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Abstract 
Purpose – This thesis proposal presents a rigorous introduction into a research project 

on the role of recruitment interviews in organizational hiring routines in the oil indus-

try. Practitioners complain that their methods for employing the proper applicant are 

insufficient and often leading to non-optimal employments. While this research pro-

ject does not purport to solve this issue, it will attend it at a different angle. The gen-

eral purpose is to explicate interviewers’ methods for discerning between an employ-

able and an unemployable applicant and thus determining the next step in the organi-

zational routine. This is in order to discuss potential pitfalls in the discrimination 

process.   

Theoretical framework – The study takes a communicative view of Organizational 

Routines thereby viewing them as enacted and constituted via the communicative 

practices of applicants and interviewers. Organizational routines consist of the per-

formative aspect, the enactment, and the ostensive aspect, the abstract. In this project I 

will be mainly focusing on the enactment of the routine by analyzing the communica-

tive practices of applicants and interviewers.  

Methodology – In order to investigate this topic, a microethnographic study has been 

conceived focusing on detailed analyses of naturally occurring recruitment interviews 

supplemented with additional ethnographic data. The overall research topic will be 

addressed in three separate articles focusing on the methods interviewers posses for 

arriving at a decision.  
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1 Introduction 
Like many research endeavors into the practical achievement of human social life, the 

present thesis proposal represents the result of a practitioner’s problem verbalized to 

me in the early stages of designing this project. The problem goes something like this: 

A plethora of resources are at the disposal of organizations in order to gauge the level 

of job-applicant and firm-applicant fit. This is a concern that much resembles interests 

of the person-organization fit literature (Kristof-Brown 2000; Kristof 1996; Cable & 

Judge 1997). These resources include, but are not limited to, recruitment agencies, 

screening calls, