - e.g. for new modes of organizing — can develop in all parts of an
organization insofar as such modes manifest themselves as new texts and templates for
conversation that are (re)produced in interaction. From this it follows that these same
processes can also have the opposite effect in co-constituting inertia and perpetuating
routines when existing texts are reproduced (Ashcraft et al.,, 2009). In sum, a
communicative constitutive lens accounts for the same paradoxical dynamics of inertia
and change highlighted in prior conceptualizations of momentum reviewed in the
previous section.

Applying a communicative constitutive approach, I proceed from the premise
that any idea, as in my case the intention to introduce new modes of organizing, will
emerge and manifest as a new “text” in parts of an organization after having been
negotiated in conversation. These texts can then become the referent for co-orientation
as various announcements are made relating to the ideas associated with them. Through
such announcements, often combined with presentations and workshops, more actors
will become aware of the emerging new text and potentially (re)produce it in
conversation (Taylor, 2009). In this way momentum for new modes of organizing can
build in and through recurring conversations and co-orientation between organizational
actors. Indeed, such momentum is needed both to sustain a new text in one part of an
organization and for the text to emerge in other parts of the organization as conversations
travel, i.e. as new modes of organizing spread within the organization. Importantly, this
constitutive view extends beyond the symbolic level of communication as language by

making organizational communication reconcilable with materiality, since
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communication is seen as an “embodied process situated in space and time” (Ashcraft et
al. 2009: 33). This allows for a reconciliation with the material world by accounting for
the role of technology, physical spaces, and especially bodily experiences in the context
of new modes of organizing.

As my study demonstrates, such an expanded understanding is particularly
relevant for explaining the role of bodily experiences in building momentum. While
prior studies have often described momentum as an “energy”, they have mainly tended
to use this as an empirical term without having developed the theoretical grammar to
describe the more abstract influence of such physical energy and bodily experience on
momentum. Applying a constitutive lens can help in this regard by linking such
influence to the role of communicative influences in building momentum. In part this is
because a communicative constitutive view affords an explanation of how
communication, and especially the text-conversation dynamic, can assume an almost
physical intensity. This is evident in embodied communicational routines understood as
“citational patterns of embodied conversation and textual dialectics” whereby “actors
collectively embody communicative processes as conversation and text” (Wright, 2016:
148, see also Wright, 2019). As argued by Kuhn, Cooren and Ashcraft (2017: 59-63), such
communicational routines can develop an affective quality beyond language and social
interpretation that pushes and pulls our bodies and is experienced as a force that can
prompt action and cause transmission beyond interpretation.

Another benefit of adopting a communicative constitutive approach to
momentum is that this view extends far beyond any strategic understanding of
communication as a phenomenon that can be applied and managed as intended. This is
crucial not least because what tends to be overlooked in existing studies of momentum
that focus on how communication can be managed to direct and most often to grow
momentum towards a desired path is how often communication yields unintended and
undesired outcomes, including by building momentum towards undesired paths. If we
accept the conclusions of prior research showing that organizational phenomena are
“constituted through ongoing processes of opening and closing of meaning” (Vasquez
et al., 2016: 631), however, it clearly follows that any efforts to control and order

meanings risk simultaneously causing greater disorder.
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Empirical context and methods

To address my research question of how momentum can emerge bottom up and unfold
over time beyond strategic interventions, I investigate how a German medical
technology and pharmaceutical company (pseudonymized here as “MedCo”)
experimented with less hierarchical modes of organizing and how momentum for this
initiative ebbed and flowed over time. These new modes, hereafter referred to
collectively as “TeamLoop”, were initially introduced in two pilot departments. This
case seems well-suited for my research purpose insofar as it is reasonable to expect the
tension between inertia and change-based momentum to be especially pronounced in a
firm with a history and tradition stretching back over 180 years and with numerous
employees around the world operating in a highly regulated environment — all of which
aspects can readily be assumed to render it difficult for new modes of organizing to gain
momentum beyond hierarchical intervention. Moreover, although momentum for
TeamLoop plateaued and even seemed likely to fade away once the management-
supported pilot phase had ended, my data show that momentum for these new modes
of organizing later re-emerged in ways unanticipated by and contrary to existing
accounts of momentum in the literature. As such, this case is thus well suited for yielding
new insights into momentum, especially beyond prevailing strategic understandings of

the concept.

Research setting
Founded in Germany, MedCo is a manufacturer of medical technology and
pharmaceuticals with over 60,000 employees in more than 60 countries at the time of my
study (Annual Report 2019). The firm has grown rapidly in the past 40 years, expanding
from a German SME employing 3,100 staff in 1976 into a global corporation today. With
this expansion came a growing concern to identify the most appropriate forms of
collaboration across the organization. Over the years, several initiatives were introduced
to enhance communication and cultivate a sense of self-responsibility and self-initiative
among employees, including through changes to the IT-infrastructure and the layout of
MedCo’s offices (Internal report 1998). However, TeamLoop was the first initiative
undertaken by the firm to address these concerns through changes to the modes of
organizing.

TeamLoop was first launched in February 2017 with a joint kick-off event,

following which the two pilot departments went on to separately conduct brief monthly

114



workshops as a way of iteratively developing and testing decentralized modes of
organizing. In contrast to MedCo’s traditional line-hierarchy, these new modes of
organizing were characterized by collaboration beyond and across functional silos,
decentralized communication and decision-making, and a higher degree of transparency
and communication within and beyond departments. Based on a vision of decentralized
governance inspired by the concept of “holacracy” as developed by Brian Robertson
(2015), this approach was supported by several new meeting routines to facilitate
communication and the continuous adaptation of roles and responsibilities. Since the
organization as a whole still operated along traditional lines, the new governance
structures needed to operate in parallel with MedCo’s traditional structure to ensure the
adopting teams and departments remained compatible with the rest of the organization.
Although the firm’s CEO was a strong supporter of the initiative, the project was owned
and governed by the two pilot departments, namely the Corporate HR and Corporate
Communications departments, which at that time acted under the same head (Internal
magazine 2018: 13). According to the head of these two departments (interview in
Internal magazine 2018: 13), the CEO endorsed the TeamLoop experiment but did not
place any pressure on the departments to undertake such experimentation.

During the early piloting period and beyond, the experiences were documented
in a blog and some employees received extra training to serve as volunteer facilitators
with the capacity to support the pilot departments after the engagement of external
coaches for the initial workshops was gradually phased out. While the pilot departments
further developed their internal practices with varying degrees of adoption and success
in the respective teams, the head of these departments initiated a range of different
dissemination activities to share experiences of TeamLoop within the firm. To cater to
growing interest from other parts of the organization in learning more about the new
practices, the volunteer facilitators offered introductory workshops, and from summer
2018 onwards provided additional support for teams who had decided to work with
TeamLoop longer term. Since then, TeamLoop has developed further and spread to other

departments through decentralized and non-concerted diffusion.

Data collection
To trace how the new modes of organizing developed at MedCo over time, I conducted
20 in-depth interviews and collected 230 pages of company documents from 2017-2019,

including protocols from workshops and department meetings, announcements, posts
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on the company’s social platform, and reports and presentations about TeamLoop. I
opted to use interviews as my main source of data on the basis that momentum, though
relational in the way it develops in social interactions, is ultimately a form of intensity
subjectively perceived by individuals (Jansen, 2004; Shipp and Jansen, 2021). Interviews
enabled me to access evidence of momentum through individuals’ perceptions and what
they considered relevant in the situations and experiences they recounted (Langley and
Meziani, 2020). In addition, I used the company documents to reconstruct these events
over time and to triangulate my interview findings by gaining a deeper understanding
of the context.

I was employed at MedCo from 2016 until mid-2019 and was directly engaged
with TeamLoop as an employee in one of the pilot departments before I began my data
collection in February 2020. Being so familiar with the case environment was at once
challenging and rewarding. On the one hand, it worried me that I might be too familiar
both with the story and the people involved, some of whom had been close colleagues.
At the same time, trust and familiarity with the field can be useful factors, especially in
terms of the data and contextual background accessible to me as a researcher (Flick,
2014). And while my role officially had shifted from an employee to that of a researcher
with no remaining formal ties to the company, this could be described more as a process
of moving in and out of different roles, being an insider and an outsider during fieldwork
(Gosovic, 2018). To address this insider-outsider tension, I not only triangulated my
interview findings with other sources such as reports and presentations but also checked
my findings with peers as well as with my interviewees (Brannick and Coghlan, 2007).

The interviews were performed in two rounds. On entering the field and
spending two days at the company in February 2020, I conducted eight interviews, with
each interview lasting one hour on average. For this first round of interviews, I
purposively selected interviewees with heterogenous backgrounds both in terms of their
position in the organization and how they related to TeamLoop, including employees
and managers from the two pilot departments as well as from departments that adopted
the new practices later. After suspending my data collection for several months due to
the outbreak of the Covid-19 pandemic, I then conducted a second round of 12
interviews with employees and middle managers. In my selection of interviewees for
this round, I followed the flow of TeamLoop through the company by moving further

away from the initial adopters and pilot departments. I also talked to individuals who
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had decided not to adopt the new modes of organizing any further. (See Table 1 for a list
of interviewees.)

Before settling upon my conceptual focus on momentum I had been interested in
the more general question of how the new modes of organizing had dispersed in the
company. Accordingly, I opened the interviews with the same open question of “Can
you tell me your story with TeamLoop? How did you first come in contact with it and
what has happened since?”. While bearing my overall research interest in mind, i.e. how
the new modes of organizing had emerged and been sustained within the organization,
I kept the interviews relatively open and asked follow-up questions about emerging
topics. My rationale for this was threefold: (1) to capture the temporal dimension needed
for process-related data; and (2) to allow for themes to emerge that I had not considered
when planning the study; and (3) to gain an observational distance to a field which I was

already very familiar with.

Data analysis

Following each interview, as well as throughout my field visit in February 2020, I wrote
notes to capture my analytical reflections and my thoughts about how best to proceed
with the data-collection. After transcribing the interviews, I imported them into NVivo
and read through them again. I also imported documents that were openly available in
MedCo and which might have played a role in propelling the spread of the new modes
of organizing in the company.

In a first step of data analysis, I used inductive open coding (Charmaz, 2006) and
stuck closely to the interview data to allow new patterns to emerge. This seemed
especially important as I wanted to gain some distance from my own theoretical ideas
by immersing myself in the data since I was already so familiar with the case and had
spent time trying to find theoretical explanations for what happened. Specifically, I used
two types of open coding during this stage: In vivo coding staying close to the
interviewees own language around how they experienced the development of
TeamLoop, such as “it sparks curiosity” or “look where it is useful”; and process coding
to capture certain events or points in time mentioned in the interviews, such as “first

contact with TeamLoop” or “first workshop” (Saldafia, 2016).
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Table 2: Interviews conducted

Pseudonym Position Role in process Duration
David Employee Joined pilot department 1 52 min
Anne Employee Pilot department 1 87 min
Sophie Employee Pilot department 2 51 min
Valentina Manager Other division 57 min
Natalie Manager Other division 40 min
Maria Employee LE:;E,I:,?; pilot department, now other 53 min
Sebastian Manager Pilot department 2 49 min
Katharina Top manager Initiated process in pilot departments 60 min
Leon Employee Joined pilot department 1 63 min
Klaus Manager Other division 75 min
Matthias Employee Pilot department 2 72 min
Petra Employee E::ZE :I)c(esearritnr:eenntt) 1 (joined after initial 59 min
Sabine Employee Pilot department 1 73 min
Ingrid Employee Other division 64 min
Lucas Manager Other division 68 min
Anja Employee Pilot department 2 71 min
Isabel Manager Other division 56 min
René Line manager Other division 54 min
Veronika Line manager Other division 48 min
Camilla Employee Other division 47 min

After open coding, I went on to map out the events and stages mentioned by my
interviewees regarding how they become involved with TeamLoop and how they had
perceived its spread in the organization. Although these were individual narrations, I
found parallels in several of the stages and events, such as, for instance, mentioning a
“tipping point”, often in context of a collective experience such as a workshop, where
the individual understanding of TeamLoop changed. It was during this phase that my

focus on the concept of momentum emerged and that I settled on adopting a
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communicative constitutive approach. In line with this perspective, I paid particular
attention to mentions of commitment and efforts to engage with the new modes of
organizing, further focusing on how the meanings attached to TeamLoop by
organizational actors had developed over time. Keeping the concept of momentum in
mind as a sensitizing concept, I then embarked on a phase of focused coding (see
Saldafia, 2016). During this phase I coded for different kinds of communication and
interactions through which the interviewees engaged with TeamLoop, including the
sources of these interactions (presentations, workshops, conversations with peers, etc.),
the communicative mode of their engagement, and the character of the commitment to
TeamLoop in the interview passage. I also took note of the themes with which the
interactions mentioned were concerned. As I further refined my analysis and drafted an
analytical narrative, three predominant patterns emerged that characterized how
momentum towards the adoption of the new modes of organizing had shifted over time
in three phases: Enchantment, Ambiguity and Embodiment (Table 2). These three
patterns comprise the three phases of momentum I identify in my analysis. As an
example of how these patterns emerged from my data, I noted that when interviewees
talked about a particular event that had cemented their commitment to TeamLoop they
often described a physical experience and in the same sequence mentioned how this new
mode of working and of spreading this mode in the organization had become closely
connected to their sense of self-fulfillment at work. This observation later served as the

basis for my identification of the “embodiment” phase of momentum.

Findings

My study findings show that the new modes of organizing at MedCo developed in three
different phases of momentum around the notion of TeamLoop over time. These phases,
which unfolded at different moments for groups and individuals across the
organization, were connected both with the changing characteristics of momentum and
different communicative dynamics of engagement. Thus, I found that the momentum
for TeamLoop ebbed and flowed throughout the period observed, spiking during an
initial phase of Enchantment, plateauing in a phase of Ambiguity, and later re-emerging
in a phase of Embodiment (Table 2). While not strictly sequential, the data show
distinctive patterns around these three phases, with Enchantment (Phase 1) being
predominant in the beginning, Ambiguity (Phase 2) prevailing in a contested middle

phase, and Embodiment (Phase 3) becoming increasingly salient later on. Whereas
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phases 1 and 2 mostly correspond with traditional understandings of momentum as
ebbing away after an initial peak, my analysis shows that the third phase, in which
momentum became tied to actors” embodied experiences of TeamLoop, proved crucial

for enabling the new modes of organizing to recur and persist in the long term without

continuous managerial intervention.

Table 2: Three Phases of Shifting Momentum

Enchantment Ambiguity Embodiment
(Phase 1) (Phase 2) (Phase 3)
Dynamic of Spiking Plateauing Recurring
momentum momentum momentum momentum
. E
The notion of Employees mployees
. transform the
. TeamLoop is relate to the .
Communicative . . notion of
predominantly notion of
modes of . TeamLoop
communicated TeamLoop )
engagement . according to
by more actively .
management and criticall their own
& y interpretations
Embodied
I i I i commitment
Character of nterpretlve nterpreﬁve ‘|
. commitment to evaluation of to their own
commitment .
TeamLoop TeamLoop notions of
TeamLoop
P ] . . Preferred wa
redommant “Magic bullet” Practical tool "¢ Way
notion of TL of working
Key events
‘Cracks’ occasionally
formin the provide
Transition to initially room for
next phase enchanting employees
idea to develop
their own
meanings

Enchantment: Spiking momentum through interpretive commitment to management talk

In the first phase I identified, momentum for TeamLoop spiked beyond the two pilot
departments as many employees throughout the organization initially became

enchanted by what they interpreted as the promise of TeamLoop. While intense and
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widely recognized by the interviewees, this spiking momentum nonetheless soon began
to wane as the enchanting promise became subject to critical questioning,.

Interpretive commitment to TeamLoop. During this initial enchantment phase the
experiences of the pilot departments with TeamLoop were shared within the
organization in various ways, including through presentations at internal conferences,
articles in the firm’s internal magazine, announcements on the company’s intranet and
social media accounts, and through an open space meeting dedicated to TeamLoop. For
instance, the company’s magazine declared that “For us, TeamLoop is one possible
response to the increasing complexity of the working world” and ran stories about the
new modes of organizing, including a feature headlined “Discovering New Territory:
The pilot project TeamLoop” with a lead-in worded “MedCo has put its mode of
collaboration into question and ventured into uncharted territory. Read about the
experience and its benefits starting from page 8.” The visibility of the new modes of
organizing was further increased as requests came from outside the company for
newspaper interviews and for presentations about TeamLoop at practitioner
conferences. Although the experiences communicated in these internal and external
publications and events had originated in the pilot departments, these communications
were initially mostly carried out both within the company and beyond by the head of
the pilot departments and the CEO. In this way the word about the new modes of
organizing initially spread through types of communication that members of the
organization received in a largely passive fashion.

This high level of visibility raised awareness about TeamLoop and sparked many
people’s interest in learning more about the initiative. As one interviewee from the pilot
department recollected, the “buzz” created about the new modes of organizing was
especially impactful because of the enchanting promise it evoked of affording a more
efficient and flexible way of collaborating to achieve more work with less people and
thus of solving capacity problems in the company:

People would say “TeamLoop. Isn’t that where you can do more work with less

people? And everything is agile? And then everything will be better?” [...] And with

that idea in mind they’d then often say “Well, can't we do this project using
TeamLoop?” (David)

While the firm’s internal communications described TeamLoop as a promising new
mode of collaboration, people’s understanding of the initiative was also influenced by a
broader societal conversation underway at that time about the promise of agile and self-

managing forms of organizing. As one of our interviewees suggested, this influence also
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played a role in spiking interest in TeamLoop within the company and reinforcing its
enchanting promise:
And then there is also the trend factor — that everybody is currently talking about
‘agility’, ‘self-management’ and ‘new work. And then of course people — leaders,

managers... — become curious and start to actively ask about whether something like
that is going on at MedCo. (Anne)

Within MedCo’s rather hierarchical environment, the mainly management-driven
communication about TeamLoop in this first phase effectively fostered a high level of
awareness and legitimacy for the approach through the support of high-level advocates.
As illustrated in the following quotation from a middle-manager interviewee talking
about one of the advocates, this form of communication led many in the company to
develop a strong interest in TeamLoop:

She is — and I will say it again and again [...] — the best ally we have in the company

when it comes to TeamLoop. [...] On the one hand, she is top management and

represents hierarchy and the ‘old system’. On the other hand, she also wants to
establish this [TeamLoop]. (Sebastian)

The promising prospects of greater productivity and the high caliber of those advocating
for the new modes of organizing inspired considerable interpretive commitment among
employees to the enchanting notion of TeamLoop during this first phase. The head of
the pilot departments perceived this commitment as increasing the chances of creating
momentum and expressed this conviction explicitly in one external interview by saying
“Here we can sense how a sort of pull effect develops among the employees and how
curiosity is growing” (Head of Department, external interview). Employees also shared
similar observations about widespread interest in and push for the TeamLoop approach:
You don’t need a board resolution to convince departments that traditional forms of
hierarchical collaboration may be outdated. ... Many already feel the pressure... they
cannot handle the mountain of work the same way they’ve been doing it for the past
20 years. TeamLoop has very high-ranking advocates. ... so when they promote the

whole topic through company meetings and so on, it's actually not surprising that
there is a demand for it. (Maria)

Shift to the next phase: The enchanting promise forms cracks. The prospect of less
hierarchical organizing practices being introduced as a consequence of TeamLoop also
elicited some negative reactions among those who feared loss of power and potential
chaos. As one interviewee remembered (David): “Often people would be, like “Then
everybody can do what they want and there are no bosses anymore!”.” Some employees

also suspected that it was all just the latest management trend or fad. Right from the
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start, therefore, the excitement around TeamLoop was neither unanimously shared nor
undisputed, as the buzz that enchanted and raised awareness about the initiative for
most employees also raised suspicion and doubt in others. Although communication
was effective in making employees aware of and able to orient themselves to the new
modes of organizing, TeamLoop meant many different things to different people and
not everybody wanted to engage with it or felt represented by it: “And you either have
people who say “This is once again the magic bullet!” and then you have those who say

777

‘Complete nonsense! That's what we’re already doing.”” (Valentina).

A key reason for such varied interpretations was that TeamLoop was
communicated mainly in the form of management talk in this first phase and not so much
through dialogue, thereby leaving room for misunderstandings and wishful thinking
regarding the promise of its implementation. Some who had heard about the initiative
developed high hopes that were later disappointed. As an employee from one of the pilot
departments reflected (Sophie), “it’s not the magic bullet that it was maybe touted as a
little bit in the beginning. It does require a lot of time and energy before you can benefit
from it.” The way in which TeamLoop was talked about by upper echelon advocates
thus also contributed to a certain degree of disconnection between the emerging notion
of TeamLoop that people became aware of and often enchanted by and the
interpretations of those who had already been engaging with the process for longer.
Consequently, although a lot of momentum was built up in the short term, this initial
spike soon plateaued and transitioned into a more ambiguous phase in which some

abandoned TeamLoop while others made efforts to explore its practicability.

Ambiguity: Plateauing momentum as different understandings of TeamLoop are explored

As the initial excitement surrounding TeamLoop gradually waned and as cracks began
to form in the narrative surrounding its enchanting promise, the new mode of organizing
came under scrutiny from various perspectives. During this second phase in which the
ambiguous meanings of TeamLoop were evaluated, momentum plateaued and even
appeared to be at risk of dwindling away entirely. Surprisingly, however, this phase also
provided space for new meanings of TeamLoop to emerge, thereby preparing the
ground for momentum to recur in a third phase. Somewhat counterintuitively, what
could be described as a general plateauing or even decline in momentum as a result of
growing ambiguity in employees’ understanding of TeamLoop ultimately served to

facilitate a more sustained momentum in the long run.
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Interpretive evaluation of TeamLoop. During this phase of ambiguity, initial
adopters in the pilot departments as well as the broader audience in the company started
to evaluate their initial interpretations of TeamLoop in the context of their own teams,
roles, and modes of work. Those who had become aware and interested in the first phase
now set about seeking out more information and further guidance for potentially
adopting TeamLoop among their own groups. While they had initially become aware of
TeamLoop through the communication activities carried out by management, however,
the initiative was not further implemented in a concerted fashion. As the head of the
pilot departments explained when asked whether a roll-out was planned (Internal
magazine 2018, p. 13): “Here too we rely on pull instead of push. You can't force
processes toward self-responsibility and agility upon people from the top down.”
Employees seeking to adopt or to engage further with TeamLoop thus now had to seek
out information and guidance on their own initiative.

Guidance in such cases was provided by employees of the pilot department, some
of whom acted as voluntary facilitators, and later on by a newly established change unit,
both through informational meetings and through practice-based training such as
introductory workshops available upon request. Unlike in the previous phase, when
employees had mostly been on the receiving end of management communication, these
formats provided space for dialogue about TeamLoop at eye level. In these meetings and
workshops, participants were able to attain a better understanding of what TeamLoop
was about and to evaluate its practicability in their own contexts. As such, these events
had the potential to build informed commitment. For example, one volunteer facilitator
from a pilot department declared that these meetings had deepened their understanding
of what the initiative could and could not deliver:

Once you start to understand how it’s all connected and somehow weigh up the costs

and benefits, also as a manager from an entrepreneurial point of view, then the

advantages will outweigh the disadvantages. And that creates demand - a well-
reasoned and fact-based demand. (David)

In addition, many interviewees emphasized that such exchanges at eye-level were
needed to ensure that “the departments who say ‘we want to do it too!” really ask
themselves in advance ‘what is it that I really need? Is it TeamLoop or is it maybe
something completely different?”” (Valentina). These interviewees perceived the
conversations they had held in Phase 2 as a counterbalance to the hype generated about
TeamLoop in Phase 1 and as a valuable means of gaining a more realistic perspective. In

many cases, participants concluded that TeamLoop was not really what they had hoped
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for or what they needed, especially so as some of the myths that had emerged during the
first phase about what TeamLoop could and could not do were dispelled:
For us I think it was a group dynamic, and that’s why it may have flattened out

quickly too, because you had the feeling that this [TeamLoop] is not something I can
work with. (Leon)

Interest in adopting the new modes of organizing also waned among some employees
as the amount of work required to implement them became more obvious:
It started with high motivation. However, it soon became clear that a lot of things
would need to be reconsidered, that it requires a lot of additional effort. And when

daily tasks came into play, of course, then this wave flattened out a bit again.
(Matthias)

In some cases the workshops actually led to greater confusion as participants perceived
a mismatch between what had initially been communicated about the initiative and how
those already working with TeamLoop described it in practice:

For me it wasn’t sufficiently clear what was truly different, so I couldn’t make that

leap for myself. And then I developed a certain aversion because you quickly start to

think ‘Oh, this somehow just feels like the next fad, and it’s just called something
different now.” (Veronika)

As these quotations suggest, the frustration of not being able to engage easily with the
promised solution was one factor that led people to re-evaluate their commitment.
However, not all of the interviewees who expressed such feelings turned their back on
TeamLoop altogether. For instance, one interviewee (Natalie) who had initially felt
frustrated during a workshop later managed to turn this into an opportunity for useful
dialogue with the workshop facilitators: “We were a bit frustrated after the first day. It
needed to be far more concrete. So I told them... And there was a really interesting
dialogue that came out. And then the second day it was already more concrete what it is
and how it can help us.” In such cases the workshops provided an opportunity for
participants to re-evaluate more realistically what the modes of organizing could do for
them.

Simultaneously, some of the employees in the pilot departments who had
adopted TeamLoop in the first place had grown quite frustrated with how the broader
meaning of TeamLoop had been shaped within the company mainly by the way
MedCo’s management had chosen to communicate the idea. In the view of these
employees, such top-down dissemination could be perceived as at odds with the less
hierarchical ideal inherent in TeamLoop. Whilst acknowledging that such top-down

communication had been successful in raising awareness and generating excitement,
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they stated that it might actually be “counterproductive to act too ‘evangelistic’” about
the promise of TeamLoop, insisting rather that “it ultimately has to be self-motivated”
(David). According to these employees, this was because the enchanting “magic bullet
narrative” that initially emerged had not accurately portrayed how the new work
practices were used and which promises could or could not be kept.

This careful and critical evaluation caused momentum for TeamLoop to plateau,
especially as many came to the conclusion that the new modes of organizing were not
what they thought they would be, with some even going so far as to declare that “It’s

just a mirage with nothing behind it” (Camilla).

Employees start to develop their own meaning of TeamLoop. While the
apprehensiveness and questioning that characterized this phase of ambivalence caused
momentum for TeamLoop to plateau, it also opened up spaces for new meanings to
develop and thereby paved the way for a shift towards a third phase of momentum. In
particular, those who sought out further guidance were able to develop a more technical
understanding of the new modes of organizing and their application in practice,
enabling them to gain a more informed perspective than the “magic bullet” promise that
had initially emerged. For some the initial excitement they had felt was now superseded
by new perspectives more closely tied to the applicability and suitability of TeamLoop
in practice. As one interviewee recalled, “That was the first time I got a real explanation
[about TeamLoop] — one I also understand well enough to explain it myself” (Sebastian).
For another interviewee (Isabel), it was more of a process she had used to develop her
own understanding: “Someone has to explain it to you how it works and then you have
to experience it. And I think that happened step by step through learning by doing.”

For those who did decide to stick with TeamLoop, this phase of ambiguity helped
prepare the ground for momentum to recur in a third phase. Indeed, the ambiguity
surrounding TeamLoop also created the space needed for employees to develop their
own interpretations. Notably, the workshops not only provided further explanations but
also provided employees with a space for reassessing how TeamLoop could be useful
and what it could mean for them:

There was no reasonable motivation for it before. It was motivated by this idea from

the [CEQ]. But with the knowledge I have today I see it differently. And I also fully
stand behind it now because it makes sense now. (Sebastian)

This quote reflects how the phase of ambiguity and plateauing momentum provided

time and space for a transition from the initial hype towards a deeper understanding of
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TeamLoop. As evidenced in the previous section, some employees started to develop
their own understanding of TeamLoop independent of and uncoupled from the initial

idea communicated by management.

Embodiment: Recurring momentum through embodied commitment

Over time the momentum for TeamLoop recurred and persisted as more employees
stopped trying to make sense of or embrace the initial management narrative and instead
began making the initiative their own by ascribing their own interpretations. In this way
they eventually revived and perpetuated the momentum for TeamLoop in a subtle but
sustainable dynamic that was decoupled from the first phase. My data indicate that this
third phase of momentum was ultimately enabled by an embodied sense of experience
rooted in employees’ own sense of themselves at work.

Embodied commitment to a transformed notion of TeamLoop. At a time when overall
momentum for TeamLoop was plateauing in the organization and looked at risk of
fizzling out after often one-off introductory workshops with little follow-up, some
people in the company experienced quite the opposite, instead developing a deeper
commitment to the new modes of organizing according to their own understanding and
experience. Indeed, some interviewees talked of a tipping point in the context of such
workshops or other practical experiences that not only changed the meaning of
TeamLoop for them but also how they related to it going forward: “The point that really
changed things for me was this one workshop. [...] That’s really a moment I can pinpoint
and say ‘That changed it!” (Sebastian). Notably, interviewees often used bodily
metaphors when relating these pivotal experiences to describe how a notion of
TeamLoop had taken root:

I can’t recall precisely when it was. But there was a point when I felt it had become

second nature [in Fleisch und Blut iibergehen]* and it became so important that I didn’t
want to go back again. (Anne)

That first workshop was what really enthralled me [hat mich gepackt].* When the
coaches talked about what’s behind it. ... And I thought to myself “This is actually
genius!’. (Valentina)

2 Most of the interviews were conducted in German. In some instances, no literal translation of the
expression used to describe the physical experience exists in English. In those cases I have included the
German original. Here the original phrase literally translates as “it became my flesh and blood”.

3 A literal translation here would be “it grabbed me”.
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The ways in which these employees engaged with the new modes of organizing
and their reasons for doing so now differed from and went beyond the largely symbolic
realm of language-based communication that had initially evoked enchantment and later
ambiguity in the previous two phases of momentum. Instead, as the preceding quotes
illustrate, the form of commitment that enabled the momentum for TeamLoop to re-
emerge during this phase ensued from an embodied sense of engagement induced
gradually or quite abruptly through significant encounters and conversations.

Whereas the ambiguity that had prevailed in the previous phase was
characterized by employees trying to make sense of the initial management-driven
communication, the development of an embodied sense of TeamLoop in this third phase
was not compelled by further internalizing the management narrative. In this phase the
meaning of the new modes of organizing was largely decoupled from how it had initially
been communicated and people transformed the idea according to their own
interpretations and experiences. As one interviewee commented (Sebastian): “Before it
was something imposed from above — something that had nothing to do with how we
now understand TeamLoop — the way I understand it now and the way we're living it
now.” As part of this development, another interviewee reflected that even the name
TeamLoop “was almost perceived as a bad word by now” (Anja), and some employees
even started to use their own synonyms as a way of linguistically marking their
transformed understanding of their new ways of work.

Perpetuation of momentum as embodied presence. The transformed understanding
of TeamLoop among certain committed employees was carried into the wider
organization in multiple ways, including both intentionally and unintentionally. Those
who had adapted TeamLoop or some version of it were by now starting to incorporate
the new texts, meeting routines, and decision-making processes into their work. As one
interviewee (Lucas) explained, “That’s why [TeamLoop] is essentially always there —
because we live it and also unconsciously set an example of it.” In doing so, these
employees inevitably affected others with whom they cooperated in other parts of the
organization. Some also started consciously (re)producing their own transformed notion
of TeamLoop in their interactions with others. Statements by interviewees such as “I
tried to push it [TeamLoop] whenever possible” (Maria) confirm that some were now
intentionally and actively advocating for the new modes of organizing.

At the same time, a less obvious mode of perpetuating momentum now also came

into play. As one interviewee observed, those who were committed to their idea of
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TeamLoop exuded “something like an enticing radiance [Strahlkraft-Effekt]” (David) that
was readily perceived by others. According to one interviewee, this attitude “is more
like a kind of religion, a mindset... while many others in the company see [TeamLoop]
purely as a tool, a means to an end.” (Leon). This radiance and enthusiasm also
manifested itself in a departure by some employees from the company’s established
cultural codes and norms. For instance, one interviewee (Anne) observed how her male
colleagues had started to dress in a less formal way: “When I started working here, [one
colleague] used to come in every day wearing a suit and tie. Now I haven’t seen him in
a suit for ages. [Another colleague] too always used to wear a suit and tie and didn’t
dare to grow a beard.” Another remembered how “within a few months ... everyone
was on a first-name basis with each other” (Lucas) though it had hitherto been the norm
to use formal forms of address, at least in the German-speaking part of the company.
The new modes of work were thus not only experienced as embodied by those who
were engaging with them directly but also by others who observed such embodiment
and grew curious about the practices. The new ways in which TeamLoop was
perpetuated in this phase thus went beyond the largely symbolic realm of conversations,
instead now reflecting an embodied affective experience on the part of committed
employees that afforded a projection surface for the co-orientation of others.

In sum, the momentum that recurred in Phase 3 was more subtle and manifested
very differently from the momentum that had spiked in Phase 1 and plateaued in Phase
2. This fresh momentum was sustained by employees’ commitment to their own notions
of the new modes of organizing and proved so persistent that some of these employees
stated they would rather leave the organization than return to the old ways of
organizing. For example, one interviewee (Valentina) said that while she and her team
could of course always fall back on the classical ways of organizing, “I'd really like to
avoid that. Because I won't stay for that. Then I [will] leave too.” Another emphasized
that she was no longer worried about TeamLoop being dropped because a point of no
return had been reached that meant the level of disappointment caused by dialing back
would cause too much damage:

I used to be worried before that the topic might be dropped again. That was definitely
a concern of mine. But at some point that worry was gone. I felt we’d come so far in

this process that it was impossible to dial back. It would cause incredible damage if
they took this way of collaborating away from us now. (Anne)

As these quotes demonstrate, it had become virtually impossible by this point to detach

the new modes of organizing from employees’ embodied experiences. One interviewee
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(Lucas) pointedly said in this context, “this [TeamLoop] is not something that is
somehow written down somewhere and when I cross it out, it's gone.” As these data
show, it would have been impossible to disconnect this transformed notion and
experience of TeamLoop from those employees who had internalized it in their own
bodies.

Overall, my data suggest that whereas the initial top-down buzz generated
around TeamLoop created a spiking momentum for the initiative that soon petered out,
it was the embodied commitment by a small number of adopters that ultimately
sustained the new modes of organizing from the bottom up. In short, it was these
employees’ transformation and incorporation of these new ways of working that
cumulatively added substance to the TeamLoop initiative to such an extent that the idea
was perpetuated and became a surface for co-orientation without continued managerial

intervention.

Discussion and conclusion

This paper has explored how momentum can emerge bottom up and unfold over time
beyond and independent of strategic intervention. My findings and analysis have
evidenced and elucidated how the new modes of organizing introduced into the case
firm led to the emergence of three different, although not mutually exclusive, types of
momentum over time: Enchantment, Ambiguity, and Embodiment. Thus, although the
initial buzz surrounding TeamLoop generated considerable momentum, this
“enchantment” proved fleeting and soon transitioned into a contested phase of
ambiguity in which momentum plateaued and appeared at risk of dwindling away
entirely. Over time, however, momentum for TeamLoop re-emerged from the bottom up
as some individuals started to ascribe their own meanings to TeamLoop, attaching
themselves deeply to the idea and perpetuating it based on their transformed
understanding rather than the original management-driven concept. An especially
notable insight from my analysis is that this re-emerging momentum was intricately
linked to a sense of embodiment whereby a transformed and appropriated
understanding of the meaning of TeamLoop had become an integral part of these
employees’ sense of being at work. My analysis has highlighted the significant role
played by such transformed, appropriated meanings and subsequent embodied
commitment in the emergence of bottom-up momentum in the first place and in the

perpetuation of this momentum over time. As such, my study further makes the case for
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recognizing momentum as a force that animates organizational life beyond planned
change and strategic intervention. Below I outline how adopting a communicative
constitutive view helped uncover these insights and how they contribute to the existing
literature on momentum.

Applying a communicative constitutive approach (Ashcraft et al., 2009; Taylor,
2009; Taylor and Van Every, 1999) as a novel theoretical lens on momentum provides an
understanding of how TeamLoop entered MedCo as a new “text” that served as a surface
for co-orientation as individuals projected their hopes onto this promising new mode of
organizing (see also Kuhn, 2008). Prior studies have highlighted the importance of
managerial action to generate momentum (Dutton and Duncan, 1987; Jansen, 2004, see
also Wiebe et al., 2012). Similarly, ideas about TeamLoop were described and stabilized
through continuous reproduction, especially through the initial top-down
communication of the idea, crystallizing as a new text to which members of the
organization could co-orient themselves. This was especially evident in the first phase of
enchantment when many projected their hopes onto this promising new mode of
organizing. This initial momentum for TeamLoop spiked as it entered people’s
conversations and as its hopeful promise was perpetuated in communication that
generated excitement among employees and led them to strive to make sense of this new
mode of organizing. Such momentum soon plateaued, however, as people’s initial
enchantment with the idea proved transient and unsustainable.

Adopting a more conventional and strategic view to analyze how momentum
unfolded in my case would probably have led to the conclusion that initial momentum
for TeamLoop had plateaued because it was not managed in a consistent manner. After
all, initial momentum is often thought of as a means to prepare the ground for generating
continued momentum towards a goal (Dutton and Duncan, 1987; Jansen, 2004; Turner
etal., 2013). By contrast, applying a communicative constitutive approach in my analysis
led me to quite a different interpretation of the case that yielded valuable new insights
into the role and nature of momentum in organizations. From a communicative
constitutive perspective, the initially management-driven communication about
TeamLoop can be understood as having propagated a particular meaning that closed off
other potential interpretations of what it might and might not mean. As Vdsquez et al.’s
(2016) insights on the (dis)ordering dynamics of communication suggest, momentum
may easily be stifled if meanings are too closed off, in this way constraining the

perpetuation of momentum in and through communication, i.e. preventing the active
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(re-)negotiation of meaning that precisely characterizes momentum in a communicative
constitutive understanding. The same could also be said of the introductory workshops
conducted to disseminate the idea, with some participants experiencing disenchantment
as they were “taught” what TeamLoop was actually about, dispelling the hopeful
promise of TeamLoop and the meanings these employees had projected onto the
initiative.

As initial momentum for TeamLoop plateaued and was replaced by a phase of
ambiguity, however, more space opened up for those still interested in the idea to
develop their own understandings of the initiative. Although this interpretive space only
opened up after the initial hype had subsided, some employees already experienced such
space in the introductory workshop settings where they were able to engage more
actively with TeamLoop and negotiate its meaning. This room for interpretation
increased over time as management became less involved with TeamLoop. Crucially,
although this opening up of meanings in the phase of ambiguity initially seemed to
indicate that momentum for TeamLoop might ultimately subside because it meant so
many different things to different people, I argue that it was precisely this particular
interplay of fixing and opening meanings that ultimately prepared the ground for
momentum to re-emerge, this time from the bottom up (see Vdsquez et al., 2016). As my
data confirm, the new and transformed meanings of TeamLoop developed in this phase
slowly but surely stabilized to form an alternative surface for co-orientation detached
from management-driven communication.

A further key insight afforded by analyzing this case from a communicative
constitutive perspective is my finding that some employees felt that their own
transformed notion of TeamLoop had become an integral part of themselves at work
over time, describing it as something that had taken root in their bodies and which they
emanated in a way that was perceptible even to their colleagues who were not engaged
with TeamLoop. Previous research (e.g. Dutton and Duncan, 1987; Kelly and Amburgey,
1991), and especially Jansen’s influential article (2004) on momentum for strategic
change, has similarly alluded to such abstract influences on momentum, albeit in a more
general way, referring to “energy” without specifying what such energy might consist
of beyond a certain intensity of commitment to a particular path. Again, here a
communicative constitutive understanding can help explain how my interviewees’
interpretive commitment to their own transformed notions of TeamLoop eventually

transcended the boundaries of language and took root in their bodies. As Wright (2016,
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2019) has shown in his work on embodied organizational routines, the text-conversation
dialectic that characterizes how organization is (re)produced from the perspective of a
communicative constitutive understanding can develop an embodied intensity as actors
reproduce organization in embodied citational patterns (see also Ashcraft et al., 2009).
Such embodied reproduction of organizational processes is clearly evident in my data,
with interviewees stating that TeamLoop and all it entails had become “second nature”
to them over time — or literally their “flesh and blood” in the German original. According
to these interviewees, once they had begun to make TeamLoop their “own” it became
engrained not only in their language at work but also influenced other cultural norms
such as their way of dressing, further manifesting in a more abstract way as an embodied
presence and commitment they now brought to work.

Such embodiment was particularly evident in observations made by my
interviewees of how those employees who had adopted TeamLoop in their work
emanated a certain radiance. This in turn indicates both that the new modes of
organizing exerted an affective “pull” on some employees as they interpreted and
practiced them over time and that this pull was sufficiently strong as to be perceptible
both to adopters and others in the organization, manifesting in ways beyond these
adopters’ use of a new language and their development of a critically informed
evaluation of the new modes of organizing. In this way these affective attachments
formed by employees engaged in the new practices also served to spread and perpetuate
interest in and momentum for TeamLoop among others in the organization (see Kuhn et
al.,, 2017). Here it should be reiterated, however, that the embodied commitment to
TeamLoop which facilitated such affective attachment and perpetuation had only
become possible once certain employees had developed a transformed understanding of
the new modes of organizing and made the ideas associated with TeamLoop their own.
Ultimately, I argue, momentum was only able to recur and be sustained in a more
bottom-up fashion after employees had developed a personal embodied commitment to

the initiative and the meanings they ascribed to their new ways of working.

Contributions

Taken together, my study makes three interrelated contributions to the literature on
momentum. As a first and general contribution, my analysis expands our understanding
beyond the focus on leaders as main drivers of momentum. It offers a more balanced and

nuanced perspective than previous studies that have mainly foregrounded the
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significance of leaders in driving momentum (Dutton and Duncan, 1987; Jansen, 2004;
Jansen and Hofmann, 2011). In particular, I have highlighted the potentially transient
nature of momentum generated solely through top-down communication and strategic
intervention. Unlike previous approaches taken in the literature that might have led me
to end my analysis at the point when momentum for TeamLoop plateaued, the
perspective I adopted in my study helped reveal how momentum can persist and re-
emerge even after initial enthusiasm has subsided when efforts to maintain it become
bottom up rather than top down. In line with one of the key aims of this paper, my study
thus empirically demonstrates how momentum can recur and be sustained from the
bottom up without continuous managerial intervention.

Second, my study offers an empirical exploration of prior theoretical
conceptualizations of bottom-up momentum. My findings confirm the notion of “social
contagion” and the force of cumulative actions highlighted by Jansen (2004, see also
Jansen and Hofmann, 2011) in the context of bottom-up momentum. At the same time,
however, my account extends beyond the idea inherent in the social contagion metaphor
that mere “virality” is the primary marker of successful momentum. For while a form of
contagion did indeed drive momentum in my case, in the sense that the ways in which
certain employees embodied and emanated their commitment to TeamLoop attracted
the attention and interest of other employees, this perpetuation of momentum occurred
in a more subtle and non-linear manner. By applying a communicative constitutive
approach, therefore, my analysis extends our understanding beyond a linear notion of
communication as transmission (see Axley, 1984) and reveals the limitations of targeted
top-down communication. More specifically, my study shows how the emergence of new
meanings can generate momentum independently of initial managerial messaging.

Third, as a wider implication of my findings, my study makes the case for
conceptualizing momentum as an organizational influence more generally, highlighting
the relevance of the concept beyond the context of organizational change (see also
Kremser and Sydow, 2022). By this account, all organizational processes — whether large-
scale and exceptional or habitual and everyday — require a certain degree of momentum

to persist.
Limitations and outlook

My study has several limitations that, in turn, suggest promising new avenues for future

research. First, it is not fully clear what would have happened in my case if top
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management had mandated a strategically planned roll-out of TeamLoop. Although
some prior research suggests such a comprehensive top-down initiative would probably
still have elicited some degree of commitment (Dutton and Duncan, 1987; Jansen, 2004,
see also Wiebe et al.,, 2012), my findings suggest that a longer-term change process
flanked by change communication could have resulted in a closing-off of potential
meanings or alternative interpretations (see Vdsquez et al., 2016). The bottom-up
momentum that emerged as a result of the intense embodied commitment that evolved
among certain employees to their own interpretations of TeamLoop may not have been
possible to the same extent. More research is needed to explore this interplay and the
fluctuations between top-down and bottom-up influences on momentum.

Second, the kind of bottom-up momentum I observed could have been stifled if
countered by powerful opposition in the organization (see Wiebe et al., 2012 on
momentum and managerial agency). As it transpired, however, MedCo’s management
refrained from any attempt to rein in or curb the enthusiasm of those most committed to
the new modes of organizing. This was in part because those who perpetuated
momentum from the bottom up still used the label of TeamLoop even though it meant
entirely different things to different people. As such, it would have appeared insincere
of management if they had tried to restrict something that they had initially come up
with and promoted. Future research could usefully investigate these dynamics in more
detail to clarify how bottom-up momentum would behave when met with powerful
opposition. Finally, although interviews provide appropriate data for this kind of study
insofar as momentum is an interpretive subjective perception, future research could
incorporate other in-depth forms of data such as observations and interaction-based data

from meetings and other instances of internal organizational communication.
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Paper 3.
Cultivating dispersed collectivity:

How community participation matters for employee activists

Anna Stober and Verena Girschik

Employee activists who pursue a social purpose at work often face harsh headwinds and
find their efforts frustrated as they attempt to drive change from within their companies.
They may therefore seek support in communities that center on their social purpose but
reside outside their companies. Our manuscript seeks to advance our understanding of
how employee activists’ participation in such inter-organizational communities shapes
how they experience their change agency. Grounded in an in-depth qualitative study of
an inter-organizational community of employee activists, we find that community
participation generates what we call dispersed collectivity: by cultivating collective
momentum and empathic connections, employee activists come to feel part of a bigger
movement even when they return to their companies. Dispersed collectivity enables
employee activists to reconceive the courses of action they can viably and meaningfully
take to drive change. Specifically, they develop a repertoire including conceptions of
change agency as resilience, emancipation, and liberation. Our study contributes to the
literature on employee activism by detailing how activists cope with the constraints of
their change agency in their corporate lives and by offering a nuanced view of the
potential and limitations of inter-organizational communities for mobilizing and
sustaining employee activism.

Keywords
activism in an around organizations, change agency, employee activism, inter-
organizational communities
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Introduction

Recent literature has emphasized the transformative potential of employee activism, i.e.
the efforts of employees passionate about a social purpose to change corporate practices
from within their company (DeJordy et al., 2020; Girschik et al., 2022; Schifeling et al.,
2022; Wickert and de Bakker, 2018). As corporate insiders, employee activists have access
to internal knowledge and political processes, which puts them in a position to
effectively frame issues and use persuasive tactics to micro-mobilize others (Briscoe and
Gupta, 2016; Gond and Moser, 2021). Despite these advantages, employee activists often
face adverse conditions, and their portrayals as “activists in suits” (Carollo and Guerci,
2018) or “tempered radicals” (Meyerson and Scully, 1995) alert us to the difficulties of
being an activist inside corporate walls. Indeed, people breaking with corporate social
norms and practices may experience opposition or sanctions from powerful actors
(Kellogg, 2012; Soule, 2012), as well as social exclusion, shaming, or ridicule from
colleagues (Kenny et al., 2020; Scully and Segal, 2002). To avert these social sanctions,
people may feel that they have to hide their non-conformity behind a “corporate mask”
(Scully, 2015).

For support, many employee activists benefit from participation in communities
that center on their social purpose but reside outside their corporate lives. Inter-
organizational ties, are well-known to provide external legitimacy and leverage for
employee activists (Buchter, 2021; DeJordy et al, 2020). In addition to strategic
mobilization purposes, however, such communities matter for individuals because they
allow them to take off their professional mask and connect with people who share their
concerns (Kociatkiewicz et al., 2021; Meyerson and Scully, 1995). Indeed, because they
are external to the corporations in which their members work, they can function as free
spaces as they liberate people from the dire constraints of their daily lives (Furnari, 2014;
Rao and Dutta, 2012). Such communities can thereby provide opportunities for defining
new courses of action aimed at challenging the status quo (Creed et al., 2022; Villeseche
et al., 2022). Communities can thus be considered a crucial organizational force that
sustains activism and effectuates change across organizational boundaries (Skoglund
and Boshm, 2022).

While communities can undoubtedly make a difference for employee activists, we
still know relatively little about whether and how community participation shapes how
employee activists experience their change agency as they pursue their social purpose in

their corporate lives. There is a risk that such communities constitute a parallel world,
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thus leaving employee activists oscillating between the community and their companies.
Exploring how employee activists connect both worlds, we adopt a phenomenological
view on change agency that foregrounds their experiences of their “place in the world”
and of what courses of action they may meaningfully undertake to drive change (Creed
et al., 2022; see also Coole, 2005). To sensitize us to employee activists’ experiences, we
begin our study by diving deeper into the tensions inherent in challenging the status quo
from within. We then explore how communities may shape their experiences of their
change agency.

Our research is grounded in an in-depth case study of an inter-organizational
community of employee activists who advocate for a more “self-determined and
meaningful world of work” (as stated on their website). By the time of the study, the
community had grown to around 200 members from more than 90 corporations based
in Germany (note that it is not the organizations that obtain membership but that
individual employees become members). The community is not for profit and is
organized entirely through the voluntary work of its members. Our data collection
consists of observational data collected by the first author, who participated in the
community and their online platform as a researcher from March 2021 until early 2023,
as well as in-depth interviews with community members.

Our study finds that participation in the community offers employee activists a
space to collectively experiment with alternative practices that align with their
aspirations, thereby creating collective momentum. Moreover, the community makes it
possible to take leave their professional fagade behind and cultivate a sense of belonging
through emphatic connections. Employee activists carry these community experiences
into their corporate lives through what we term “dispersed collectivity,” i.e. a sense of
connectedness with their community even when at their workplaces. Dispersed
collectivity functions like a prism through which employee activists reconceive the
tensions between their transformative aspirations and the corporate reality of their
workplace. Thereby, community participation shapes what employee activists perceive
as viable, desirable, and sustainable courses of action for themselves to undertake.
Specifically, dispersed collectivity makes them feel part of something bigger, which in
turn allows them to reconceive their experience of change agency in three ways: as
resilience, as emancipation, and as liberation.

Our study contributes to the burgeoning literature on employee activism by

offering a more nuanced view of the potential and limitations of communities for
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mobilizing and sustaining employee activism. By showing how community experience
can help employee activists reconceive the repertoire of viable courses of action available
to them, our study not only has implications for understanding how employee activists
sustain their activism despite the challenges they often face. It also challenges us to revisit
our ideas about how employee activism manifests and to broaden our perspective to

reappreciate piecemeal change and more subtle expressions of change agency.

Employee activism: transformational aspirations meet corporate reality

Employee activism is fraught with tensions. On the one hand, employee activists are
well-positioned to act on their aspirations seeing as they benefit from insider knowledge,
access to political channels, and resources, that they attempt to leverage for their purpose
(Briscoe and Gupta, 2016; Wickert and de Bakker, 2018). Yet on the other hand, being
positioned “under the umbrella of management,” employee activists more often than not
find themselves constrained (Scully and Segal, 2002). Companies generally uphold
strong norms defining what roles and what courses of action are considered viable and
desirable, and these norms constrain what roles employee activists can construct and
perform. For example, Wright and colleagues (2012) have shown how sustainability
managers engage in identity work to negotiate the tensions between their sense of self
and the constraints of the work context.

Activist roles tend to be most acceptable when they are either mandated by
management or when they are tied to “feel good” initiatives, such as recycling programs
(Boiral, 2009; Norton et al., 2015). In such roles, employee activists may contribute to the
company’s strategy as well as its reputation externally and internally, thereby earning
the support and protection of management (Scully and Segal, 2002). Instead of being put
in a position to challenge the status quo in ways that are meaningful to them, however,
employee activists experience that their aspirations are curtailed and re-written to match
the corporate program (see, e.g., Wright and Nyberg, 2017). Effectively co-opted into
corporate agendas, these roles may appear agentic while conforming with and
reinforcing existing practices and norms (Girschik et al., 2022).

However, when employee activists deviate from their mandate and challenge
power relations or dominant ways of thinking and doing, they and their efforts may
become the targets of “institutional blockers” invested in defending the status quo (Levy
and Scully, 2007; see also Lawrence and Suddaby, 2006). Colleagues and managers who

defend the status quo may meet activists with eye-rolling and other forms of shaming
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and micro-aggressions (Carollo and Guerci, 2018; Scully and Segal, 2002), they may
silence, degrade or exclude them (Decelles et al., 2020; Hafenbradl and Waeger, 2017;
Kenny et al., 2020), and even undermine their careers (Meyerson, 2008). Because
employee activists depend on their target organization for their missions (Briscoe and
Gupta, 2016), they must walk a tightrope between passionately pursuing their
aspirations and pragmatically adjusting to corporate reality.

Overall, employees’ dependence on their company renders their activism
inherently fragile, and they must therefore often settle for incremental and piecemeal
change despite their transformative aspirations (Scully and Segal, 2002; Skoglund and
Boéhm, 2020). Employee activists are often well-aware and reflexive about the
instrumentalization and cooptation of their passion to serve corporate agendas, and the
salient discrepancy between their transformative aspiration and the rather dreary
corporate reality is a disheartening and utterly frustrating experience that can dampen
their experience of meaning and purpose, thereby making it difficult for activists to
sustain their change efforts (Carollo and Guerci, 2018; Driscoll, 2020; Wright and Nyberg,
2012). Therefore, many employee activists seek out communities where they can connect
with like-minded people outside their companies. Indeed, Meyerson and Scully’s
influential work on “tempered radicals” (Meyerson and Scully, 1995) already
emphasized the importance of outside communities as sources of “emotional support,

and, perhaps most important, empathy” (597).

How communities matter for employee activists

As O’'Mahony and Lakhani (2011) show, the concept of community in organization
studies is fuzzy and comprises many different definitions of communities and subfields
of research which highlight the different manifestations and affordances of communities
in and around organizations. Following Brint (2001: 8) we generally define communities
as “aggregates of people who share common activities and / or beliefs and who are bound
together principally by relations of affect, loyalty, common values, and/or personal
concern (i.e., interest in the personalities and life events of one another).” We are
specifically interested in communities “between” organizations, i.e., where activists from
different companies meet and extend this definition to such inter-organizational
communities. While it is well known that employee activists collaborate with outsiders

to advance their causes (e.g., Binder, 2022), participation in a community entails that
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people form meaningful relations around shared purposes and thereby construct a sense
of belonging (Garrett et al., 2017; Kociatkiewicz et al., 2021).

In professional contexts, such communities usually take the form of professional
networks. Professional networks are well-known to allow members to pool resources
and solve practical problems collectively (O'Mahony and Lakhani, 2011). Research on
communities of practice has long established that such exchanges among professionals
who share common skills, interests, and aspirations can help them to develop their skills
further and acquire new knowledge which, in turn, helps them to become better at their
job and advance their careers (Wenger, 2000; see also Nicolini et al., 2022 for a review).
Research on feminist business networks has shown that employee activists may seek
such professional exchanges to boost their resources and problem-solving skills, thereby
potentially enabling them to become more skilled and resourceful in their change efforts
(Petrucci, 2020; Villeseche et al., 2022). However, in and by themselves, such professional
exchanges might not succeed in cultivating an authentic sense of community not in
disrupting organization-level practices.

Beyond the strategic pursuit of activities aimed at driving change, however,
studies of social movements suggest that a community’s appeal can lie in that it provides
an alternative world at a distance from the institutions that otherwise dominate people’s
daily lives. When offering a trusting space that invites participants to reflect on,
challenge, and redefine prevailing social norms without having to worry about a
potentially hostile environment (Reedy et al., 2016), communities can experiment with
prefigurative practices; i.e. enacting the ways of thinking and doing that the activists are
committed to acting toward in the here and now (Yates, 2015; 2021; see also Graeber,
2002; Maeckelbergh, 2011). While usually small-scale, such experimentation with
alternatives plays a key role in societal change in that they contribute to activist activities
that target the status quo more contentiously (De Coster and Zanoni, 2022; Skoglund and
Bohm, 2022).

For individuals, participation in such communities may constitute a
transformative experience insofar as it opens new horizons, enabling people to envision
new possibilities and to initiate Changes in their lives (Ehrnstréom-Fuentes and Biese,
2022; Reinecke, 2018; Skoglund and B6hm, 2020). Indeed, Creed et al. (2022) have argued
that participation in communities may shape a person’s experience of themselves and
their place in the world and influence how certain social issues come to matter for them,

and why and how they feel compelled to engage in social change. Such transformative
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potential notwithstanding, employee activists depend on their company for their
missions and will thus return to their corporate lives. Since their experience of their role
in the world and their change agency is relationally constructed, context-dependent, and
therefore potentially precarious, the question arises of whether and how community
experiences still shape employee activists’” experiences at work. We sought to provide
new insights into this question through an in-depth empirical study of an inter-

organizational community of employee activists.

Empirical context and methods

Research context

Our study focuses on a German inter-organizational community of employees who
advocate for and promote a more “self-determined and meaningful world of work” in
their companies, as stated on their website, eventually aiming to change the way we
work on a societal level. It was founded in 2017 by 12 employees of different well-known
German companies to foster exchanges about more self-determined and meaningful
forms of organizing. While definitions may vary in practice, in academic terms “self-
determined” generally refers to a higher degree of shared authority concerning how
tasks are allocated or decisions are taken (Diefenbach, 2020); while “meaningful”
pertains to the subjective assessment of work and tasks as being a source of purpose or
of value by those who have to do the work (Michaelson et al., 2014). The founding
members had come together at different meetups about more self-determined forms of
organizing before but had experienced that most of the discussions in existing contexts
focused largely on startups and smaller businesses, and they shared the perception that
the challenges of promoting new forms of organizing were different and more
formidable in the corporate sphere.

By the time the first author joined the community, it had grown to around 200
members from more than 90 companies. Membership is free and held by individual
members rather than their organizations, allowing members to stay members even if
they change jobs. Members hold a variety of different roles in their companies and we
formally interviewed 15 employees of 14 different companies. While many of them are,
as per their organizational role, change agents of some sort, their exact job functions vary
and include, for example, generalist in-house consultants, IT professionals, facilitators in
the transition towards more sustainable business practices, or union representatives. The

community is not for profit and is organized entirely through the voluntary work of its
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members. To avoid the community becoming a marketplace for consultancy services,
one can generally only become a member if one works for an established company and
not, for instance, as an external consultant. This rule, however, is currently being re-
negotiated as many members leave their corporate roles to start their own companies.
We decided to focus on this community because it publicly espouses its purpose
as bringing together employee activists and making a difference for society by combining
efforts across and between organizations. The transformative aspiration to change the
way we work on a societal level was not only conveyed in the publicly available data but
also during initial conversations the first author had with several members. Importantly,
the community consists exclusively of people in employee-, or lower- to middle-
management roles, which made this a particularly fascinating case to study how inter-
organizational communities matter for employee activism. This choice was further
strengthened by the community’s grassroots and not-for-profit setup, which, unlike so
many other professional networks or communities, relies entirely on the commitment
and dedication of its members, independent of any company-mediated resources. The
community thus offered a valuable opportunity to advance our understanding of how
participation in inter-organizational communities matters for the employee activists

themselves, beyond any corporate mandate.

Data collection
The first author joined the community and its online platform as a participant observer
and by attending their events from March 2021 until January 2023. The researcher’s
interest in the community had been sparked when reading publicly available data
published by members of the community, such as entries on social media, podcasts, and
magazine articles. Joining the community, they were initially interested in
understanding how the community was organized and how its members pushed
collectively for different work practices in their companies. The first author followed and
analyzed the entries in the online platform and participated in the main community
events, during which members come together in larger groups of 50-70 participants and
which took place once or twice a year.

Already in the initial phase of data collection, we noticed that community
practices seemed disconnected from the community’s publicly espoused aspirations and
that the community struggled to mobilize collective change activities. The first author

began interviewing members and learned that this struggle had its origins in the very
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setup of the community: Individuals struggled to reconcile tensions between the
alternative ideals that they nurtured in the community and the constraints of their
corporate roles. To better understand these tensions, we proceeded by conducting
further in-depth interviews. The first author started by interviewing members who were
central to the community, including founding members, and who were very active on

the online platform and during events.

Table 1: Overview of interviews

Pseudonym Position Industry*

Utilities, logistics &

Jana Inhouse consulting telecommunications

Claudia Inhouse consulting Professional & financial services
Frank Inhouse consulting Technology

Philip IT project management Professional & financial services
Peter Inhouse coach Professional & financial services
Inka Learning and development Utilities and logistics

Sebastian Learning and development IT/communications

Niels Project management Technology

Hans Process engineering Automotive

David Self-employed Professional & financial services
Christian Operations management Technology

Stefanie Learning and development Automotive

Oliver Strategic project management E;liéizi)e;’r:?ug;?g;fns

Simon Organizational development Technology

Jennifer Organizational development Automotive

! Please note that we aggregated some of the industries for the sake of anonymity.
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They then identified additional interviewees by participating in events and the
online platform, selecting people who had been members for at least two years and who
actively contributed beyond the main events, for example by organizing initiatives in
sub-groups or joining regular small-group activities. Choosing fairly active members
was important since it became clear early on that of the more than 200 members, only a
part was regularly attending and contributing to the community’s development and
initiatives. Hence, such purposive sampling was important to capture those community
members who can be considered employee activists. Table 1 displays an overview of the
interviewees.

The interviews followed a semi-structured interview guide that the authors
developed together based on the initial interviews. The interviews aimed at gaining
further insights into interviewees’ role(s) and experiences of their employee activism in
their workplace and their community participation — and how these experiences had
developed interdependently over time. They were conducted in German, lasted between
60 and 90 minutes, and were recorded and subsequently transcribed. Further, we kept
meticulous notes of our observations during participation in events throughout the
study, in particular noting expressions of individual experiences and how social

dynamics unfolded within the group. Table 2 provides an overview of the data.

Table 2: Overview of data

Type of data Description

Podcasts (157min),
Videos (48min),

LinkedIn posts (12 pages),
Website

Publicly available data

4,5 days of events (3 days online, 1,5 days in
person), ca. 32h (field notes, photos and
screenshots of (digital) artifacts such as
agendas)

Participant observation

Ca. 190 pages covering a period from November

Posts from internal online platform 2020 to January 2023

15 recorded and transcribed, 60-90min per

Interviews with community members . .
interview
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Data analysis

We followed an interpretive and inductive approach in analyzing the data. Both authors
read through interview transcripts and other data and annotated them independently.
We then discussed our empirical observations in constant comparison to emerging
theoretical ideas. We noticed that some of the struggles and tension already observed
during the ongoing data collection also stood out when we engaged with the data more
analytically: The employee activists struggled with the tensions between their
transformative aspirations and the demands of their corporate role. Moreover, the
tensions pertaining to the transformative experiences in the community versus the
constraints of corporate reality started to surface from early on.

We decided to focus our data analysis on these tensions and proceeded to a more
structured mode of coding to tease out the tensions that people experienced relating to
their employee activist aspirations but also between the community experience and the
return to the corporate setting. As a next step, we focused our coding on the community
experience and how this experience mattered for employee activists when returning to
their corporate roles. Discussing the coded sections in several iterations, we summarized
them into 23 first-order concepts which we sorted into three sets of second-order
concepts (seven in total). Intending to understand the dynamic relationships between
the second-order themes, we distilled three aggregate dimensions (Gioia et al., 2013). For
instance, the first-order concept “experimenting with alternatives” forms part of the
second-order theme “cultivating collective momentum”, which, together with the
second-order theme “experiencing empathic connections” forms the aggregate

dimension “transformative experience of collectivity” (see data structure in Figure 1).
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Findings

In what follows, we detail the tensions around their aspirations that employee activists
encounter daily; how the community provides an antithetical space to such tensions; and
ultimately how the juxtaposition of their experiences in the community and their
corporate lives can work like a prism for the employee activists” experience of change
agency. Specifically, we identify three ways in which the employee activists reconceive

their change agency: as resilience, as emancipation, and as liberation.

Employee activists’ aspirational conceptions of change agency

The employee activists we encountered during our study had different backgrounds and
motivations for joining the community, but they shared aspirational conceptions of their
change agency. We summarize these aspirations as “longing for meaningful work” and
a “wanting to belong in company”.

Longing for meaningful work. Many community members, also before joining the
community, expressed that what made their work meaningful was the pursuit of a social
purpose beyond their corporate mandate and to “question the system” (quote from chat).
Or, as another interviewee put it: “I am doing [this] because I want to make a difference
for Germany” (Frank). Many of them shared a belief in the power of people to transform
society for the better by promoting work practices that enable more participation and
democracy in the workplace and help to harness the power and resources of corporations
to transform the way we work on a societal level, as Simon explained: “make the world
better every day [sic]. That's the goal ... I have relatively good access to the organization.
And that I want to position the organization in such a way that it is more effective in
accomplishing this goal.”

Work, from the participants” perspectives, was not only meant to advance their
careers but they sought to spend their time at work — a large part of many people’s
lifetimes — using their talents in meaningful ways as well as enabling others to do so,
too: “What motivates me, also based on my own experience, is to enable people to do
something meaningful in a holistic sense ... What can we contribute beyond what is
expected in a job description?” (Niels) As demonstrated in this quote, many members
share the belief that they can advance their societal purpose through their work.
Indeed, many emphasized that they felt obliged to act on their aspirations as a matter

of personal integrity:
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That I stand by what I do, that I can do it with a good feeling, with a good feeling,
yes, ... that I can say ‘what I'm doing is appropriate, it is consistent, it is right, I can
stay true to myself’. (Inka)

As this quote illustrates, the aspiration to drive change and their longing for meaningful
work was tied to members’ sense of self and their place in the world.

In practice, however, many employee activists struggled in their corporate roles.
Many of those who joined the community worked to some extent with organizational
change in their corporate roles, and those corporate roles ranged from “compliance and
CSR”, “quality management”, and “organizational development and agile coaching” to
“process development” (posts on online platform). Our data show, however, that many
members found themselves preoccupied with fulfilling their roles and tasks given to
them by management, and they often found themselves unable to find time and energy
to pursue the causes important to them. Others explained that they could not integrate
their aspirations within their roles at all. As Hans describes, “[My] main responsibility is
laboratory analysis. And I have an agreement with my boss that I get some freedom to
learn more about all the other things that are important to me.” Longing for meaningful
work, many employee activists joined the community in the hope to foster their ability
to pursue their social purpose in their companies.

Wanting to belong in their company. The employee activists in the community saw
their company not only as a lever for societal change but also as part of their social
identity. As one person introduced herself in the community chat on the online platform:
“During the pandemic, it became clear to me again and again what a great company I
work for. We produce ... everything you need in a hospital, improving the health of
people all over the world.” This quote is illustrative of the pride that many participants
expressed in their company. Participants’ identification with their companies was also

e

evident in that they commonly referred to their companies as “mother,” “parent,” or
“home organization” (quotes from the online platform). There was a shared
understanding that participants would return to their “home port,” where they thereby
indicated they belonged.

Yet in practice participants’ relations with their companies were often strained,
especially when they vigorously pursued their social purpose. As Stefanie put it: “That
is, I believe, the greatest tension for me at this point: to stay true to myself but to still fit
in.” As in this quote, many members expressed that they struggled to experience a sense
of belonging in their work lives, feeling rather “like a penguin in the desert” (Claudia).

Some even experienced that they were alienated and ridiculed by colleagues when they

152



were more upfront about their transformative ideas. As Peter described: “they lost a
piece of home in their organization, because some of them are even being marginalized.
Some say, ‘they are nuts!” or ‘that’s a no-go!’.” Despite wanting to belong to their
companies, many participants thus experienced that they did not fit in.

These tensions between their aspired change agency and the reality of their
workplaces, however big or small, motivated the employee activists to seek out the
community in the hope to meet like-minded people who would understand them and
support them in dealing with the practical and emotional challenges that advocating for
change in a highly institutionalized setting entailed, as Sebastian explained:

I'm pretty sure that I'm not the only one who is part of a corporate setting and who

is faced with a lot of resistance and many challenges and tensions. And [in the
community] we meet people with the same tensions and challenges.

In what follows, we unfold how people experience such connections with like-minded

others as they participate in the community.

Community participation as transformative experience of collective momentum and

empathic connections
Mirroring members’ aspirational change agency, the community was founded, as a
founding member put it:
...deliberately in [the context of] established corporations, because I think — and
many others in the community do, too — that we will, at least in Germany, need

corporations in the future...knowing full well what is and isn't possible in a
corporate context. (Jana)

The aspiration to use corporations as levers for change was a shared understanding that
brought the founding members together as a community in the first place. As one
member put it, “our purpose [in this community] has always been to use the power of
our network, because we assume that corporations, in particular, have power in the
world of work.” (Philip). Indeed, the main idea was that the community would
strengthen efforts to change companies from within and to “combine the potential of our
parent organizations in collaboration” (post in chat).

The community’s declared motto on its website was to “be the change”, which
features prominently on its landing page and attracts many members. Many joined
because they expected to “share experiences and learn from each other” (post on online

platform), to find a “shared learning space”, as one interviewee calls it, and “to work
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together on challenges, maybe also competencies...to acquire competencies that we all
deem increasingly relevant.” (Niels). Others joined looking for emotional support, as one
member puts it: “I was very much hoping to find something like an energy station. Or
to find like-minded people and no longer feel so alone. That was my hope.” (Christian)
Our analysis shows that especially the experience within the community (at meetups
and events) meets and exceeds such hopes: Members experience the community as
transformative because members cultivate collective momentum and empathic human

connections.

Cultivating collective momentum. Members who joined and stayed in the
community throughout our study emphasized how much they valued the exchange with
like-minded others. As one interviewee put it, she appreciates how the community
enables her “to exchange with other people on a topic that preoccupies you, that bothers
you, that you can’t seem to make progress on, and thereby get new ideas” (Inka). Their
shared aspiration, “to promote a self-determined and meaningful world of work”
(community website), enabled such exchanges because people had a common ground to
build on and did not feel that they had as much explaining to do but could instead

address the issues they want to discuss right on, as Hans described:

There is so much mutual support. No matter the question I throw into the room, I get
answers, always. There is no silo-thinking — you have a question, and someone has
an answer or even offers you a solution. Just like that. No tactics, no financial gain,
or something like that. (Hans)

As this quote shows, open exchange among employees of different corporations without
hidden agendas was a new experience for him. Similarly, another member even hinted
at the fact that he was somewhat stuck in his bubble before becoming a community
member, partly because it was frowned upon as an employee to seek exchange with
employees from other corporations:

To meet people from other companies. Because up until then, we were really in our

own [company’s] bubble. So, you were only allowed to, you only spoke with

suppliers and other business partners. And this was an opportunity to meet people
from [other companies]. (Sebastian)

Meeting all these other individuals who were interested in the same topic offered new
experiences of exchanging with like-minded people that many had hoped for when
joining the community.

Such collective momentum was also cultivated in practical experimentation with

new ideas and processes. Experimentation with new practices and ideas featured heavily
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in the regular community meetups. Even the agenda for such meetups was set
experimentally, in a so-called barcamp style, as the first author could observe, meaning
that any member could offer a session and the others could spontaneously decide which
sessions to attend. The topics could range from “How to measure team resilience” or
“The performance management system is broken” to topics beyond corporate life such
as “autocracy and power and loss of control in times of war in Europe” or “youth work
and education”. Members also used the very planning of community events to run such
experiments. For instance, during the pandemic, a group of volunteers designed a very
elaborate online experience for a day-long meetup:
I'm quite impressed by the whole online setup of the meetup. They use this very
elaborate tool where they build different virtual rooms for the event (there is a
plenary space called “arena’ where everyone ‘sits down’ upon arrival and posts a
photo and sometimes a fact about themselves or the topics they are interested in

talking about. There is an open space, a lounge, pinboards where people post ideas
et cetera. (Fieldnote, March 2021).

These experiments offered members a sense of progress on their aspirations in the here
and now and were important, especially in light of the barriers that people experience in
their corporate lives. As one interviewee put it, “we notice the barriers, right? We're not
finding sponsors. And if we join forces, then we're stronger. That was the idea.” (Frank)
As this quote illustrates, members sought out the community because their efforts in
their companies were frustrated. By participating in the community, members cope with
their frustrations by cultivating a sense of collective momentum:

What was so fascinating to me, there is a cross-company network about a topic that

is on all our minds, so not everyone reinvents the wheel, but big corporations join

forces — or people who work for big corporations — to solve or address a problem or
a challenge, that all of us face together. (Inka)

In addition to that, members can experience pride in the results of the community, where
a sense of achievement can sometimes be lacking in the home organization:

And in the community, ultimately, I co-created something...and it was important to

me to see what develops from it. And I think the motivation behind it was also a little

bit, something like, a sense of pride in my work. Something that apparently was
missing in my job. (Claudia)

As this shows, the community to some extent seems to foster a shared sense of collective
momentum. For one, because putting a shared aspiration into practice offered them
novel experiences and imaginaries of what might be possible. Furthermore, the very
engagement in the active community contributed to an experience of collective

achievement that was often absent in their home organizations.
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Empathic connections among individuals. Although many were seeking out the
community in search of practical support, we also find that participants perceived the
community as transformative not only based on knowledge exchange but through
connecting empathically with others. Even though the members had very diverse
professional backgrounds and worked for different organizations, many described a
feeling of strong connection that was noticeable right from the start:

We were and we are very diverse when it comes to our backgrounds, but ... I'stepped

into that room and immediately felt that they are not foreigners, but that we know
each other. You almost wanted to hug each other immediately, you know? (Inka)

This sense of connection was a sentiment often expressed after community meetups:

It is so nice to see friendly faces and to share what’s on our minds. It felt like such a
nice and nurturing connection that developed, a sense of connection after just a few
minutes. (Chat post after an online meetup)

Our data show that even those who described joining the community for instrumental
reasons and who were not necessarily searching for human connection in the first place
felt “at home” and “secure” (video log after meetup) in the community.

Indeed, a shared yearning for empathic connection was core to what brought
people together in this community, and members actively cultivated this experience in

the community over time:

So, what I really like is the space that we have created in [the community]. It’s usually
a very, very appreciative, open, trusting, and safe space. That's what we always
wanted to create — in our organizations, too — and I can see myself, but I also see
others, how they can rise, can open up in these spaces. Maybe because they or
we...don’t experience that in our everyday environment regularly. So much
appreciation, so much openness, so much diversity, and yet a lot of constructive
dialogue, a lot of humanity. (Philip)

Many activities were set up so that members could relate to one another empathically
and in a way that would encourage them to show their vulnerabilities, as the first author
observed while participating in events. There, they experienced activities such as
“collective meditation” or practicing “prolonged eye contact” (fieldnote, June 2022) to
foster connection at a deeper level. Conversations often ran deep very quickly, and
people openly shared their struggles:
We start the day in small breakout groups ... Immediately a very fluid and deep
conversation develops in the small group. We talk about how we feel insecure after
Covid when events take place offline again and we feel our bodies at work again or
moving in space. ... At the end of this round, one of our group says, “I have felt deep

trust here in the group ...”, another person says, “I have experienced a really
beautiful way of being listened to here”. (Fieldnote, November 2021)
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This openness to show one’s vulnerabilities also manifested in the formation of a sub-
group that meets online weekly, as one member explained:
There was this really close proximity that developed, where you would open up so

much and say things or talk about things and reveal things — you wouldn’t normally
do that. (Inka)

As this quote shows, members experienced that they could leave their corporate persona
behind, revealing things that usually remain hidden in a work context. Similarly, one
person posted in the chat after one of the online community meetups that the way they
open up to each other “immediately made me tear up again. I don’t have that back in the
corporation ... we are without masks here. Safe.”

These experiences of belonging and feeling safe in the community, also indicated
in the previous quote, could be somewhat in contrast to how people experienced their
relations with colleagues in their companies. As one member describes their experience:

Here they meet like-minded people and that makes you feel good — you hear that a

lot in the community, “we don’t want to go back [to corporate life]”, so it gives you
strength and validation, it is home. (Peter)

These quotes show that by providing a shared space of authentic human connection
which makes members feel at home, and that some prefer their new home to their old
home, that is, their workplace. Thus, rather than alleviating the alienation people
experience in their companies, the community experience could also alienate them
further, as another member reflected in the chat after one of the meetups: “Back in our
companies, we are faced with a reality that doesn’t fit us (anymore) ... We don’t fit in
anymore. And that is why we don’t resonate anymore. Therefore, we can’t find our

‘home’, the context in which we can be effective.”

Reconceived sense of agency - From collective experience to dispersed collectivity

As we set out to explore how participation in the community matters for employee
activists, we expected to find that being part of a community would enable employee
activists to promote their change efforts collectively. While the community did cultivate
a sense of collective momentum, members did not mobilize action together to the extent
they had hoped for: “[the community] does not live up to its potential at all. We could
do so much more. We could use a systemic approach to make change happen
everywhere at once.” (Sebastian) Claudia suspected that the heterogenous corporate

realities made it difficult to push for change together: “[The community members] have
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totally different regimes in their heads...to even reconcile those when working in the
community! ... Such diverse perspectives. And such diverse experiences.”

Rather, they returned to their many different companies and focused their efforts
on driving change there. One main problem was, however, that people’s community
experiences were somewhat in contrast with their corporate reality, and they thus felt
that it was difficult to take especially some of the more experimental learnings with them
into their daily lives. Members expressed that many of the community activities that
made their participation so valuable would be completely impossible to implement in
their companies, as the first author’s field notes document:

During the online session, some members write in the chat, making fun of how they
would NEVER be able to try some of the things and tools discussed or tried out in

the community in their corporate role. One person writes: “You are crazy! We are not
allowed to use any of that here ... Best regards from reality’. (Fieldnote, March 2021)

David experienced this firsthand when he tried to implement some of the things he had
learned in the community in the organization he worked for: “They would tell me, like
‘now is not a good time’. And that of course is super hard, when your experience all
those valuable approaches and cool ideas and then you bring it into the organization and
it's rejected.” Thus, participation in the community could also distill a perception of
restricted impact and what is not possible. Indeed, some members even described efforts
to nurture grassroots momentum as dangerous or irresponsible because ultimately, there
is a price to be paid:
Well... I blame myself, too, and I find it irresponsible today to start such initiatives,

such bottom-up initiatives. I've seen many colleagues who were pushed out of [the
company] because they were suddenly odd characters. (Frank)

In exchange with a community hoping to change the rules, members gain a better
understanding of the potential consequences of breaking them; and they may
consequently choose to “play the game” instead of pushing for change to the desired
extent.

Yet despite sometimes missing direct applicability of experiences to their daily
lives, and despite some perceived dangers of being marked as “odd characters” in their
home organizations, we found that community participation was overall still very
valuable for employee activists’ sense of collectivity even as they dispersed back into
their companies. Participation in the community thereby constituted a prism through
which people reconceived not only the tensions around their own conception of purpose

inherent in employee activism but also what they considered viable, desirable, and
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sustainable courses of action for themselves to undertake when back in corporate reality.
As Jennifer put it in our interview: “The community expands my solution space”.
Specifically, we found three main ways in which activists reconceived their sense of
agency: as resilience, as emancipation, and as liberation.

Agency-as-resilience: Staying in the corporate game. Agency experienced as resilience
enables members to keep going in the “hamster wheel” as they experience new strength
to sustain their activism and deal with the challenging circumstances they face in their
corporate roles. This dimension is characterized by getting better at and / or being able to
keep navigating tensions but still being fully committed to their role and accepting that
they must color within the lines, as one member describes:

Knowing what needs to be done and finding the best way to approach it ... I wasn't

always successful with that in the past and it still isn’t easy today. (Niels)
The community plays an important role in helping its members to build and maintain
their individual resilience. Members openly share their struggles within the community,
which enables them to gain perspective on their own company. Some can see that the
grass is not necessarily greener on the other side: “It helped me to put my own
organization into perspective. You often hear things like: ‘Everything is super difficult
for us. Other companies are doing much better.” And if you hear directly from other
companies, you notice that they struggle too.” (Simon) Through comparison with similar
experiences in other organizations, some people put their own struggles in perspective,
thereby fostering a renewed commitment to their company.

Furthermore, community members were able to face their constraints and keep
playing the game because they experienced that the community allows them to recharge.
As one member explained, such recharging was often much needed:

As you can imagine, [the work I do] requires huge amounts of self-reflection but also
energy. ... And I can sense that occasionally I need regeneration. And I cannot get
that within my team, because if I talk to my colleagues, I know what will happen:

everyone gets stuck in some form of self-pity loop, like ‘oh my god, oh my god, oh
my god.” (Stefanie)

The community provides a way to recharge among like-minded people: “and then we
refuel. That's absolutely how I feel when I attend the events.” (Sebastian). Or, as someone
wrote in the chat after an event, they were done “recharging [their] batteries”.

Yet, many also described that they recharged in the community just to be depleted

again in their company, leading to a circle of recharging and depleting:
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The community backs me up. I have experienced that again and again, that
sometimes you're in despair because you fail to push for change, because of some
higher-ups or just the general conditions. That’s tedious and sometimes you lose faith
even though you know deep down that it is the right path. And the community
supports me to keep going and not give up (Hans)

Other members echoed this, saying that the community experience helped them “to
refuel and then go back into the not always easy corporate setting” (Niels) and to “keep
atit.” (Claudia) As Frank put it, it helps to “stay in the game, you could say”, albeit, as
this quote also indicates, still playing by corporate rules. Community participation thus
allowed members to sustain their change effort despite adverse conditions in their
companies.

Agency-as-emancipation: Twisting the rules of the corporate game. Another effect of
the community experience on the members points in a slightly different direction.
Agency experienced as emancipation, as we call it, enabled employee activists to enact
and experiment with alternative behaviors, thus moving beyond the tensions inherent
in employee activism and instead — when needed — disobeying or subverting the norms
and expectations that dominate corporate reality. We found that, inspired by community
exchange, some employee activists proactively engage with tensions as they experiment
with or even try to change the rules of the corporate game.

Some members experimented with bringing community activities into their
companies:

I was fascinated by the laughter yoga we tried out at a meetup, so I brought it with
me to the company. And we said, let’s just try it. ... And to find that, yes, maybe this

creates a big tension for the organization. But then we said in the team, ok let’s face
that tension head-on and work with it. (Christian)

Community members were aware that such experimental activities (such as laughter
yoga) would break with what was commonly expected in their company and would
hence cause tension. Rather than avoiding it, however, activists were sometimes willing
to create and confront such tension in an effort to stimulate change. Similarly, some
members worked towards cultivating more meaningful relations with their colleagues
by dropping, as one interviewee describes it, their corporate masks:

In my experience, the community honestly is mask-free. In the corporate context,

people sometimes check out which role you have. And then, depending on the role,

you cannot speak freely and say what you really think or feel. And for some time

now, I very consciously don't do that anymore, even in meetings with the board.

There is no haze over what I say anymore. I say what I think and what I feel. Like in
the community. (Hans)
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Many of our interviewees echoed the new sense of emancipation in their relations
illustrated by this quote.
Community participation crucially enabled such emancipation. First, members
brought the community spirit with them as they dispersed into their companies:
A colleague from another department and me ... we came back from a meetup and
brought this ENERGY back to the office. And that was awesome because it was so

disconcerting for everyone [in the office]. After all, they weren’t used to that at all.
(Stefanie)

Secondly, members used the knowledge of other ways of organizing as leverage to push
for change in their companies:
They [the management] can’t imagine it...So I thought, okay, if we showed them
‘look, [this company is already doing it] and [that company] is doing it...then we’d

have some leverage to say ‘why aren’t we doing it? We have the same problems, after
all’

As this quote illustrates, the community offered an external point of reference that they
could mobilize in their efforts. Overall, our interviewees described that the community
gave them the confidence to confront their company’s practices and their colleagues and
managers:

I have allies in the community. And if people question why I do certain things, why

I am the way I am, why I want to do certain things now, then I always feel like I have

the community and the people behind me. ... So, it strengthens me. To bring new
ideas into my organization. (Hans)

Several of our interviewees echoed this sentiment that they were able to twist the rule of

the corporate game because the community backed them up.

Agency-as-liberation: Playing one’s own game. In some instances, participation in the
community had even more far-reaching significance. Agency experienced as liberation
entails that activists feel empowered to explore alternative positions and ways in which
they can drive change, including the possibility to leave their corporate jobs and drive
change as outsiders. We found that community participation lessened some members’
emotional attachment to their company and thereby enabled them to venture toward
what they hoped were greener pastures. Indeed, some members experienced that the
grass was truly greener on the other side:

To say I want to make an impact in my [corporate] context but I also notice there is a
world out there where things seem to be working, just not at my home, not in my
corporate context. That can give you strength on the one hand, because everyone else

is dealing with similar issues but maybe it's even more dramatic at my home and
that can be frustrating in the worst case, you know? (Inka)
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One member described how the community made him aware of new opportunities,

[t]hat weren’t so obvious before...either something would have had to be extremely
bad, or I would have had to desperately want to take the next step in my career and
work towards it. But that wasn’t the case, so it was a gift to notice, hey, this could
also be an option for you. (Sebastian)

Community participation enabled people to see options that they had not previously
considered, and this widened perspective enabled liberating thoughts of new pathways.
Such new opportunities were especially attractive for activists who questioned the
extent to which they were in a position to effectuate change effectively, as one member
explained: “We notice that many of us...then rather say, I can’t be effective here [in the
corporate context] or the wheel I have to turn is so huge and it’s so frustrating...that many
then tend to give up and say I'd rather get out of this and try to be effective somewhere
else.” (Philip) Through their exchange with others, some realized that they could indeed
be more effective elsewhere, and work in a more constructive environment, as another
member confirmed:
Then you can put as much of your energy into it, it will always fizzle out. And that
is, I think, a realization I took away from the community. If I want to use my energy
not only to a limited extent in a meaningful way but beyond, then I need to take

another path. Because there are companies and people and clients who do want
change. And who are willing to make space for it. (David)

For some, liberation also consisted in becoming more attentive to their well-being:
This desire to push for change ... beyond [organizational] boundaries, as we do in
the community. And to then notice how quickly you’re pushed back into silos in the

company — that does hurt. So, I believe that some just cannot take that anymore and
therefore go their own way. (Hans)

As these quotes show, multiple members were tempted to leave their company, where
they faced discouraging setbacks, in favor of assuming different jobs where their efforts
would be valued - and this change was also perceived in the rest of the community.

Indeed, one emerging concern for the community was that several members left
their companies and instead became independent consultants.

So, you mean the community played a part in them starting their own companies?
(Interviewer)

Yes, in a positive way. Because they became aware of their skills and gained the
confidence to say, I can achieve more if I can provide my experience to more
organizations and to those who actually want it instead of being met with rejection
all the time. (Peter)
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As consultants rather than employees, people felt that they were free to only work for
companies that would want their services. This development also posed problems for
the community, since external consultants were explicitly excluded from the target group
to prevent the community from becoming a “marketplace for consulting services”
(internal presentation, 2021). After many discussions, however, it became customary that
those who joined when still in corporate roles could stay community members when
starting their own companies.

While, then, a group of community members moved into new positions or even
gained the motivation to become external consultants to work more self-determinedly,
some also stayed in their firms, but no longer had the same attachment to their company,
and found in the community a substitute for their disillusioned change efforts that could
provide them with “a sense of pride that was missing in my job” (Claudia). Regardless
of whether members stayed in or left their companies, their participation in the
community enabled them to consider both options as viable choices to make, thereby

reminding people that they could decide which game to play.

Concluding discussion - communities as a source of dispersed collectivity?

In this paper, we set out to advance our understanding of how participation in inter-
organizational communities of like-minded people matters for employee activists and
the causes they seek to advance. Our study shows that the community does not mobilize
strategic action targeted at their members’ companies. Instead, employee activists
cultivate collective momentum and empathic connections, which constitute
transformative experiences of collectivity for the employee activists. Specifically, these
experiences are transformative because they maintain a sense of collectivity even as they
disperse into their companies, thereby enabling them to reconceive their change agency.
In what follows, we develop the notion of dispersed collectivity and explain how our study
advances our understanding of employee activism.

Our approach to this study was inspired by Creed et al.’s (2022) observation that
community participation can offer a transformative experience and shape how a person
views their change agency and efforts. Our study shows that members indeed
experienced their community participation as transformative in that the collective
momentum and empathic connections that they cultivated in the community shaped
them even as they dispersed and individually pursued their daily lives outside the

community context. That is, the employee activists were able to draw on the tangible
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strides as well as the sense of individual significance experienced within the community
upon their return to their respective companies. Dispersed collectivity accordingly
endows employee activists with a sense of meaningfulness and a feeling of belonging
that can be carried across contexts.

Our study reiterates that even though the community helps them to develop new
meanings and experiment with alternatives (Villeseche et al., 2022), employee activists
cannot directly translate community practices and resources into their change efforts at
work (see Petrucci, 2020). The community thus does not directly help them to enact the
change agency they originally aspired to. Nonetheless, we have shown that dispersed
collectivity enabled people to reconceive the repertoire of agentic experiences available
to them in three main ways: as resilience, as emancipation, and as liberation. These three
conceptions constitute a repertoire and are thus not mutually exclusive, although some
may be more salient for some than for others. Because this repertoire entails an altered
understanding of their own place in driving societal change, employee activists can cope
and work with these tensions inherent in employee activism in ways that they experience
as more agentic. The community experience thus allows them to sustain their activism
in ways meaningful to them and as part of a collective albeit distributed change effort.
Drawing attention to the significance of dispersed collectivity, our study contributes to
the literature on employee activism in two main ways.

First, we contribute to the literature by introducing the notion of dispersed
collectivity to advance our understanding of how communities matter for employee
activism. Previous literature has emphasized the importance of external ties and
resources for employee activists to pursue change in their companies (Buchter, 2021;
DeJordy, 2020; Briscoe & Gupta, 2016). We expected the community to be especially
beneficial in mobilizing strategic action similar to social movements, such as by pursuing
social movement tactics (Soule, 2009, Briscoe & Safford, 2008) or even generating a
“bureaucratic insurgency” (Zald and Berger 1978). Our study, in contrast, shows that the
significance of the community was different: despite the collective momentum for
sometimes insurgent ideas and experiments within the community, this momentum did
not generate a movement for more radical change across companies. Rather, our study
suggests that communities matter because they can cultivate transformative experiences
of collectivity — and play important roles in realizing the transformational potential of
employee activism by strengthening and sustaining employee activism even when a

collective push for change is not developed.
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While one may be tempted to consider the absence of strategic action a limitation,
the employee activists in our study found such collective action not desirable or viable
at all costs. Notably, their companies remained the main points of reference for many of
the employee activists and the contexts in which they wanted to push for change.
Because many employee activists were so invested in contributing to positive change
from within their companies, they had to act differently than social movements to sustain
their activism over time. Instead of mobilizing collective action, the employee activists
in our study found that they could best advance their causes by sustaining their efforts
in dispersed ways. Our study thus alerts us to the importance of cautiously evaluating
to what extent a social movement approach can be applied in the context of employee
activism.

Second, our study contributes to the literature by challenging common
conceptions of change agency in the context of employee activism. An abundance of
studies has now documented that employee activists who push for change vigorously
face intense opposition that can be detrimental to their careers, their mental health, and
eventually their causes (Carollo and Guerci, 2018; Decelles et al., 2020; Hafenbradl and
Waeger, 2017; Kenny et al., 2020). As others have argued before us, changing a company
from within may therefore require that activists settle on rather subtle activist tactics
aimed at piecemeal change (Meyerson and Scully, 1995; Scully and Segal, 2002). Our
study shows that employee activists can sustain their activism by relinquishing the
heroic aspirations that define their own change agency. However, in doing so, they do
not have to abandon their radical aspirations for change. Rather, by reconceiving their
individual role within the bigger picture, they can more agentically walk the tightrope
between their radical aspirations and the constraints of the corporate setting. As scholars,

we also need to respect and look for these more subtle manifestations of agency.

Boundary conditions and outlook to further research

Our study has two important boundary conditions which open up avenues for further
research. First, the inter-organizational community we studied consists of people whose
interest in more autonomous and meaningful modes of work is tightly linked to an
interest in and openness for new and alternative modes of organizing. This circumstance
is likely to have influenced how they experienced and engaged in the community,
especially with the more experimental and prefigurative activities. These elements were

crucial in generating collective momentum, thereby possibly rendering the
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transformative experience more salient. Employee activist communities focusing on
issues that are not as closely linked to ideas of alternative and prefigurative organizing
or do not lend themselves to such experimentation may struggle in building a sense of
collective momentum through these elements. Further research is needed to understand
how and to what extent experimentation is needed to build collective momentum in
communities of employee activists.

Second, our call to reappreciate piecemeal change backed up through a sense of
dispersed collectivity is, of course, very topic and context-specific. It is possible that,
depending on the topic or context, either dispersed collectivity and piecemeal change or
social movement and radical change may be the best way forward. This could be
affected, for instance, by the degree of societal attention and awareness of a topic or by
the extent to which it is possible to formulate tangible and attainable goals. Moreover,
which type of employee activism is more likely to emerge and be perceived as viable
could also depend on whether activists are working for a cause (i.e. pushing for change
they would consider positive) or against a cause (i.e. trying to hold firms accountable for
wrongdoing). Our findings indicate that in the case of working for change considered
positive, employee activists may be more invested in the company they work for and
therefore opt for collaborative instead of antagonistic forms of activism. More research

is needed, however, to understand these dynamics.

166



References

Binder AJ (2002) Contentious Curricula: Afrocentrism and Creationism in American

Public Schools. Princeton University Press.

Boiral O (2009) Greening the corporation through organizational citizenship behaviors.
Journal of Business Ethics 87(2): 221-236.

Brint S (2001) Gemeinschaft revisited: A critique and reconstruction of the community

concept. Sociological Theory 19(1): 1-23.

Briscoe F and Gupta A (2016) Social activism in and around organizations. Academy of
Management Annals 10(1): 671-727.

Buchter L (2021) Escaping the ellipsis of diversity: Insider activists” use of
implementation resources to influence organization policy. Administrative Science
Quarterly 66(2): 521-565.

Carollo L and Guerci M (2018) “Activists in a suit’: Paradoxes and metaphors in

sustainability managers’ identity work. Journal of Business Ethics 148(2): 249-268.
Creed WED, Hudson BA, Okhuysen GA, et al. (2022) A place in the world:

vulnerability, wellbeing, and the ubiquitous evaluation that animates
participation in institutional processes. Academy of Management Review (47)3: 358
381.

De Coster M and Zanoni P (2022) More than prefigurative politics? Redefining
institutional frames to reduce precarity under neoliberal capitalism. Organization
Studies. Epub ahead of print 2 July 2022. DOI: 10.1177/01708406221113

Decelles KA, Sonenshein S and King BG (2020) Examining anger’s immobilizing effect
on institutional insiders” action intentions in social movements. Administrative
Science Quarterly 65(4): 847-886.

DeJordy R, Scully M, Ventresca MJ, et al. (2020) Inhabited ecosystems: Propelling
transformative social change between and through organizations. Administrative
Science Quarterly 65(4): 931-971.

Diefenbach T (2020) The Democratic Organization: Democracy and the Future of Work.
Routledge.

167



Driscoll D (2020) When ignoring the news and going hiking can help you save the
world: Environmental activist strategies for persistence. Sociological Forum 35(1):
189-206.

Ehrnstrom-Fuentes M and Biese I (2022) The act of (de/re)growing: Prefiguring
alternative organizational landscapes of socioecological transformations. Human
Relations. Epub ahead of print 23 June 2022: DOI:10.1177/00187267221112241

Furnari S (2014) Interstitial spaces: Microinteraction settings and the genesis of new
practices between institutional fields. Academy of Management Review 39(4): 439—
462.

Garrett LE, Spreitzer GM and Bacevice PA (2017) Co-constructing a sense of
community at work: The emergence of community in coworking spaces.
Organization Studies 38(6): 821-842.

Gioia DA, Corley KG and Hamilton AL (2013) Seeking qualitative rigor in inductive
research: notes on the gioia methodology. Organizational Research Methods 16(1):
15-31.

Girschik V, Svystunova L and Lysova EI (2022) Transforming corporate social

responsibilities: Toward an intellectual activist research agenda for micro-CSR
research. Human Relations 75(1): 3-32.

Gond JP and Moser C (2021) Critical Essay: The reconciliation of fraternal twins:
Integrating the psychological and sociological approaches to ‘micro” corporate
social responsibility. Human Relations 74(1): 5-40.

Hafenbradl S and Waeger D (2017) Ideology and the micro-foundations of CSR: Why
executives believe in the business case for CSR and how this affects their CSR

engagements. Academy of Management Journal 60(4): 1582-1606.
Kellogg KC (2012) Making the cut: Using status-based countertactics to block social

movement implementation and microinstitutional change in surgery. Organization
Science 23(6): 1546-1570.

Kenny K, Fotaki M and Vandekerckhove W (2020) Whistleblower subjectivities:
Organization and passionate attachment. Organization Studies 41(3): 323-343.

Kociatkiewicz J, Kostera M and Parker M (2021) The possibility of disalienated work:

Being at home in alternative organizations. Human Relations 74(7): 933-957.

168



Lawrence TB and Suddaby R (2006) Institutions and institutional work. In: Clegg SR,
Lawrence TB, and Nord WR (eds) Handbook of Organization Studies. London: Sage,
215-254.

Levy D and Scully M (2007) The institutional entrepreneur as modern prince: The
strategic face of power in contested fields. Organization Studies 28(7): 971-991.

Meyerson DE (2008) Rocking the Boat: How Tempered Radicals Effect Change Without
Making. Boston: Harvard Business Review Press.

Meyerson DE and Scully MA (1995) Tempered radicalism and the politics of
ambivalence and change. Organization Science 6(5): 585-600.

Michaelson C, Pratt MG, Grant AM, et al. (2014) Meaningful work: Connecting
business ethics and organization studies. Journal of Business Ethics 121(1): 77-90.

Norton TA, Parker SL, Zacher H, et al. (2015) Employee green behavior: A theoretical
framework, multilevel review, and future research agenda. Organization and
Environment 28(1): 103-125.

O’Mahony S and Lakhani KR (2011) Organizations in the shadow of communities. In:
Communities and Organizations, pp. 3-36.

Petrucci L (2020) Theorizing postfeminist communities: How gender-inclusive meetups
address gender inequity in high-tech industries. Gender, Work and Organization
27(4): 545-564.

Rao H and Dutta S (2012) Free spaces as organizational weapons of the weak: Religious
festivals and regimental mutinies in the 1857 Bengal Native Army. Administrative
Science Quarterly 57(4): 625-668.

Reinecke J (2018) Social movements and prefigurative organizing: Confronting
entrenched inequalities in Occupy London. Organization Studies 39(9): 1299-1321.

Reedy P, King D and Coupland C (2016) Organizing for individuation: Alternative
organizing, politics and new identities. Organization Studies 37(11): 1553-1573.

Schifeling T, Soderstrom S, Kudesia R, et al. (2022) Advancing reform: Embedded
activism to develop climate solutions. Academy of Management Journal 65(6): 1775-
1803.

Scully M (2015) Social movements and organizations through a Critical Management
Studies lens. In: The Routledge Companion to Critical Management Studies. Abingdon:
Routledge, pp. 233-247.

169



Scully M and Segal A (2002) Passion with an umbrella: Grassroots activists in the
workplace. In: Lounsbury M and Ventresca M ar. ] (eds) Research in the Sociology of
Organizations. Elsevier, pp. 125-168.

Skoglund A and B6hm S (2020) Prefigurative partaking: Employees” environmental
activism in an energy utility. Organization Studies 41(9): 1257-1283.
Skoglund A and Bohm S (2022) Climate Activism: How Communities Take Renewable

Energy Actions Across Business and Society. Cambridge University Press.

Soule SA (2012) Social movements and markets, industries, and firms. Organization
Studies 33(12): 1715-1733.

Villeseche F, Meliou E and Jha HK (2022) Feminism in women’s business networks: A
freedom-centred perspective. Human Relations 75(10): 1903 —1927.

Wenger EC and Snyder WM (2000) Communities of practice: The organizational
frontier. Harvard Business Review 78(1): 139-146.

Wickert C and de Bakker FGA (2018) Pitching for social change: Toward a relational
approach to selling and buying social issues. Academy of Management Discoveries
4(1): 50-73.

Wright C and Nyberg D (2012) Working with passion: Emotionology, corporate
environmentalism and climate change. Human Relations 65(12): 1561-1587.

Wright C and Nyberg D (2017) An inconvenient truth: How organizations translate
climate change into business as usual. Academy of Management Journal 60(5): 1633—
1661.

Wright C, Nyberg D and Grant D (2012) ‘Hippies on the third floor”: Climate change,
narrative identity and the micro-politics of corporate environmentalism.
Organization Studies 33(11): 1451-1475.

Yates L (2015) Rethinking prefiguration: Alternatives, micropolitics and goals in social

movements. Social Movement Studies 14(1): 1-21.

170









TITLER | PH.D.SERIEN:

2004
1.

Martin Grieger
Internet-based Electronic Marketplaces
and Supply Chain Management

Thomas Basball
LIKENESS
A Philosophical Investigation

Morten Knudsen

Beslutningens vaklen

En systemteoretisk analyse of mo-
derniseringen af et amtskommunalt
sundhedsvaesen 1980-2000

Lars Bo Jeppesen

Organizing Consumer Innovation

A product development strategy that
is based on online communities and
allows some firms to benefit from a
distributed process of innovation by
consumers

Barbara Dragsted

SEGMENTATION IN TRANSLATION
AND TRANSLATION MEMORY
SYSTEMS

An empirical investigation of cognitive
segmentation and effects of integra-
ting a TM system into the translation
process

Jeanet Hardis

Sociale partnerskaber

Et socialkonstruktivistisk casestudie
af partnerskabsaktarers virkeligheds-
opfattelse mellem identitet og
legitimitet

Henriette Hallberg Thygesen
System Dynamics in Action

Carsten Mejer Plath
Strategisk @konomistyring

Annemette Kjeergaard
Knowledge Management as Internal
Corporate Venturing

10.

11.

12.

13.

14.

15.

16.

17.

18.

— a Field Study of the Rise and Fall of a
Bottom-Up Process

Knut Arne Hovdal

De profesjonelle i endring
Norsk ph.d., ej til salg gennem
Samfundslitteratur

Saren Jeppesen

Environmental Practices and Greening
Strategies in Small Manufacturing
Enterprises in South Africa

— A Critical Realist Approach

Lars Frode Frederiksen

Industriel forskningsledelse

— pa sporet af manstre og samarbejde
i danske forskningsintensive virksom-
heder

Martin Jes Iversen

The Governance of GN Great Nordic
—in an age of strategic and structural
transitions 1939-1988

Lars Pynt Andersen

The Rhetorical Strategies of Danish TV
Advertising

A study of the first fifteen years with
special emphasis on genre and irony

Jakob Rasmussen
Business Perspectives on E-learning

Sof Thrane

The Social and Economic Dynamics
of Networks

— a Weberian Analysis of Three
Formalised Horizontal Networks

Lene Nielsen

Engaging Personas and Narrative
Scenarios — a study on how a user-
centered approach influenced the
perception of the design process in
the e-business group at AstraZeneca

S.J Valstad
Organisationsidentitet

Norsk ph.d., ej til salg gennem
Samfundslitteratur



19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

Thomas Lyse Hansen
Six Essays on Pricing and Weather risk
in Energy Markets

Sabine Madsen
Emerging Methods — An Interpretive
Study of ISD Methods in Practice

Evis Sinani

The Impact of Foreign Direct Inve-
stment on Efficiency, Productivity
Growth and Trade: An Empirical Inve-
stigation

Bent Meier Sgrensen
Making Events Work Or,
How to Multiply Your Crisis

Pernille Schnoor

Brand Ethos

Om troveerdige brand- og
virksomhedsidentiteter i et retorisk og
diskursteoretisk perspektiv

Sidsel Fabech

Von welchem Osterreich ist hier die
Rede?

Diskursive forhandlinger og magt-
kampe mellem rivaliserende nationale
identitetskonstruktioner i @strigske
pressediskurser

Klavs Odgaard Christensen
Sprogpolitik og identitetsdannelse i
flersprogede forbundsstater

Et komparativt studie af Schweiz og
Canada

Dana B. Minbaeva

Human Resource Practices and
Knowledge Transfer in Multinational
Corporations

Holger Hgjlund

Markedets politiske fornuft

Et studie af velfeerdens organisering i
perioden 1990-2003

Christine Mglgaard Frandsen
A.s erfaring
Om mellemvaerendets praktik i en

29.

2005

10.

transformation af mennesket og
subjektiviteten

Sine Ngrholm Just

The Constitution of Meaning

— A Meaningful Constitution?
Legitimacy, identity, and public opinion
in the debate on the future of Europe

Claus J. Varnes

Managing product innovation through
rules — The role of formal and structu-
red methods in product development

Helle Hedegaard Hein
Mellem konflikt og konsensus
— Dialogudvikling pa hospitalsklinikker

Axel Roseng

Customer Value Driven Product Inno-
vation — A Study of Market Learning in
New Product Development

Sgren Buhl Pedersen
Making space
An outline of place branding

Camilla Funck Ellehave

Differences that Matter

An analysis of practices of gender and
organizing in contemporary work-
places

Rigmor Madeleine Lond
Styring af kommunale forvaltninger

Mette Aagaard Andreassen
Supply Chain versus Supply Chain
Benchmarking as a Means to
Managing Supply Chains

Caroline Aggestam-Pontoppidan
From an idea to a standard

The UN and the global governance of
accountants’ competence

Norsk ph.d.

Vivienne Heng Ker-ni
An Experimental Field Study on the



11.

12.

13.

14.

15

16.

17.

18.

19.

Effectiveness of Grocer Media
Advertising

Measuring Ad Recall and Recognition,
Purchase Intentions and Short-Term
Sales

Allan Mortensen
Essays on the Pricing of Corporate
Bonds and Credit Derivatives

Remo Stefano Chiari

Figure che fanno conoscere

Itinerario sull’idea del valore cognitivo
e espressivo della metafora e di altri
tropi da Aristotele e da Vico fino al
cognitivismo contemporaneo

Anders Mcllguham-Schmidt

Strategic Planning and Corporate
Performance

An integrative research review and a
meta-analysis of the strategic planning
and corporate performance literature
from 1956 to 2003

Jens Geersbro

The TDF — PMI Case

Making Sense of the Dynamics of
Business Relationships and Networks

Mette Andersen

Corporate Social Responsibility in
Global Supply Chains

Understanding the uniqueness of firm
behaviour

Eva Boxenbaum
Institutional Genesis: Micro — Dynamic
Foundations of Institutional Change

Peter Lund-Thomsen

Capacity Development, Environmental
Justice NGOs, and Governance: The
Case of South Africa

Signe Jarlov
Konstruktioner af offentlig ledelse

Lars Staehr Jensen

Vocabulary Knowledge and Listening
Comprehension in English as a Foreign
Language

20.

21.

22.

23.

24,

25.

26.

27.

28.

29.

An empirical study employing data
elicited from Danish EFL learners

Christian Nielsen

Essays on Business Reporting
Production and consumption of
strategic information in the market for
information

Marianne Thejls Fischer
Egos and Ethics of Management
Consultants

Annie Bekke Kjaer

Performance management i Proces-
innovation

— belyst i et social-konstruktivistisk
perspektiv

Suzanne Dee Pedersen
GENTAGELSENS METAMORFOSE

Om organisering af den kreative garen
i den kunstneriske arbejdspraksis

Benedikte Dorte Rosenbrink
Revenue Management

@konomiske, konkurrencemeessige &
organisatoriske konsekvenser

Thomas Riise Johansen

Written Accounts and Verbal Accounts
The Danish Case of Accounting and
Accountability to Employees

Ann Fogelgren-Pedersen
The Mobile Internet: Pioneering Users’
Adoption Decisions

Birgitte Rasmussen
Ledelse i faellesskab — de tillidsvalgtes
fornyende rolle

Gitte Thit Nielsen

Remerger

— skabende ledelseskreefter i fusion og
opkab

Carmine Gioia
A MICROECONOMETRIC ANALYSIS OF
MERGERS AND ACQUISITIONS



30.

31.

32.

33.

34.

35.

36.

37.

2006

Ole Hinz

Den effektive forandringsleder: pilot,
paedagog eller politiker?

Et studie i arbejdslederes meningstil-
skrivninger i forbindelse med vellykket
gennemftarelse af ledelsesinitierede
forandringsprojekter

Kjell-Age Gotvassli

Et praksisbasert perspektiv pa dynami-
ske

leeringsnettverk i toppidretten

Norsk ph.d., ej til salg gennem
Samfundslitteratur

Henriette Langstrup Nielsen

Linking Healthcare

An inquiry into the changing perfor-
mances of web-based technology for
asthma monitoring

Karin Tweddell Levinsen

Virtuel Uddannelsespraksis

Master i IKT og Laering — et casestudie
i hvordan proaktiv proceshandtering
kan forbedre praksis i virtuelle leerings-
miljoer

Anika Liversage

Finding a Path

Labour Market Life Stories of
Immigrant Professionals

Kasper EImquist Jargensen
Studier i samspillet mellem stat og
erhvervsliv i Danmark under

1. verdenskrig

Finn Janning
A DIFFERENT STORY
Seduction, Conquest and Discovery

Patricia Ann Plackett

Strategic Management of the Radical
Innovation Process

Leveraging Social Capital for Market
Uncertainty Management

Christian Vintergaard
Early Phases of Corporate Venturing

10.

11.

Niels Rom-Poulsen
Essays in Computational Finance

Tina Brandt Husman

Organisational Capabilities,
Competitive Advantage & Project-
Based Organisations

The Case of Advertising and Creative
Good Production

Mette Rosenkrands Johansen

Practice at the top

— how top managers mobilise and use
non-financial performance measures

Eva Parum
Corporate governance som strategisk
kommunikations- og ledelsesvaerktgj

Susan Aagaard Petersen

Culture’s Influence on Performance
Management: The Case of a Danish
Company in China

Thomas Nicolai Pedersen

The Discursive Constitution of Organi-
zational Governance — Between unity
and differentiation

The Case of the governance of
environmental risks by World Bank
environmental staff

Cynthia Selin
\olatile Visions: Transactons in
Anticipatory Knowledge

Jesper Banghgj
Financial Accounting Information and
Compensation in Danish Companies

Mikkel Lucas Overby
Strategic Alliances in Emerging High-
Tech Markets: What's the Difference
and does it Matter?

Tine Aage

External Information Acquisition of
Industrial Districts and the Impact of
Different Knowledge Creation Dimen-
sions



12.

13.

14.

15.

16.

17.

18.

2007

A case study of the Fashion and
Design Branch of the Industrial District
of Montebelluna, NE Italy

Mikkel Flyverbom

Making the Global Information Society
Governable

On the Governmentality of Multi-
Stakeholder Networks

Anette Grgnning

Personen bag

Tilstedeveer i e-mail som inter-
aktionsform mellem kunde og med-
arbejder i dansk forsikringskontekst

Jorn Helder
One Company — One Language?
The NN-case

Lars Bjerregaard Mikkelsen

Differing perceptions of customer
value

Development and application of a tool
for mapping perceptions of customer
value at both ends of customer-suppli-
er dyads in industrial markets

Lise Granerud

Exploring Learning

Technological learning within small
manufacturers in South Africa

Esben Rahbek Pedersen
Between Hopes and Realities:
Reflections on the Promises and
Practices of Corporate Social
Responsibility (CSR)

Ramona Samson

The Cultural Integration Model and
European Transformation.

The Case of Romania

Jakob Vestergaard

Discipline in The Global Economy
Panopticism and the Post-Washington
Consensus

10.

Heidi Lund Hansen

Spaces for learning and working

A qualitative study of change of work,
management, vehicles of power and
social practices in open offices

Sudhanshu Rai

Exploring the internal dynamics of
software development teams during
user analysis

A tension enabled Institutionalization
Model; “Where process becomes the
objective”

Norsk ph.d.
Ej til salg gennem Samfundslitteratur

Serden Ozcan

EXPLORING HETEROGENEITY IN
ORGANIZATIONAL ACTIONS AND
OUTCOMES

A Behavioural Perspective

Kim Sundtoft Hald
Inter-organizational Performance
Measurement and Management in
Action

— An Ethnography on the Construction
of Management, Identity and
Relationships

Tobias Lindeberg

Evaluative Technologies
Quality and the Multiplicity of
Performance

Merete Wedell-Wedellsborg

Den globale soldat

Identitetsdannelse og identitetsledelse
I multinationale militere organisatio-
ner

Lars Frederiksen

Open Innovation Business Models
Innovation in firm-hosted online user
communities and inter-firm project
ventures in the music industry

— A collection of essays

Jonas Gabrielsen
Retorisk toposleere — fra statisk ‘sted’
til persuasiv aktivitet



11.

12.

13.

14.

15.

16.

17.

18.

19.

Christian Moldt-Jgrgensen

Fra meningsles til meningsfuld
evaluering.

Anvendelsen af studentertilfredsheds-
malinger pa de korte og mellemlange
videregaende uddannelser set fra et
psykodynamisk systemperspektiv

Ping Gao

Extending the application of
actor-network theory

Cases of innovation in the tele-
communications industry

Peter Mejlby

Frihed og faengsel, en del af den
samme drom?

Et phronetisk baseret casestudie af
frigerelsens og kontrollens sam-
eksistens i vaerdibaseret ledelse!

Kristina Birch
Statistical Modelling in Marketing

Signe Poulsen

Sense and sensibility:

The language of emotional appeals in
insurance marketing

Anders Bjerre Trolle
Essays on derivatives pricing and dyna-
mic asset allocation

Peter Feldhitter
Empirical Studies of Bond and Credlit
Markets

Jens Henrik Eggert Christensen
Default and Recovery Risk Modeling
and Estimation

Maria Theresa Larsen

Academic Enterprise: A New Mission
for Universities or a Contradiction in
Terms?

Four papers on the long-term impli-
cations of increasing industry involve-
ment and commercialization in acade-
mia

20.

21.

22.

23.

24.

25.

26.

27.

28.

Morten Wellendorf
Postimplementering af teknologi i den
offentlige forvaltning

Analyser af en organisations konti-
nuerlige arbejde med informations-
teknologi

Ekaterina Mhaanna
Concept Relations for Terminological
Process Analysis

Stefan Ring Thorbjgrnsen

Forsvaret i forandring

Et studie i officerers kapabiliteter un-
der pavirkning af omverdenens foran-
dringspres mod @get styring og laering

Christa Breum Amhgj

Det selvskabte medlemskab om ma-
nagementstaten, dens styringstekno-
logier og indbyggere

Karoline Bromose

Between Technological Turbulence and
Operational Stability

— An empirical case study of corporate
venturing in TDC

Susanne Justesen

Navigating the Paradoxes of Diversity
in Innovation Practice

— A Longitudinal study of six very
different innovation processes — in
practice

Luise Noring Henler
Conceptualising successful supply
chain partnerships

— Viewing supply chain partnerships
from an organisational culture per-
spective

Mark Mau

Kampen om telefonen

Det danske telefonvaesen under den
tyske beszettelse 1940-45

Jakob Halskov

The semiautomatic expansion of
existing terminological ontologies
using knowledge patterns discovered



29.

30.

31.

32.

33.

34.

35.

36.

2008

on the WWW - an implementation
and evaluation

Gergana Koleva

European Policy Instruments Beyond
Networks and Structure: The Innova-
tive Medicines Initiative

Christian Geisler Asmussen
Global Strateqy and International
Diversity: A Double-Edged Sword?

Christina Holm-Petersen

Stolthed og fordom

Kultur- og identitetsarbejde ved ska-
belsen af en ny sengeafdeling gennem
fusion

Hans Peter Olsen

Hybrid Governance of Standardized
States

Causes and Contours of the Global

Regulation of Government Auditing

Lars Bage Sgrensen
Risk Management in the Supply Chain

Peter Aagaard

Det unikkes dynamikker

De institutionelle mulighedsbetingel-
ser bag den individuelle udforskning i
professionelt og frivilligt arbejde

Yun Mi Antorini

Brand Community Innovation

An Intrinsic Case Study of the Adult
Fans of LEGO Community

Joachim Lynggaard Boll

Labor Related Corporate Social Perfor-
mance in Denmark

Organizational and Institutional Per-
spectives

Frederik Christian Vinten
Essays on Private Equity

Jesper Clement
Visual Influence of Packaging Design
on In-Store Buying Decisions

10.

11.

Marius Brostrgm Kousgaard

Tid til kvalitetsmaling?

— Studier af indrulleringsprocesser i
forbindelse med introduktionen af
kliniske kvalitetsdatabaser i specialloe-
gepraksissektoren

Irene Skovgaard Smith
Management Consulting in Action
Value creation and ambiguity in
client-consultant relations

Anders Rom

Management accounting and inte-
grated information systems

How to exploit the potential for ma-
nagement accounting of information
technology

Marina Candi

Aesthetic Design as an Element of
Service Innovation in New Technology-
based Firms

Morten Schnack

Teknologi og tveerfaglighed

—en analyse af diskussionen omkring
indfarelse af EPJ pa en hospitalsafde-
ling

Helene Balslev Clausen

Juntos pero no revueltos — un estudio
sobre emigrantes norteamericanos en
un pueblo mexicano

Lise Justesen

Kunsten at skrive revisionsrapporter.
En beretning om forvaltningsrevisio-
nens beretninger

Michael E. Hansen

The politics of corporate responsibility:
CSR and the governance of child labor
and core labor rights in the 1990s

Anne Roepstorff

Holdning for handling — en etnologisk
underseqgelse af Virksomheders Sociale
Ansvar/CSR



12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

Claus Bajlum
Essays on Credit Risk and
Credit Derivatives

Anders Bojesen

The Performative Power of Competen-
ce —an Inquiry into Subjectivity and
Social Technologies at Work

Satu Reijonen

Green and Fragile

A Study on Markets and the Natural
Environment

llduara Busta
Corporate Governance in Banking
A European Study

Kristian Anders Hvass

A Boolean Analysis Predicting Industry
Change: Innovation, Imitation & Busi-
ness Models

The Winning Hybrid: A case study of
isomorphism in the airline industry

Trine Paludan

De uvidende og de udviklingsparate
Identitet som mulighed og restriktion
blandt fabriksarbejdere pa det aftaylo-
riserede fabriksgulv

Kristian Jakobsen
Foreign market entry in transition eco-
nomies: Entry timing and mode choice

Jakob Elming
Syntactic reordering in statistical ma-
chine translation

Lars Brgamsge Termansen

Regional Computable General Equili-
brium Models for Denmark

Three papers laying the foundation for
regional CGE models with agglomera-
tion characteristics

Mia Reinholt
The Motivational Foundations of
Knowledge Sharing

22.

23.

24.

25.

26.

2009

Frederikke Krogh-Meibom

The Co-Evolution of Institutions and
Technology

— A Neo-Institutional Understanding of
Change Processes within the Business
Press — the Case Study of Financial
Times

Peter D. @rberg Jensen

OFFSHORING OF ADVANCED AND
HIGH-VALUE TECHNICAL SERVICES:
ANTECEDENTS, PROCESS DYNAMICS
AND FIRMLEVEL IMPACTS

Pham Thi Song Hanh

Functional Upgrading, Relational
Capability and Export Performance of
Vietnamese Wood Furniture Producers

Mads Vangkilde

Why wait?

An Exploration of first-mover advanta-
ges among Danish e-grocers through a
resource perspective

Hubert Buch-Hansen

Rethinking the History of European
Level Merger Control

A Critical Political Economy Perspective

Vivian Lindhardsen

From Independent Ratings to Commu-
nal Ratings: A Study of CWA Raters’
Decision-Making Behaviours

Gudrid Weihe
Public-Private Partnerships: Meaning
and Practice

Chris Ngkkentved

Enabling Supply Networks with Colla-
borative Information Infrastructures
An Empirical Investigation of Business
Model Innovation in Supplier Relation-
ship Management

Sara Louise Muhr
Wound, Interrupted — On the Vulner-
ability of Diversity Management



10.

11.

12.

13.

Christine Sestoft
Forbrugeradfserd i et Stats- og Livs-
formsteoretisk perspektiv

Michael Pedersen

Tune in, Breakdown, and Reboot: On
the production of the stress-fit self-
managing employee

Salla Lutz

Position and Reposition in Networks

— Exemplified by the Transformation of
the Danish Pine Furniture Manu-
facturers

Jens Forssbaeck
Essays on market discipline in
commercial and central banking

Tine Murphy

Sense from Silence — A Basis for Orga-
nised Action

How do Sensemaking Processes with
Minimal Sharing Relate to the Repro-
duction of Organised Action?

Sara Malou Strandvad

Inspirations for a new sociology of art:
A sociomaterial study of development
processes in the Danish film industry

Nicolaas Mouton

On the evolution of social scientific
metaphors:

A cognitive-historical enquiry into the
divergent trajectories of the idea that
collective entities — states and societies,
cities and corporations — are biological
organisms.

Lars Andreas Knutsen
Mobile Data Services:
Shaping of user engagements

Nikolaos Theodoros Korfiatis
Information Exchange and Behavior
A Multi-method Inquiry on Online
Communities

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

Jens Albaek

Forestillinger om kvalitet og tveerfaglig-
hed pa sygehuse

— skabelse af forestillinger i leege- og
plejegrupperne angaende relevans af
nye idéer om kvalitetsudvikling gen-
nem tolkningsprocesser

Maja Lotz
The Business of Co-Creation — and the
Co-Creation of Business

Gitte P. Jakobsen

Narrative Construction of Leader Iden-
tity in a Leader Development Program
Context

Dorte Hermansen

“Living the brand” som en brandorien-
teret dialogisk praxis:

Om udvikling af medarbejdernes
brandorienterede demmekraft

Aseem Kinra
Supply Chain (logistics) Environmental
Complexity

Michael Ngrager

How to manage SMEs through the
transformation from non innovative to
innovative?

Kristin Wallevik
Corporate Governance in Family Firms
The Norwegian Maritime Sector

Bo Hansen Hansen
Beyond the Process
Enriching Software Process Improve-
ment with Knowledge Management

Annemette Skot-Hansen

Franske adjektivisk afledte adverbier,
der tager praepositionssyntagmer ind-
ledt med preepositionen a som arqu-
menter

En valensgrammatisk undersegelse

Line Gry Knudsen
Collaborative R&D Capabilities
In Search of Micro-Foundations



24.

25.

26.

27.

2010

Christian Scheuer
Employers meet employees
Essays on sorting and globalization

Rasmus Johnsen

The Great Health of Melancholy

A Study of the Pathologies of Perfor-
mativity

Ha Thi Van Pham

Internationalization, Competitiveness
Enhancement and Export Performance
of Emerging Market Firms:

Evidence from Vietnam

Henriette Balieu

Kontrolbegrebets betydning for kausa-
tivalternationen i spansk

En kognitiv-typologisk analyse

Yen Tran

Organizing Innovationin Turbulent
Fashion Market

Four papers on how fashion firms crea-
te and appropriate innovation value

Anders Raastrup Kristensen
Metaphysical Labour

Flexibility, Performance and Commit-
ment in Work-Life Management

Margrét Sigrun Sigurdardottir
Dependently independent
Co-existence of institutional logics in
the recorded music industry

Asta Dis Oladéttir

Internationalization from a small do-
mestic base:

An empirical analysis of Economics and
Management

Christine Secher

E-deltagelse i praksis — politikernes og
forvaltningens medkonstruktion og
konsekvenserne heraf

Marianne Stang Valand
What we talk about when we talk
about space:

10.

11.

12.

13.

14.

15.

End User Participation between Proces-
ses of Organizational and Architectural
Design

Rex Degnegaard

Strategic Change Management
Change Management Challenges in
the Danish Police Reform

Ulrik Schultz Brix

Veerdi i rekruttering — den sikre beslut-
ning

En pragmatisk analyse af perception
og synliggarelse af veerdi i rekrutte-
rings- og udveelgelsesarbejdet

Jan Ole Simila

Kontraktsledelse

Relasjonen mellom virksomhetsledelse
og kontraktshandtering, belyst via fire
norske virksomheter

Susanne Boch Waldorff

Emerging Organizations: In between
local translation, institutional logics
and discourse

Brian Kane

Performance Talk

Next Generation Management of
Organizational Performance

Lars Ohnemus

Brand Thrust: Strategic Branding and
Shareholder Value

An Empirical Reconciliation of two
Critical Concepts

Jesper Schlamovitz
Handtering af usikkerhed i film- og
byggeprojekter

Tommy Moesby-Jensen

Det faktiske livs forbindtlighed
Farsokratisk informeret, ny-aristotelisk
NBoc-teenkning hos Martin Heidegger

Christian Fich

Two Nations Divided by Common
Values

French National Habitus and the
Rejection of American Power



16.

17.

18.

19.

20.

21.

22.

23.

24.

Peter Beyer

Processer, sammenhangskraft

oq fleksibilitet

Et empirisk casestudie af omstillings-
forleb i fire virksomheder

Adam Buchhorn

Markets of Good Intentions
Constructing and Organizing
Biogas Markets Amid Fraqility
and Controversy

Cecilie K. Moesby-Jensen

Social leering og feelles praksis

Et mixed method studie, der belyser
leeringskonsekvenser af et lederkursus
for et praksisfeellesskab af offentlige
mellemledere

Heidi Boye

Fadevarer og sundhed i sen-
modernismen

— En indsigt i hyggefaeenomenet og
de relaterede fadevarepraksisser

Kristine Munkgard Pedersen
Flygtige forbindelser og midlertidige
mobiliseringer

Om kulturel produktion pa Roskilde
Festival

Oliver Jacob Weber

Causes of Intercompany Harmony in
Business Markets — An Empirical Inve-
stigation from a Dyad Perspective

Susanne Ekman

Authority and Autonomy
Paradoxes of Modern Knowledge
Work

Anette Frey Larsen

Kvalitetsledelse pa danske hospitaler

— Ledelsernes indflydelse pa introduk-
tion og vedligeholdelse af kvalitetsstra-
tegier i det danske sundhedsvaesen

Toyoko Sato

Performativity and Discourse: Japanese
Advertisements on the Aesthetic Edu-
cation of Desire

25.

26.

27.

28.

29.

30.

31.

32.

33.

34.

35.

Kenneth Brinch Jensen

Identifying the Last Planner System
Lean management in the construction
industry

Javier Busquets
Orchestrating Network Behavior
for Innovation

Luke Patey

The Power of Resistance: India’s Na-
tional Oil Company and International
Activism in Sudan

Mette Vedel

Value Creation in Triadic Business Rela-
tionships. Interaction, Interconnection
and Position

Kristian Tarning
Knowledge Management Systems in
Practice — A Work Place Study

Qingxin Shi

An Empirical Study of Thinking Aloud
Usability Testing from a Cultural
Perspective

Tanja Juul Christiansen
Corporate blogging: Medarbejderes
kommunikative handlekraft

Malgorzata Ciesielska

Hybrid Organisations.

A study of the Open Source — business
setting

Jens Dick-Nielsen
Three Essays on Corporate Bond
Market Liquidity

Sabrina Speiermann

Modstandens Politik
Kampagnestyring i Velfeerdsstaten.

En diskussion af trafikkampagners sty-
ringspotentiale

Julie Uldam

Fickle Commitment. Fostering political
engagement in 'the flighty world of
online activism’



36.

37.

38.

2011

Annegrete Juul Nielsen
Traveling technologies and
transformations in health care

Athur Muhlen-Schulte

Organising Development

Power and Organisational Reform in
the United Nations Development
Programme

Louise Rygaard Jonas

Branding pa butiksgulvet

Et case-studie af kultur- og identitets-
arbejdet i Kvickly

Stefan Fraenkel

Key Success Factors for Sales Force
Readiness during New Product Launch
A Study of Product Launches in the
Swedlish Pharmaceutical Industry

Christian Plesner Rossing
International Transfer Pricing in Theory
and Practice

Tobias Dam Hede

Samtalekunst og ledelsesdisciplin

— en analyse af coachingsdiskursens
genealogi og governmentality

Kim Pettersson
Essays on Audit Quality, Auditor Choi-
ce, and Equity Valuation

Henrik Merkelsen

The expert-lay controversy in risk
research and management. Effects of
institutional distances. Studies of risk
definitions, perceptions, management
and communication

Simon S. Torp

Employee Stock Ownership:

Effect on Strategic Management and
Performance

Mie Harder
Internal Antecedents of Management
Innovation

10.

11.

12.

13.

14.

15.

16.

17.

18.

Ole Helby Petersen

Public-Private Partnerships: Policy and
Regulation — With Comparative and
Multi-level Case Studies from Denmark
and Ireland

Morten Krogh Petersen
‘Good’ Outcomes. Handling Multipli-
city in Government Communication

Kristian Tangsgaard Hvelplund
Allocation of cognitive resources in
translation - an eye-tracking and key-
logging study

Moshe Yonatany
The Internationalization Process of
Digital Service Providers

Anne Vestergaard

Distance and Suffering

Humanitarian Discourse in the age of
Mediatization

Thorsten Mikkelsen
Personligsheds indflydelse pa forret-
ningsrelationer

Jane Thostrup Jagd

Hvorfor fortseetter fusionsbalgen ud-
over “the tipping point”?

— en empirisk analyse af information
og kognitioner om fusioner

Gregory Gimpel

Value-driven Adoption and Consump-
tion of Technology: Understanding
Technology Decision Making

Thomas Stengade Sgnderskov

Den nye mulighed

Social innovation i en forretningsmeaes-
sig kontekst

Jeppe Christoffersen
Donor supported strateqic alliances in
developing countries

Vibeke Vad Baunsgaard
Dominant Ideological Modes of
Rationality: Cross functional



19.

20.

21.

22.

23.

24,

25.

26.

27.

28.

29.

integration in the process of product
innovation

Throstur Olaf Sigurjonsson
Governance Failure and Icelands’s
Financial Collapse

Allan Sall Tang Andersen
Essays on the modeling of risks in
interest-rate and inflation markets

Heidi Tscherning
Mobile Devices in Social Contexts

Birgitte Gorm Hansen

Adapting in the Knowledge Economy
Lateral Strategies for Scientists and
Those Who Study Them

Kristina Vaarst Andersen

Optimal Levels of Embeddedness
The Contingent Value of Networked
Collaboration

Justine Grgnbaek Pors

Noisy Management

A History of Danish School Governing
from 1970-2010

Stefan Linder

Micro-foundations of Strategic
Entrepreneurship

Essays on Autonomous Strategic Action

Xin Li

Toward an Integrative Framework of
National Competitiveness

An application to China

Rune Thorbjarn Clausen

Veerdifuld arkitektur

Et eksplorativt studie af bygningers
rolle i viksomheders vaerdiskabelse

Monica Viken
Markedsundersakelser som bevis i
varemerke- og markedsfaringsrett

Christian Wymann

Tattooing

The Economic and Artistic Constitution
of a Social Phenomenon

31.

32.

33.

2012

s

Sanne Frandsen

Productive Incoherence

A Case Study of Branding and
Identity Struggles in a Low-Prestige
Organization

Mads Stenbo Nielsen
Essays on Correlation Modelling

lvan Hauser

Falelse og sprog

Etablering af en ekspressiv kategori,
eksemplificeret pa russisk

Sebastian Schwenen
Security of Supply in Electricity Markets

Peter Holm Andreasen

The Dynamics of Procurement
Management

- A Complexity Approach

Martin Haulrich
Data-Driven Bitext Dependency
Parsing and Alignment

Line Kirkegaard

Konsulenten i den anden nat
En undersegelse af det intense
arbejdsliv

Tonny Stenheim
Decision usefulness of goodwill
under IFRS

Morten Lind Larsen
Produktivitet, vaekst og velfeerd
Industriradet og efterkrigstidens
Danmark 1945 - 1958

Petter Berg
Cartel Damages and Cost Asymmetries

Lynn Kahle

Experiential Discourse in Marketing
A methodical inquiry into practice
and theory

Anne Roelsgaard Obling
Management of Emotions
in Accelerated Medical Relationships



10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

Thomas Frandsen
Managing Modularity of
Service Processes Architecture

Carina Christine Skovmgiller

CSR som noget seerligt

Et casestudie om styring og menings-
skabelse i relation til CSR ud fra en
intern optik

Michael Tell

Fradragsbeskaering af selskabers
finansieringsudgifter

En skatteretlig analyse af SEL §§ 11,
11Bog 11C

Morten Holm

Customer Profitability Measurement
Models

Their Merits and Sophistication
across Contexts

Katja Joo Dyppel
Beskatning af derivater
En analyse af dansk skatteret

Esben Anton Schultz
Essays in Labor Economics
Evidence from Danish Micro Data

Carina Risvig Hansen
“Contracts not covered, or not fully
covered, by the Public Sector Directive”

Anja Svejgaard Pors

Ivaerksaettelse af kommunikation

- patientfigurer i hospitalets strateqgiske
kommunikation

Frans Bévort

Making sense of management with
logics

An ethnographic study of accountants
who become managers

René Kallestrup
The Dynamics of Bank and Sovereign
Credit Risk

Brett Crawford

Revisiting the Phenomenon of Interests
in Organizational Institutionalism

The Case of U.S. Chambers of
Commerce

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

30.

Mario Daniele Amore
Essays on Empirical Corporate Finance

Arne Stjernholm Madsen

The evolution of innovation strateqy
Studied in the context of medical
device activities at the pharmaceutical
company Novo Nordisk A/S in the
period 1980-2008

Jacob Holm Hansen

Is Social Integration Necessary for
Corporate Branding?

A study of corporate branding
strategies at Novo Nordisk

Stuart Webber
Corporate Profit Shifting and the
Multinational Enterprise

Helene Ratner

Promises of Reflexivity
Managing and Researching
Inclusive Schools

Therese Strand
The Owners and the Power: Insights
from Annual General Meetings

Robert Gavin Strand
In Praise of Corporate Social
Responsibility Bureaucracy

Nina Sormunen

Auditor’s going-concern reporting
Reporting decision and content of the
report

John Bang Mathiasen

Learning within a product development
working practice:

- an understanding anchored

in pragmatism

Philip Holst Riis
Understanding Role-Oriented Enterprise
Systems: From Vendors to Customers

Marie Lisa Dacanay

Social Enterprises and the Poor
Enhancing Social Entrepreneurship and
Stakeholder Theory



31.

32.

33.

34.

35.

36.

37.

38.

39.

40.

Fumiko Kano Gluckstad

Bridging Remote Cultures: Cross-lingual
concept mapping based on the
information receiver’s prior-knowledge

Henrik Barslund Fosse
Empirical Essays in International Trade

Peter Alexander Albrecht
Foundational hybridity and its
reproduction

Security sector reform in Sierra Leone

Maja Rosenstock

CSR - hvor sveert kan det vaere?
Kulturanalytisk casestudie om
udfordringer og dilemmaer med at
forankre Coops CSR-strategi

Jeanette Rasmussen

Tweens, medier og forbrug

Et studie af 10-12 arige danske barns
brug af internettet, opfattelse og for-
staelse af markedstfering og forbrug

Ib Tunby Gulbrandsen

‘This page is not intended for a
US Audience’

A five-act spectacle on online
communication, collaboration
& organization.

Kasper Aalling Teilmann
Interactive Approaches to
Rural Development

Mette Mogensen

The Organization(s) of Well-being

and Productivity

(Re)assembling work in the Danish Post

Sgren Friis Mgller

From Disinterestedness to Engagement
Towards Relational Leadership In the
Cultural Sector

Nico Peter Berhausen

Management Control, Innovation and
Strategic Objectives — Interactions and
Convergence in Product Development
Networks

41.

42.

43.

2013

o

Balder Onarheim

Creativity under Constraints
Creativity as Balancing
‘Constrainedness’

Haoyong Zhou
Essays on Family Firms

Elisabeth Naima Mikkelsen

Making sense of organisational conflict
An empirical study of enacted sense-
making in everyday conflict at work

Jacob Lyngsie
Entrepreneurship in an Organizational
Context

Signe Groth-Brodersen

Fra ledelse til selvet

En socialpsykologisk analyse af
forholdet imellem selvledelse, ledelse
og stress i det moderne arbejdsliv

Nis Hayrup Christensen

Shaping Markets: A Neoinstitutional
Analysis of the Emerging
Organizational Field of Renewable
Energy in China

Christian Edelvold Berg

As a matter of size

THE IMPORTANCE OF CRITICAL
MASS AND THE CONSEQUENCES OF
SCARCITY FOR TELEVISION MARKETS

Christine D. Isakson

Coworker Influence and Labor Mobility
Essays on Turnover, Entrepreneurship
and Location Choice in the Danish
Maritime Industry

Niels Joseph Jerne Lennon
Accounting Qualities in Practice
Rhizomatic stories of representational
faithfulness, decision making and
control

Shannon O’Donnell

Making Ensemble Possible

How special groups organize for
collaborative creativity in conditions
of spatial variability and distance



10.

11.

12.

13.

14.

15.

16.

17.

18.

Robert W. D. Veitch

Access Decisions in a

Partly-Digital World

Comparing Digital Piracy and Legal
Modes for Film and Music

Marie Mathiesen
Making Strateqy Work
An Organizational Ethnography

Arisa Shollo
The role of business intelligence in
organizational decision-making

Mia Kaspersen
The construction of social and
environmental reporting

Marcus Mgller Larsen
The organizational design of offshoring

Mette Ohm Rgrdam

EU Law on Food Naming

The prohibition against misleading
names in an internal market context

Hans Peter Rasmussen

GIV EN GED!

Kan giver-idealtyper forklare stotte
til velgerenhed og understotte
relationsopbygning?

Ruben Schachtenhaufen
Fonetisk reduktion i dansk

Peter Koerver Schmidt

Dansk CFC-beskatning

| et internationalt og komparativt
perspektiv

Morten Froholdt

Strateqi i den offentlige sektor

En kortlaegning af styringsmaessig
kontekst, strategisk tilgang, samt
anvendte redskaber og teknologier for
udvalgte danske statslige styrelser

Annette Camilla Sjgrup
Cognitive effort in metaphor translation
An eye-tracking and key-logqging study

19.

20.

21.

22.

23.

24.

25.

26.

Tamara Stucchi

The Internationalization
of Emerging Market Firms:
A Context-Specific Study

Thomas Lopdrup-Hjorth
“Let’s Go Outside”:
The Value of Co-Creation

Ana Alacovska

Genre and Autonomy in Cultural
Production

The case of travel guidebook
production

Marius Gudmand-Hgyer
Stemningssindssygdommenes historie

i det 19. arhundrede

Omtydningen af melankolien og
manien som bipoleere stemningslidelser
i dansk sammenhaeng under hensyn til
dannelsen af det moderne faolelseslivs
relative autonomi.

En problematiserings- og erfarings-
analytisk undersogelse

Lichen Alex Yu

Fabricating an S&OP Process
Circulating References and Matters
of Concern

Esben Alfort
The Expression of a Need
Understanding search

Trine Pallesen

Assembling Markets for Wind Power
An Inquiry into the Making of
Market Devices

Anders Koed Madsen

Web-Visions

Repurposing digital traces to organize
social attention

Leerke Hgjgaard Christiansen
BREWING ORGANIZATIONAL
RESPONSES TO INSTITUTIONAL LOGICS

Tommy Kjaer Lassen

EGENTLIG SELVLEDELSE

En ledelsestilosofisk athandling om
selvledelsens paradoksale dynamik og
eksistentielle engagement



29.

30.

31.

32.

33.

34.

35.

36.

37.

38.

39.

Morten Rossing
Local Adaption and Meaning Creation
in Performance Appraisal

Sgren Obed Madsen

Lederen som overseetter

Et oversaettelsesteoretisk perspektiv
pa strategisk arbejde

Thomas Hggenhaven
Open Government Communities
Does Design Affect Participation?

Kirstine Zinck Pedersen
Failsafe Organizing?
A Pragmatic Stance on Patient Safety

Anne Petersen

Hverdagslogikker i psykiatrisk arbejde
En institutionsetnografisk undersegelse
af hverdagen i psykiatriske
organisationer

Didde Maria Humle
Forteellinger om arbejde

Mark Holst-Mikkelsen
Strategieksekvering i praksis
— barrierer og muligheder!

Malek Maalouf
Sustaining lean

Strateqgies for dealing with
organizational paradoxes

Nicolaj Tofte Brenneche

Systemic Innovation In The Making
The Social Productivity of
Cartographic Crisis and Transitions
in the Case of SEEIT

Morten Gylling
The Structure of Discourse
A Corpus-Based Cross-Linguistic Study

Binzhang YANG

Urban Green Spaces for Quality Life

- Case Study: the landscape
architecture for people in Copenhagen

40.

41.

42.

43.

44,

2014

Michael Friis Pedersen

Finance and Organization:

The Implications for Whole Farm
Risk Management

Even Fallan
Issues on supply and demand for
environmental accounting information

Ather Nawaz

Website user experience

A cross-cultural study of the relation
between users” cognitive style, context
of use, and information architecture
of local websites

Karin Beukel
The Determinants for Creating
Valuable Inventions

Arjan Markus

External Knowledge Sourcing
and Firm Innovation

Essays on the Micro-Foundations
of Firms’ Search for Innovation

Solon Moreira
Four Essays on Technology Licensing
and Firm Innovation

Karin Strzeletz Ivertsen
Partnership Drift in Innovation
Processes

A study of the Think City electric
car development

Kathrine Hoffmann Pii
Responsibility Flows in Patient-centred
Prevention

Jane Bjgrn Vedel

Managing Strategic Research

An empirical analysis of
science-industry collaboration in a
pharmaceutical company

Martin Gylling

Processuel strateqi i organisationer
Monografi om dobbeltheden i
taenkning af strateqgi, dels som
vidensfelt i organisationsteori, dels
som kunstnerisk tilgang til at skabe
i erhvervsmaessig innovation



10.

11.

12.

13.

14.

15.

16.

Linne Marie Lauesen

Corporate Social Responsibility

in the Water Sector:

How Material Practices and their
Symbolic and Physical Meanings Form
a Colonising Logic

Maggie Qiuzhu Mei

LEARNING TO INNOVATE:

The role of ambidexterity, standard,
and decision process

Inger Hgedt-Rasmussen
Developing Identity for Lawyers
Towards Sustainable Lawyering

Sebastian Fux
Essays on Return Predictability and
Term Structure Modelling

Thorbjgrn N. M. Lund-Poulsen
Essays on Value Based Management

Oana Brindusa Albu
Transparency in Organizing:
A Performative Approach

Lena Olaison
Entrepreneurship at the limits

Hanne Sgrum

DRESSED FOR WEB SUCCESS?

An Empirical Study of Website Quality
in the Public Sector

Lasse Folke Henriksen

Knowing networks

How experts shape transnational
governance

Maria Halbinger
Entrepreneurial Individuals
Empirical Investigations into
Entrepreneurial Activities of
Hackers and Makers

Robert Spliid
Kapitalfondenes metoder
0g kompetencer

17.

18.

19.

20.

21.

22.

23.

24.

25.

Christiane Stelling

Public-private partnerships & the need,
development and management

of trusting

A processual and embedded
exploration

Marta Gasparin
Management of design as a translation
process

Kare Moberg

Assessing the Impact of
Entrepreneurship Education
From ABC to PhD

Alexander Cole
Distant neighbors
Collective learning beyond the cluster

Martin Mgller Boje Rasmussen

Is Competitiveness a Question of
Being Alike?

How the United Kingdom, Germany
and Denmark Came to Compete
through their Knowledge Regimes
from 1993 to 2007

Anders Ravn Sgrensen

Studies in central bank legitimacy,
currency and national identity
Four cases from Danish monetary
history

Nina Bellak

Can Language be Managed in
International Business?

Insights into Language Choice from a
Case Study of Danish and Austrian
Multinational Corporations (MNCs)

Rikke Kristine Nielsen

Global Mindset as Managerial
Meta-competence and Organizational
Capability: Boundary-crossing
Leadership Cooperation in the MNC
The Case of ‘Group Mindset’ in

Solar A/S.

Rasmus Koss Hartmann

User Innovation inside government
Towards a critically performative
foundation for inquiry



26.

27.

28.

29.

30.

31.

32.

33.

34.

35.

Kristian Gylling Olesen

Flertydig og emergerende ledelse i
folkeskolen

Et aktor-netvaerksteoretisk ledelses-
studie af politiske evalueringsreformers
betydning for ledelse i den danske
folkeskole

Troels Riis Larsen

Kampen om Danmarks omdamme
1945-2010

Omdemmearbejde og omdemmepolitik

Klaus Majgaard
Jagten pa autenticitet i offentlig styring

Ming Hua Li

Institutional Transition and
Organizational Diversity:
Differentiated internationalization
strategies of emerging market
state-owned enterprises

Sofie Blinkenberg Federspiel

IT, organisation og digitalisering:
Institutionelt arbejde i den kommunale
digitaliseringsproces

Elvi Weinreich

Hvilke offentlige ledere er der brug for
nar velfeerdstaenkningen flytter sig

— er Diplomuddannelsens lederprofil
svaret?

Ellen Mglgaard Korsager
Self-conception and image of context
in the growth of the firm

— A Penrosian History of Fiberline
Composites

Else Skjold
The Daily Selection

Marie Louise Conradsen

The Cancer Centre That Never Was
The Organisation of Danish Cancer
Research 1949-1992

Virgilio Failla
Three Essays on the Dynamics of
Entrepreneurs in the Labor Market

36.

37.

38.

39.

40.

41.

2015

Nicky Nedergaard

Brand-Based Innovation

Relational Perspectives on Brand Logics
and Design Innovation Strategies and
Implementation

Mads Gjedsted Nielsen
Essays in Real Estate Finance

Kristin Martina Brand|
Process Perspectives on
Service Offshoring

Mia Rosa Koss Hartmann

In the gray zone

With police in making space
for creativity

Karen Ingerslev

Healthcare Innovation under
The Microscope

Framing Boundaries of Wicked
Problems

Tim Neerup Themsen
Risk Management in large Danish
public capital investment programmes

Jakob lon Wille

Film som design

Design af levende billeder i
film og tv-serier

Christiane Mossin

Interzones of Law and Metaphysics
Hierarchies, Logics and Foundations
of Social Order seen through the Prism
of EU Social Rights

Thomas Taeth

TRUSTWORTHINESS: ENABLING
GLOBAL COLLABORATION

An Ethnographic Study of Trust,
Distance, Control, Culture and
Boundary Spanning within Offshore
Outsourcing of IT Services

Steven Hgjlund
Evaluation Use in Evaluation Systems —
The Case of the European Commission



10.

11.

12.

Julia Kirch Kirkegaard

AMBIGUOUS WINDS OF CHANGE — OR
FIGHTING AGAINST WINDMILLS IN
CHINESE WIND POWER

A CONSTRUCTIVIST INQUIRY INTO
CHINA'S PRAGMATICS OF GREEN
MARKETISATION MAPPING
CONTROVERSIES OVER A POTENTIAL
TURN TO QUALITY IN CHINESE WIND
POWER

Michelle Carol Antero

A Multi-case Analysis of the
Development of Enterprise Resource
Planning Systems (ERP) Business
Practices

Morten Friis-Olivarius
The Associative Nature of Creativity

Mathew Abraham

New Cooperativism:

A study of emerging producer
organisations in India

Stine Hedegaard
Sustainability-Focused Identity: Identity
work performed to manage, negotiate
and resolve barriers and tensions that
arise in the process of constructing or
ganizational identity in a sustainability
context

Cecilie Glerup

Organizing Science in Society — the
conduct and justification of resposible
research

Allan Salling Pedersen

Implementering af ITIL® [T-governance
- nar best practice konflikter med
kulturen Lasning af implementerings-
problemer gennem anvendelse af

kendte CSF i et aktionsforskningsforlab.

Nihat Misir
A Real Options Approach to
Determining Power Prices

Mamdouh Medhat
MEASURING AND PRICING THE RISK
OF CORPORATE FAILURES

13.

14.

15.

16.

17.

18.

19.

20.

21.

22.

Rina Hansen
Toward a Digital Strategy for
Omnichannel Retailing

Eva Pallesen

In the rhythm of welfare creation

A relational processual investigation
moving beyond the conceptual horizon
of welfare management

Gouya Harirchi
In Search of Opportunities: Three
Essays on Global Linkages for Innovation

Lotte Holck

Embedded Diversity: A critical
ethnographic study of the structural
tensions of organizing diversity

Jose Daniel Balarezo
Learning through Scenario Planning

Louise Pram Nielsen

Knowledge dissemination based on
terminological ontologies. Using eye
tracking to further user interface
design.

Sofie Dam

PUBLIC-PRIVATE PARTNERSHIPS FOR
INNOVATION AND SUSTAINABILITY
TRANSFORMATION

An embedded, comparative case study
of municipal waste management in
England and Denmark

Ulrik Hartmyer Christiansen
Follwoing the Content of Reported Risk
Across the Organization

Guro Refsum Sanden

Language strategies in multinational
corporations. A cross-sector study
of financial service companies and
manufacturing companies.

Linn Gevoll

Designing performance management
for operational level

- A closer look on the role of design
choices in framing coordination and
motivation



23.

24.

25.

26.

27.

28.

29.

30.

31.

32.

Frederik Larsen
Objects and Social Actions
— on Second-hand Valuation Practices

Thorhildur Hansdottir Jetzek

The Sustainable Value of Open
Government Data

Uncovering the Generative Mechanisms
of Open Data through a Mixed
Methods Approach

Gustav Toppenberg
Innovation-based M&A

— Technological-Integration
Challenges — The Case of
Digital-Technology Companies

Mie Plotnikof

Challenges of Collaborative
Governance

An Organizational Discourse Study
of Public Managers’ Struggles

with Collaboration across the
Daycare Area

Christian Garmann Johnsen
Who Are the Post-Bureaucrats?
A Philosophical Examination of the

Creative Manager, the Authentic Leader

and the Entrepreneur

Jacob Brogaard-Kay

Constituting Performance Management
A field study of a pharmaceutical
company

Rasmus Ploug Jenle

Engineering Markets for Control:
Integrating Wind Power into the Danish
Electricity System

Morten Lindholst

Complex Business Negotiation:
Understanding Preparation and
Planning

Morten Grynings
TRUST AND TRANSPARENCY FROM AN
ALIGNMENT PERSPECTIVE

Peter Andreas Norn
Byregimer og styringsevne: Politisk
lederskab af store byudviklingsprojekter

33.

34.

35.

36.

37.

38.

41.

Milan Miric
Essays on Competition, Innovation and
Firm Strategy in Digital Markets

Sanne K. Hjordrup

The Value of Talent Management
Rethinking practice, problems and
possibilities

Johanna Sax

Strateqgic Risk Management

— Analyzing Antecedents and
Contingencies for Value Creation

Pernille Rydén
Strategic Cognition of Social Media

Mimmi Sjoklint

The Measurable Me

- The Influence of Self-tracking on the
User Experience

Juan Ignacio Staricco

Towards a Fair Global Economic
Regime? A critical assessment of Fair
Trade through the examination of the
Argentinean wine industry

Marie Henriette Madsen
Emerging and temporary connections
in Quality work

Yangfeng CAO

Toward a Process Framework of
Business Model Innovation in the
Global Context
Entrepreneurship-Enabled Dynamic
Capability of Medium-Sized
Multinational Enterprises

Carsten Scheibye

Enactment of the Organizational Cost
Structure in Value Chain Configuration
A Contribution to Strategic Cost
Management



2016

10.

Signe Sofie Dyrby
Enterprise Social Media at Work

Dorte Boesby Dahl

The making of the public parking
attendant

Dirt, aesthetics and inclusion in public
service work

Verena Girschik

Realizing Corporate Responsibility
Positioning and Framing in Nascent
Institutional Change

Anders @rding Olsen

IN SEARCH OF SOLUTIONS

Inertia, Knowledge Sources and Diver-
sity in Collaborative Problem-solving

Pernille Steen Pedersen

Udkast til et nyt copingbegreb

En kvalifikation af ledelsesmuligheder
for at forebygge sygefraveer ved
psykiske problemer.

Kerli Kant Hvass

Weaving a Path from Waste to Value:
Exploring fashion industry business
models and the circular economy

Kasper Lindskow

Exploring Digital News Publishing
Business Models — a production
network approach

Mikkel Mouritz Marfelt

The chameleon workforce:
Assembling and negotiating the
content of a workforce

Marianne Bertelsen

Aesthetic encounters

Rethinking autonomy, space & time
in today’s world of art

Louise Hauberg Wilhelmsen
EU PERSPECTIVES ON INTERNATIONAL
COMMERCIAL ARBITRATION

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

Abid Hussain

On the Design, Development and
Use of the Social Data Analytics Tool
(SODATO): Design Propositions,
Patterns, and Principles for Big
Social Data Analytics

Mark Bruun
Essays on Earnings Predictability

Tor Bge-Lillegraven

BUSINESS PARADOXES, BLACK BOXES,
AND BIG DATA: BEYOND
ORGANIZATIONAL AMBIDEXTERITY

Hadis Khonsary-Atighi

ECONOMIC DETERMINANTS OF
DOMESTIC INVESTMENT IN AN OIL-
BASED ECONOMY: THE CASE OF IRAN
(1965-2010)

Maj Lervad Grasten

Rule of Law or Rule by Lawyers?

On the Politics of Translation in Global
Governance

Lene Granzau Juel-Jacobsen
SUPERMARKEDETS MODUS OPERANDI
— en hverdagssociologisk undersagelse
af forholdet mellem rum og handlen
0g understotte relationsopbygning?

Christine Thalsgard Henriques

In search of entrepreneurial learning
— Towards a relational perspective on
incubating practices?

Patrick Bennett
Essays in Education, Crime, and Job
Displacement

Sgren Korsgaard
Payments and Central Bank Policy

Marie Kruse Skibsted
Empirical Essays in Economics of
Education and Labor

Elizabeth Benedict Christensen

The Constantly Contingent Sense of
Belonging of the 1.5 Generation
Undocumented Youth

An Everyday Perspective



22.

23.

24.

25.

26.

27.

28.

29.

30.

31.

32.

33.

Lasse J. Jessen
Essays on Discounting Behavior and
Gambling Behavior

Kalle Johannes Rose

Nar stifterviljen der. ..

Et retsekonomisk bidrag til 200 ars
juridisk konflikt om ejendomsretten

Andreas Sgeborg Kirkedal
Danish Stad and Automatic Speech
Recognition

Ida Lunde Jargensen
Institutions and Legitimations in
Finance for the Arts

Olga Rykov Ibsen

An empirical cross-linguistic study of
directives: A semiotic approach to the
sentence forms chosen by British,
Danish and Russian speakers in native
and ELF contexts

Desi Volker
Understanding Interest Rate Volatility

Angeli Elizabeth Weller
Practice at the Boundaries of Business
Ethics & Corporate Social Responsibility

Ida Danneskiold-Samsge

Levende laering i kunstneriske
organisationer

En underseqgelse af leeringsprocesser
mellem projekt og organisation pa
Aarhus Teater

Leif Christensen
Quality of information — The role of
internal controls and materiality

Olga Zarzecka
Tie Content in Professional Networks

Henrik Mahncke

De store gaver

- Filantropiens gensidighedsrelationer i
teori og praksis

Carsten Lund Pedersen

Using the Collective Wisdom of
Frontline Employees in Strategic Issue
Management

34.

35.

36.

37.

38.

39.

40.

41.

42.

43.

44.

Yun Liu
Essays on Market Design

Denitsa Hazarbassanova Blagoeva
The Internationalisation of Service Firms

Manya Jaura Lind

Capability development in an off-
shoring context: How, why and by
whom

Luis R. Boscan F.
Essays on the Design of Contracts and
Markets for Power System Flexibility

Andreas Philipp Distel

Capabilities for Strategic Adaptation:
Micro-Foundations, Organizational
Condlitions, and Performance
Implications

Lavinia Bleoca

The Usefulness of Innovation and
Intellectual Capital in Business
Performance: The Financial Effects of
Knowledge Management vs. Disclosure

Henrik Jensen

Economic Organization and Imperfect
Managerial Knowledge: A Study of the
Role of Managerial Meta-Knowledge
in the Management of Distributed
Knowledge

Stine Mosekjaer

The Understanding of English Emotion
Words by Chinese and Japanese
Speakers of English as a Linqua Franca
An Empirical Study

Hallur Tor Sigurdarson
The Ministry of Desire - Anxiety and
entrepreneurship in a bureaucracy

Katlin Pulk

Making Time While Being in Time
A study of the temporality of
organizational processes

Valeria Giacomin

Contextualizing the cluster Palm oil in
Southeast Asia in global perspective
(1880s-1970s)



45.

46.

47.

48.

49.

50.

51.

52.

53.

54.

Jeanette Willert
Managers’ use of multiple
Management Control Systems:

The role and interplay of management

control systems and company
performance

Mads Vestergaard Jensen

Financial Frictions: Implications for Early
Option Exercise and Realized Volatility

Mikael Reimer Jensen
Interbank Markets and Frictions

Benjamin Faigen
Essays on Employee Ownership

Adela Michea
Enacting Business Models

An Ethnographic Study of an Emerging

Business Model Innovation within the
Frame of a Manufacturing Company.

Iben Sandal Stjerne

Transcending organization in
temporary systems

Aesthetics’ organizing work and
employment in Creative Industries

Simon Krogh
Anticipating Organizational Change

Sarah Netter
Exploring the Sharing Economy

Lene Tolstrup Christensen

State-owned enterprises as institutional

market actors in the marketization of
public service provision:
A comparative case study of Danish

and Swedish passenger rail 1990-2015

Kyoung(Kay) Sun Park
Three Essays on Financial Economics

2017

10.

11.

Mari Bjerck

Apparel at work. Work uniforms and
women in male-dominated manual
occupations.

Christoph H. Fldthmann

Who Manages Our Supply Chains?
Backgrounds, Competencies and
Contributions of Human Resources in
Supply Chain Management

Aleksandra Anna Rzeznik
Essays in Empirical Asset Pricing

Claes Backman
Essays on Housing Markets

Kirsti Reitan Andersen
Stabilizing Sustainability
in the Textile and Fashion Industry

Kira Hoffmann

Cost Behavior: An Empirical Analysis
of Determinants and Consequences
of Asymmetries

Tobin Hanspal
Essays in Household Finance

Nina Lange
Correlation in Energy Markets

Anjum Fayyaz

Donor Interventions and SME
Networking in Industrial Clusters in
Punjab Province, Pakistan

Magnus Paulsen Hansen

Trying the unemployed. Justifica-
tion and critique, emancipation and
coercion towards the ‘active society’.
A study of contemporary reforms in
France and Denmark

Sameer Azizi

Corporate Social Responsibility in
Afghanistan

— a critical case study of the mobile
telecommunications industry



12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

22.

Malene Myhre

The internationalization of small and
medium-sized enterprises:

A qualitative study

Thomas Presskorn-Thygesen

The Significance of Normativity —
Studies in Post-Kantian Philosophy and
Social Theory

Federico Clementi
Essays on multinational production and
international trade

Lara Anne Hale

Experimental Standards in Sustainability
Transitions: Insights from the Building
Sector

Richard Pucci

Accounting for Financial Instruments in
an Uncertain World

Controversies in IFRS in the Aftermath
of the 2008 Financial Crisis

Sarah Maria Denta

Kommunale offentlige private
partnerskaber

Requlering | skyggen af Farumsagen

Christian Ostlund
Design for e-training

Amalie Martinus Hauge
Organizing Valuations — a pragmatic
inquiry

Tim Holst Celik

Tension-filled Governance? Exploring
the Emergence, Consolidation and
Reconfiguration of Legitimatory and
Fiscal State-crafting

Christian Bason

Leading Public Design: How managers
engage with design to transform public
governance

Davide Tomio
Essays on Arbitrage and Market
Liquidity

23.

24.

25.

27.

28.

29.

30.

31.

Simone Staehr

Financial Analysts’ Forecasts
Behavioral Aspects and the Impact of
Personal Characteristics

Mikkel Godt Gregersen
Management Control, Intrinsic
Motivation and Creativity

— How Can They Coexist

Kristjan Johannes Suse Jespersen
Advancing the Payments for Ecosystem
Service Discourse Through Institutional
Theory

Kristian Bondo Hansen

Crowds and Speculation: A study of
crowd phenomena in the U.S. financial
markets 1890 to 1940

Lars Balslev

Actors and practices — An institutional
study on management accounting
change in Air Greenland

Sven Klingler
Essays on Asset Pricing with
Financial Frictions

Klement Ahrensbach Rasmussen
Business Model Innovation
The Role of Organizational Design

Giulio Zichella

Entrepreneurial Cognition.

Three essays on entrepreneurial
behavior and cognition under risk
and uncertainty

Richard Ledborg Hansen

En forkeerlighed til det eksister-

ende — mellemlederens oplevelse af
forandringsmodstand i organisatoriske
forandringer

Vilhelm Stefan Holsting

Miiliteert chetvirke: Kritik og
retfeerdiggerelse mellem politik og
profession



33.

34.

35.

36.

37.

38.

39.

40.

41.

Thomas Jensen

Shipping Information Pipeline:

An information infrastructure to
improve international containerized

shipping

Dzmitry Bartalevich

Do economic theories inform policy?
Analysis of the influence of the Chicago
School on European Union competition

policy

Kristian Roed Nielsen

Crowdfunding for Sustainability: A
study on the potential of reward-based
crowdfunding in supporting sustainable
entrepreneurship

Emil Husted
There is always an alternative: A study
of control and commitment in political
organization

Anders Ludvig Sevelsted

Interpreting Bonds and Boundaries of
Obligation. A genealogy of the emer-
gence and development of Protestant
voluntary social work in Denmark as
shown through the cases of the Co-
penhagen Home Mission and the Blue
Cross (1850 — 1950)

Niklas Kohl
Essays on Stock Issuance

Maya Christiane Flensborg Jensen
BOUNDARIES OF
PROFESSIONALIZATION AT WORK

An ethnography-inspired study of care
workers’ dilemmas at the margin

Andreas Kamstrup

Crowdsourcing and the Architectural
Competition as Organisational
Technologies

Louise Lyngfeldt Gorm Hansen
Triggering Earthquakes in Science,
Politics and Chinese Hydropower
- A Controversy Study

2018

N

10.

11.

Vishv Priya Kohli

Combatting Falsifi cation and Coun-
terfeiting of Medicinal Products in
the E uropean Union — A Legal
Analysis

Helle Haurum

Customer Engagement Behavior

in the context of Continuous Service
Relationships

Nis Grinberg

The Party -state order: Essays on
China’s political organization and
political economic institutions

Jesper Christensen
A Behavioral Theory of Human
Capital Integration

Poula Marie Helth
Learning in practice

Rasmus Vendler Toft-Kehler
Entrepreneurship as a career? An
investigation of the relationship
between entrepreneurial experience
and entrepreneurial outcome

Szymon Furtak

Sensing the Future: Designing
sensor-based predictive information
systems for forecasting spare part
demand for diesel engines

Mette Brehm Johansen
Organizing patient involvement. An
ethnographic study

lwona Sulinska
Complexities of Social Capital in
Boards of Directors

Cecilie Fange Petersen

Award of public contracts as a
means to conferring State aid: A
legal analysis of the interface
between public procurement law
and State aid law

Ahmad Ahmad Barirani
Three Experimental Studies on
Entrepreneurship



12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

22.

Carsten Allerslev Olsen
Financial Reporting Enforcement:
Impact and Consequences

Irene Christensen
New product fumbles — Organizing
for the Ramp-up process

Jacob Taarup-Esbensen
Managing communities — Mining
MNEs" community risk
management practices

Lester Allan Lasrado
Set-Theoretic approach to maturity
models

Mia B. MUnster

Intention vs. Perception of
Designed Atmospheres in Fashion
Stores

Anne Sluhan

Non-Financial Dimensions of Family
Firm Ownership: How
Socioemotional Wealth and
Familiness Influence
Internationalization

Henrik Yde Andersen
Essays on Debt and Pensions

Fabian Heinrich Maller

Valuation Reversed — When
Valuators are Valuated. An Analysis
of the Perception of and Reaction
to Reviewers in Fine-Dining

Martin Jarmatz
Organizing for Pricing

Niels Joachim Christfort Gormsen
Essays on Empirical Asset Pricing

Diego Zunino
Socio-Cognitive Perspectives in
Business Venturing

23.

24.

25.

26.

27.

28.

29.

30.

31.

32.

33.

Benjamin Asmussen
Networks and Faces between
Copenhagen and Canton,
1730-1840

Dalia Bagdziunaite

Brains at Brand Touchpoints

A Consumer Neuroscience Study of
Information Processing of Brand
Advertisements and the Store
Environment in Compulsive Buying

Erol Kazan
Towards a Disruptive Digital Platform
Model

Andreas Bang Nielsen
Essays on Foreign Exchange and
Credit Risk

Anne Krebs

Accountable, Operable Knowledge
Toward Value Representations of
Individual Knowledge in Accounting

Matilde Fogh Kirkegaard

A firm- and demand-side perspective
on behavioral strategy for value
creation: Insights from the hearing
aid industry

Agnieszka Nowinska

SHIPS AND RELATION-SHIPS

Tie formation in the sector of
shipping intermediaries in shipping

Stine Evald Bentsen

The Comprehension of English Texts
by Native Speakers of English and
Japanese, Chinese and Russian
Speakers of English as a Lingua
Franca. An Empirical Studly.

Stine Louise Daetz
Essays on Financial Frictions in
Lending Markets

Christian Skov Jensen
Essays on Asset Pricing

Anders Kryger

Aligning future employee action and
corporate strategy in a resource-
scarce environment



34.

35.

36.

37.

38.

39.

40.

41.

42.

Maitane Elorriaga-Rubio

The behavioral foundations of
strategic decision-making: A
contextual perspective

Roddy Walker

Leadership Development as
Organisational Rehabilitation.
Shaping Middle-Managers as
Double Agents

Jinsun Bae

Producing Garments for Global
Markets Corporate social
responsibility (CSR) in
Myanmar’s export garment
industry 2011-2015

Queralt Prat-i-Pubill

Axiological knowledge in a knowledge
driven world. Considerations for
organizations.

Pia Mglgaard
Essays on Corporate Loans and
Credit Risk

Marzia Arico

Service Design as a
Transformative Force:
Introduction and Adoption in an
Organizational Context

Christian Dyrlund Wahlin-
Jacobsen

Constructing change initiatives
in workplace voice activities
Studies from a social interaction
perspective

Peter Kalum Schou
Institutional Logics in
Entrepreneurial Ventures: How
Competing Logics arise and
shape organizational processes
and outcomes during scale-up

Per Henriksen

Enterprise Risk Management
Rationaler og paradokser i en
moderne ledelsesteknologi

43. Maximilian Schellmann
The Politics of Organizing
Refugee Camps

44. Jacob Halvas Bjerre
Excluding the Jews: The
Aryanization of Danish-
German Trade and German
Anti-Jewish Policy in
Denmark 1937-1943

45. Ida Schrader
Hybridising accounting and
caring: A symmetrical study
of how costs and needs are
connected in Danish child
protection work

46. Katrine Kunst
Electronic Word of Behavior:
Transforming digital traces of
consumer behaviors into
communicative content in
product design

47. Viktor Avlonitis
Essays on the role of
modularity in management:
Towards a unified
perspective of modular and
integral design

48. Anne Sofie Fischer
Negotiating Spaces of
Everyday Politics:

-An ethnographic study of
organizing for social
transformation for women in
urban poverty, Delhi, India



2019

1. Shihan Du
ESSAYS IN EMPIRICAL STUDIES
BASED ON ADMINISTRATIVE
LABOUR MARKET DATA

2. Mart Laatsit
Policy learning in innovation
policy: A comparative analysis of
European Union member states

3. Peter ). Wynne
Proactively Building Capabilities for
the Post-Acquisition Integration
of Information Systems

4. Kalina S. Staykova
Generative Mechanisms for Digital
Platform Ecosystem Evolution

5. leva Linkeviciute
Essays on the Demand-Side
Management in Electricity Markets

6. Jonatan Echebarria Fernandez
Jurisdiction and Arbitration
Agreements in Contracts for the
Carriage of Goods by Sea —
Limitations on Party Autonomy

7.  Louise Thorn Bgttkjeer
Votes for sale. Essays on
clientelism in new democracies.

8.  Ditte Vilstrup Holm
The Poetics of Participation:
the organizing of participation in
contemporary art

9.  Philip Rosenbaum
Essays in Labor Markets —
Gender, Fertility and Education

10. Mia Olsen
Mobile Betalinger - Succestaktorer
0g Adfzaerdsmaessige Konsekvenser

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

Adrian Luis Mérida Gutiérrez
Entrepreneurial Careers:
Determinants, Trajectories, and
Outcomes

Frederik Regli
Essays on Crude Oil Tanker Markets

Cancan Wang

Becoming Adaptive through Social
Medla: Transforming Governance and
Organizational Form in Collaborative
E-government

Lena Lindbjerg Sperling
Economic and Cultural Development:
Empirical Studies of Micro-level Data

Xia Zhang

Obligation, face and facework:

An empirical study of the communi-
cative act of cancellation of an
obligation by Chinese, Danish and
British business protfessionals in both
L7 and ELF contexts

Stefan Kirkegaard Slgk-Madsen
Entrepreneurial Judgment and
Commercialization

Erin Leitheiser

The Comparative Dynamics of Private
Governance

The case of the Bangladesh Readly-
Made Garment Industry

Lone Christensen
STRATEGIIMPLEMENTERING:
STYRINGSBESTRABELSER, IDENTITET
OG AFFEKT

Thomas Kjaer Poulsen
Essays on Asset Pricing with Financial
Frictions

Maria Lundberg

Trust and self-trust in leadership iden-
tity constructions: A qualitative explo-
ration of narrative ecology in the dis-

cursive aftermath of heroic discourse



21.

22.

23.

24.

25.

26.

27.

28.

29.

30.

Tina Joanes

Sufficiency for sustainability
Determinants and strategies for reducing
clothing consumption

Benjamin Johannes Flesch

Social Set Visualizer (SoSeVi): Design,
Development and Evaluation of a Visual
Analytics Tool for Computational Set
Analysis of Big Social Data

Henriette Sophia Groskopff

Tvede Schleimann

Creating innovation through collaboration
— Partnering in the maritime sector

Kristian Steensen Nielsen
The Role of Self-Regulation in
Environmental Behavior Change

Lydia L. Jgrgensen
Moving Organizational Atmospheres

Theodor Lucian Vladasel
Embracing Heterogeneity: Essays in
Entrepreneurship and Human Capital

Seidi Suurmets

Contextual Effects in Consumer Research:
An Investigation of Consumer Information
Processing and Behavior via the Applicati
on of Eye-tracking Methodology

Marie Sundby Palle Nickelsen

Reformer mellem integritet og innovation:
Reform af reformens form i den danske
centraladministration fra 1920 til 2019

Vibeke Kristine Scheller

The temporal organizing of same-day
discharge: A tempography of a Cardiac
Day Unit

Qian Sun

Adopting Artificial Intelligence in
Healthcare in the Digital Age. Perceived
Challenges, Frame Incongruence, and
Social Power

31. Dorthe Thorning Mejlhede
Artful change agency and organizing for
innovation — the case of a Nordic fintech
cooperative

32. Benjamin Christoffersen
Corporate Default Models:
Empirical Evidence and Methodical
Contributions

33. Filipe Antonio Bonito Vieira
Essays on Pensions and Fiscal Sustainability

34. Morten Nicklas Bigler Jensen
Earnings Management in Private Firms:
An Empirical Analysis of Determinants
and Consequences of Earnings
Management in Private Firms

2020

1. Christian Hendriksen
Inside the Blue Box: Explaining industry
influence in the International Maritime
Organization

2. Vasileios Kosmas
Environmental and social issues in global
supply chains:
Emission reduction in the maritime
transport industry and maritime search and
rescue operational response to migration

3. Thorben Peter Simonsen
The spatial organization of psychiatric
practice: A situated inquiry into "healing
architecture’

4.  Signe Bruskin
The infinite storm. An ethnographic study
of organizational change in a bank

5. Rasmus Corlin Christensen
Politics and Professionals: Transnational
Struggles to Change International Taxation

6. Robert Lorenz Tormer
The Architectural Enablement of a Digital
Platform Strategy



10.

11.

12.

13.

14.

15.

16.

17.

Anna Kirkebak Johansson Gosovic
Ethics as Practice: An ethnographic
study of business ethics in a multi-
national biopharmaceutical company

Frank Meier
Making up leaders in leadership
development

Kai Basner
Servitization at work:
On proliferation and containment

Anestis Keremis

Anti-corruption in action: How is anti-
corruption practiced in multinational
companies?

Marie Larsen Ryberg

Governing Interdisciolinarity: Stakes and
translations of interdisciplinarity in Danish

high school education.

Jannick Friis Christensen

Queering organisation(s): Norm-critical
orientations to organising and researching

aiversity

Thorsteinn Sigurdur Sveinsson

Essays on Macroeconomic Implications of

Demographic Change

Catherine Casler

Reconstruction in strategy and
organization. For a pragmatic stance

Luisa Murphy

Revisiting the standard organization of

multi-stakeholder initiatives (MSIs):

The case of a meta-MS! in Southeast Asia

Friedrich Bergmann
Essays on International Trade

Nicholas Haagensen

European Legal Networks in Crisis: The

Legal Construction of Economic Policy

19.

20.

21.

22.

23.

24.

N

26.

27.

5.

Charlotte Biil

Samskabelse med en sommerfugle-
model: Hybrid ret i forbindelse med
et partnerskabsprojekt mellem 100
selvejende daginstitutioner, deres
paraplyorganisation, tre kommuner
og CBS

Andreas Dimmelmeier

The Role of Economic Ideas in
Sustainable Finance: From Paradigms
to Policy

Maibrith Kempka Jensen

Ledelse og autoritet i interaktion

- En interaktionsbaseret undersggelse
af autoritet i ledelse i praksis

Thomas Burg

LAND OF LIGHT: Assembling the
Ecology of Culture in Odsherred
2000-2018

Prins Marcus Valiant Lantz
Timely Emotion. The Rhetorical
Framing of Strategic Decision
Making

Thorbjgrn Vittenhof Fejerskov

Fra vaerd| til invitationer - offentlig
veerdiskabelse gennem affekt,
potentialitet og begivenhed

Lea Acre Foverskov

Demographic Change and Employ-
ment: Path dependencies and
institutional logics in the European
Commission

Anirudh Agrawal
A Doctoral Dissertation

Julie Marx
Households in the housing market

Hadar Gafni
Alternative Digital Methods of
Providing Entrepreneurial Finance



28.

29.

30.

31.

32.

33.

2021

Mathilde Hjerrild Carlsen

Ledelse af engagementer: En undersogelse
af samarbejde mellem folkeskoler og
virksomheder i Danmark

Suen Wang

Essays on the Gendered Origins and
Implications of Social Policies in the
Developing World

Stine Hald Larsen

The Story of the Relative: A Systems-
Theoretical Analysis of the Role of the
Relative in Danish Eldercare Policy from
1930 to 2020

Christian Casper Hofma

Immersive technologies and organizational
routines. When head-mounted displays
meet organizational routines

Jonathan Feddersen

The temporal emergence of social
relations. An event-based perspective of
organising

Nageswaran Vaidyanathan
ENRICHING RETAIL CUSTOMER
EXPERIENCE USING AUGMENTED REALITY

Vanya Rusinova

The Determinants of Firms’ Engagement
in Corporate Social Responsibility:
Evidence from Natural Experiments

Livia Lopes Barakat

Knowledge management mechanisms
at MNCs:

The enhancing effect of absorptive
capacity and its effects on performance
and innovation

Sgren Bundgaard Bragger
Essays on Modern Derivatives Markets

Martin Friis Nielsen

Consuming Memory: Towards a conceptu-
alization of social media platforms as
organizational technologies of consumption

05.

06.

07.

08.

09.

10.

11.

12.

13.

14.

15.

Fei Liu

Emergent Technology Use in Consumer
Decision Journeys: A Process-as-Propensity
Approach

Jakob Rgmer Barfod
Ledelse | militaere hajrisikoteams

Elham Shafiei Gol
Creative Crowdwork Arrangements

Arni J6han Petersen
Collective Imaginary as (Residual) Fantasy:
A Case Study of the Faroese Oil Bonanza

Sgren Bering
“Manufacturing, Forward Integration
and Governance Strategy”

Lars Oehler

Technological Change and the Decom-
position of Innovation:

Choices and Consequences for Latecomer
Firm Upgrading: The Case of China’s Wind
Energy Sector

Lise Dahl Arvedsen

Leadership in interaction in a virtual
context:

A study of the role of leadership processes
in a complex context, and how such
processes are accomplished in practice

Jacob Emil Jeppesen
Essays on Knowledge networks, scientific
impact and new knowledge adoption

Kasper Ingeman Beck

Essays on Chinese State-Owned
Enterprises:

Reform, Corporate Governance
and Subnational Diversity

Sénnich Dahl Sénnichsen

Exploring the interface between public
demand and private supply for implemen-
tation of circular economy principles

Benjamin Knox
Essays on Financial Markets
and Monetary Policy



16.

17.

18.

19.

20.

21.

22.

23.

24,

25.

26.

Anita Eskesen

Essays on Utility Requlation:

Evaluating Negotiation-Based Approaches
inthe Context of Danish Utility Requlation

Agnes Guenther
Essays on Firm Strategy and Human
Capital

Sophie Marie Cappelen

Walking on Eggshells: The balancing act
of temporal work in a setting of culinary
change

Manar Saleh Alnamlah
About Gender Gaps in Entrepreneurial
Finance

Kirsten Tangaa Nielsen
Essays on the Value of CEOs and Directors

Renée Ridgway
Re:search - the Personalised Subject vs.
the Anonymous User

Codrina Ana Maria Lauth

IMPACT Industrial Hackathons:

Findings from a longitudinal case study on
short-term vs long-term IMPACT imple-
mentations from industrial hackathons
within Grundfos

Wolf-Hendrik Uhlbach
Scientist Mobility: Essays on knowledge
production and innovation

Tomaz Sedej
Blockchain technology and inter-organiza-
tional relationships

Lasse Bundgaard

Public Private Innovation Partnerships:
Creating Public Value & Scaling Up
Sustainable City Solutions

Dimitra Makri Andersen

Walking through Temporal Walls:
Rethinking NGO Organizing for Sus-
tainability through a Temporal Lens on
NGO-Business Partnerships

27.

28.

30.

32.

33.

34.

35.

36.

Louise Fjord Kjeersgaard

Allocation of the Right to Tax Income
from Digital Products and Services:

A legal analysis of international tax
treaty law

Sara Dahlman
Marginal alternativity: Organizing for
sustainable investing

Henrik Gundelach

Performance determinants:

An Investigation of the Relationship
between Resources, Experience and
Performance in Challenging Business
Environments

Tom Wraight

Confronting the Developmental
State: American Trade Policy in the
Neoliberal Era

Mathias Fjeellegaard Jensen
Essays on Gender and Skills in the
Labour Market

Daniel Lundgaard

Using Social Media to Discuss Global
Challenges. Case Studies of the
Climate Change Debate on Twitter

Jonas Sveistrup Segaard

Designs for Accounting Information
Systems using Distributed Ledger
Technology

Sarosh Asad

CEO narcissism and board compo-
sition: Implications for firm strategy
and performance

Johann Ole Willers

Experts and Markets in Cybersecurity
On Definitional Power and the
Organization of Cyber Risks

Alexander Kronies
Opportunities and Risks in
Alternative Investments



37. Niels Fuglsang
The Politics of Economic Models: An
inquiry into the possibilities and limits
concerning the rise of macroeconomic
forecasting models and what this means
for policymaking

38. David Howoldt
Policy Instruments and Policy Mixes for
Innovation: Analysing Their Relation to
Grand Challenges, Entrepreneurship and
Innovation Capability with Natural
Language Processing and Latent Variable
Methods

2022

01. Ditte Thggersen
Managing Public Innovation on the
Frontline

02. Rasmus Jgrgensen
Essays on Empirical Asset Pricing and
Private Equity

03. Nicola Giommetti
Essays on Private Equity

04. Laila Starr
When Is Health Innovation Worth It?
Essays On New Approaches To Value
Creation In Health

05. Maria Krysfeldt Rasmussen
Den transformative ledelsesbyrde
— etnografisk studie af en religionsinspireret
ledelsesfilosofi i en dansk modevirksomhed

06. Rikke Sejer Nielsen
Mortgage Decisions of Household's:
Consequences for Consumption and Savings

07. Myriam Noémy Marending
Essays on development challenges of low
income countries: Evidence from conflict,
pest and credit

08. Selorm Agbleze
A BEHAVIORAL THEORY OF FIRM
FORMALIZATION

09.

10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

Rasmus Arler Bogetoft

Rettighedshavers faktisk lidte tab i imma-
terialretssager: Studlier af dansk ret med
Stotte | skonomisk teori og metode

Franz Maximilian Buchmann

Driving the Green Transition of the Mari-
time Industry through Clean Technology
Adoption and Environmental Policies

lvan Olav Vulchanov
The role of English as an organisational
language in international workplaces

Anne Agerbak Bilde
TRANSFORMATIONER AF SKOLELEDELSE
- en systemteoretisk analyse af hvordan
betingelser for skoleledelse forandres
med leering som genstand i perioden
1958-2020

JUAN JOSE PRICE ELTON

EFFICIENCY AND PRODUCTIVITY
ANALYSIS: TWO EMPIRICAL APPLICATIONS
AND A METHODOLOGICAL CONTRIBUTION

Catarina Pessanha Gomes

The Art of Occupying: Romanticism as
Political Culture in French Prefigurative
politics

Mark @rberg
Fondsretten og den levende vedtaegt

Majbritt Greve

Maersk’s Role in Economic Development:
A Study of Shipping and Logistics Foreign
Direct Investment in Global Trade

Sille Julie J. Abildgaard
Doing-Being Creative: Empirical Studlies of
Interaction in Design Work

Jette Sandager

Glitter, Glamour, and the Future of (More)
Girls in STEM: Gendered Formations of STEM
Aspirations

Casper Hein Winther

Inside the innovation lab - How paradoxical
tensions persist in ambidextrous organiza-
tions over time



20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

30.

Nikola Kosti¢

Collaborative governance of inter-organiza-
tional relationships: The effects of manage-
ment controls, blockchain technology, and

industry standards

Saila Naomi Stausholm

Maximum capital, minimum tax: Enablers and

facilitators of corporate tax minimization

Robin Porsfelt

Seeing through Signs. On Economic Imagi-

nation and Semiotic Speculation
Michael Herburger
Supply chain resilience — a concept for

coping with cyber risks

Katharina Christiane Nielsen Jeschke

Balancing safety in everyday work - A case
study of construction managers’ dynamic

safety practices

Jakob Ahm Sgrensen
Financial Markets with Frictions and
Belief Distortions

Jakob Laage-Thomsen
Nudging Leviathan, Protecting Demos
- A Comparative Sociology of Public

Administration and Expertise in the Nordics

Kathrine Sgs Jacobsen Cesko

Collaboration between Economic Operators

in the Competition for Public Contracts:
A Legal and Economic Analysis of Grey

Zones between EU Public Procurement Law

and EU Competition Law

Mette Nelund

Den nye jord — Et feltstudie af et baere-
dygtigt virke pa Farendlose Mosteri

Benjamin Cedric Larsen

Governing Artificial Intelligence — Lessons

from the United States and China

Anders Brgndum Klein

Kollektiv meningsdannelse iblandt
heterogene aktarer i eksperimentelle
samskabelsesprocesser

31.

32.

33.

34.

35.

36.

37.

38.

39.

40.

Stefano Tripodi
Essays on Development Economicis

Katrine Maria Lumbye
Internationalization of European
Electricity Multinationals in Times of
Transition

Xiaochun Guo

Dynamic Roles of Digital Currency
— An Exploration from Interactive
Processes: Difference, Time, and
Perspective

Louise Lindbjerg
Three Essays on Firm Innovation

Marcela Galvis Restrepo

Feature reduction for classification
with mixed data: an algorithmic
approach

Hanna Nyborg Storm

Cultural institutions and attractiveness
— How cultural institutions contribute
to the development of regions and
local communities

Anna-Bertha Heeris Christensen
Conflicts and Challenges in Practices
of Commercializing Humans —

An Ethnographic Study of Influencer
Marketing Work

Casper Berg Lavmand Larsen

A Worker-Centered Inquiry into the
Contingencies and Consequences of
Worker Representation

Niels le Duc
The Resource Commitment of
Multinational Enterprise R&D Activities

Esben Langager Olsen

Change management tools and
change managers — Examining the
simulacra of change

Anne Sophie Lassen
Gender in the Labor Market



42.

43.

44.

45.

2023

01.

02.

03.

04.

05.

06.

Alison E. Holm
Corrective corporate responses to
accusations of misconduct on societal issues

Chenyan Lyu
Carbon Pricing, Renewable Energy, and
Clean Growth — A Market Perspective

Alina Grecu

UNPACKING MULTI-LEVEL OFFSHORING
CONSEQUENCES: Hiring Wages, Onshore
Performance, and Public Sentiment

Alexandra Luth
Offshore Energy Hubs as an Emerging
Concept — Sector Integration at Sea

Cheryl Basil Sequeira

Port Business Development — Digitalisation
of Port Authroity and Hybrid Governance
Model

Mette Suder Franck

Empirical Essays on Technology Supported
Learning — Studies of Danish Higher Educa-
tion

Sgren Lund Frandsen
States and Experts — Assembling Expertise
for Climate Change and Pandemics

Guowei Dong

Innovation and Internationalization —
Evidence from Chinese Manufacturing
Enterprises

Eileen Murphy

In Service to Security — Constructing the
Authority to Manage European Border Data
Infrastructures

Bontu Lucie Guschke

THE PERSISTENCE OF SEXISM AND
RACISM AT UNIVERSITIES — Exploring

the imperceptibility and unspeakability of
workplace harassment and discrimination
in academia

07.

08.

09.

10.

11.

12.

13.

14.

15.

16.

17.

18.

Christoph Viebig

Learning Entrepreneurship —

How capabilities shape learning from
experience, reflection, and action

Kasper Regenburg
Financial Risks of Private Firms

Kathrine Mgaller Solgaard
Who to hire? — A situated study of employee
selection as routine, practice, and process

Jack Kveerng-Jones

Intersections between FinTech Imaginaries
and Tradlitional Banking — A study of
disciplinary, implementary, and parasitic
work in the Danish financial sector

Stine Quorning

Managing Climate Change Like a Central
Banker — The Political Economy of Greening
the Monetary Technocracy

Amanda Bille

No business without politics — Investigating
the political nature of supply chain
management

Theis Ingerslev Jensen
Essays on Empirical Asset Pricing

Ann Fugl-Meyer

The Agile Imperative — A Qualitative Study
of a Translation Process in the Danish Tax
Administration

Nicolai Sg@gaard Laursen
Longevity risk in reinsurance and equity
markets

Shelter Selorm Kwesi Teyi
STRATEGIC ENTREPRENEURSHIP IN THE
INFORMAL ECONOMY

Luisa Hedler
Time, Law and Tech — The introduction of
algorithms to courts of law

Trondur Mgller Sandoy
Essays on the Economics of Education



19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

30.

Nathan Rietzler
Crowdsourcing Processes and Performance
Outcomes

Sigrid Alexandra Koob
Essays on Democracy, Redistribution,
and Inequality

David Pinkus
Pension Fund Investment: Implications for
the Real Economy

Sina Smid

Inequality and Redistribution — Essays on
Local Elections, Gender and Corruption in
Developing Countries

Andreas Braggger
Financial Economics with Preferences and
Frictions

Timothy Charlton-Czaplicki
Arendt in the platformised world — Labour,
work and action on digital platforms

Leticia Vedolin Sebastido
Mindfulness and Consumption:
Routes Toward Consumer Self-Control

Lotte List
Crisis Sovereignty — The Philosophy of
History of the Exception

Jeanette Walldorf
Essays on the Economics of Education and
Labour Market

Juan Camilo Giraldo-Mora
It is Along Ways — Global Payment
Infrastructure in Movement

Niels Buus Lassen
THE PREDICTIVE POWER OF SOCIAL
MEDIA DATA

Frederik Bjgrn Christensen
Essays on the Intergenerational Welfare
State

31.

32.

33.

34.

35.

36.

37.

38.

39.

40.

Shama Patel

The Summer of 2020: Situating Digital
Medlia in Scaling Affective Contagion:
A Case of the George Floyd Video

Federico Jensen

Who rules the waves in the 2 1st
Century?

The international political economy
of global shipping

Tobias Berggren Jensen

Selvledende organisationer i den
offentlige sektor — modsaetninger og
konflikter i radikal decentralisering

Jonathan Harmat
The Affects By Which We Are Torn
Four Essays on Government and Affect

Jorgen Valther Hansen

The Big 4 Audit Firms and the
Public Interest

Public oversight & Audit Firm
Governance

Stig Strandbaek Nyman
The Birth of Algorithmic Aspirational
Control

Morten Tinning

Steaming Ahead

Experiences and the Transition from
Sail to Steam

Oguzhan Cepni
Essays in Applied Financial Economics

Tim Dominik Maurer
Essays on Pension Policy

Aixa Y. Aleman-Diaz

Exploring Global Ideas in National
Policy for Science, Technology and
Innovation an Isomorphic Difference
Approach



41.

42.

43.

44,

Michael Guldenpfennig 07.

Manaqging the interrelationships between
manutacturing system elements for
productivity improvement in the factory

Jun Yuan (Julian) Seng
Essays on the political economy of
innovative startups

Jacek Piosik
Essays on Entrepreneurial Finance

Elizabeth Cooper

Tourists on the Edge

Understanding and Encouraging Sustainable
Tourist Behaviour in Greenland

2024

01.

02.

03.

04.

05.

06.

Marija Sarafinovska

Patients as Innovators: An Empirical Study of
Patients’ Role in Innovation in the Healthcare
Industry

Niina Hakala

Corporate Reporting in the Governance of
Climate Transition — Framing agency in a
financialized world

Kasper Merling Arendt

Unleashing Entrepreneurial Education
Developing Entrepreneurial Mindsets,
Competencies, and Long-Term Behavior

Kerstin Martel

Creating and dissolving ‘identity’

in global mobility studies -

a multi-scalar inquiry of belongingness
and becoming on-the-move

Sofie Elbaek Henriksen

Big Tech to the Rescue?

An Ethnographic Study of Corporate
Humanitarianism in the Refugee Crisis

Christina Kjaer
Corporate scandals
- in the age of ‘responsible business’

Anna Stober

Embedded Self-Managing Modes of
Organizing

Empirical Inquiries into Boundaries,
Momentum, and Collectivity






TITLER I ATV PH.D.-SERIEN

1992
1.

1995

1999

2000

2001

2002

Niels Kornum
Servicesamkarsel — organisation, oko-
nomi og planleegningsmetode

Verner Worm

Nordiske virksomheder i Kina
Kulturspecifikke interaktionsrelationer
ved nordiske virksomhedsetableringer i
Kina

Mogens Bjerre

Key Account Management of Complex
Strategic Relationships

An Empirical Study of the Fast Moving
Consumer Goods Industry

Lotte Darsg

Innovation in the Making

Interaction Research with heteroge-
neous Groups of Knowledge Workers
creating new Knowledge and new
Leads

Peter Hobolt Jensen

Managing Strategic Design Identities
The case of the Lego Developer Net-
work

Peter Lohmann

The Deleuzian Other of Organizational
Change — Moving Perspectives of the
Human

Anne Marie Jess Hansen

To lead from a distance: The dynamic
interplay between strategy and strate-
gizing — A case study of the strategic
management process

2003

2005
10.

Lotte Henriksen

Videndeling

— om organisatoriske og ledelsesmaes-
sige udfordringer ved videndeling i
praksis

Niels Christian Nickelsen
Arrangements of Knowing. Coordl-
nating Procedures Tools and Bodies in
Industrial Production — a case study of
the collective making of new products

Carsten @rts Hansen
Konstruktion af ledelsesteknologier og
effektivitet

TITLER | DBA PH.D.-SERIEN

2007
1.

2009

2010

Peter Kastrup-Misir

Endeavoring to Understand Market
Orientation — and the concomitant
co-mutation of the researched, the

re searcher, the research itself and the
truth

Torkild Leo Thellefsen

Fundamental Signs and Significance
effects

A Semeiotic outline of Fundamental
Signs, Significance-effects, Knowledge
Profiling and their use in Knowledge
Organization and Branding

Daniel Ronzani

When Bits Learn to Walk Don’t Make
Them Trip. Technological Innovation
and the Role of Regulation by Law

in Information Systems Research: the
Case of Radio Frequency Identification
(RFID)

Alexander Carnera
Magten over livet og livet som magt
Studier i den biopolitiske ambivalens



	Cover
	Title page
	Colophon
	Foreword
	Abstract - English
	Resumé - Dansk
	Table of Contents
	PART I
	Introduction: The allure of self-management
	Literature review: Self-managing modes of organizing and the tensions of embeddedness
	The long legacy of self-managing modes of organizing
	The tensions of embedded self-managing modes of organizing

	Theoretical considerations – a constitutive view on embedded SMOs
	The Cases: MedCo and The Community
	Accessing the field
	MedCo – between tradition and an atmosphere of departure
	TeamLoop – self-managing modes of organizing at MedCo
	The Community – inter-organizational solidarity for new modes of organizing
	My role in the field

	Research approach and empirical process
	Research approach and assumptions
	The process of data collection
	Reflections and limitations

	Overview of the three papers
	Conclusion
	Contributions
	Practical implications
	Future research

	References part I

	PART II
	Paper 1 - A constitutive paradox view of boundary work: How self-managing modes of organizing within hierarchical organizational settings can be sustained
	Introduction
	Theoretical positioning
	Empirical context and methods
	Findings: Practices of paradoxical boundary work to sustain embedded SMOs
	Discussion and conclusion
	References
	Appendix

	Paper 2 - From fleeting enchantment to embodied commitment: How bottom-up momentum can emerge and persist
	Introduction
	Literature review: Emergent momentum
	A new theoretical lens: Momentum as constituted in communication
	Empirical context and methods
	Findings
	Discussion and conclusion
	References

	Paper 3 - Cultivating dispersed collectivity: How community participation matters for employee activists
	Introduction
	Employee activism: transformational aspirations meet corporate reality
	How communities matter for employee activists
	Empirical context and methods
	Findings
	Concluding discussion – communities as a source of dispersed collectivity?
	References

	TITLER I PH.D.SERIEN



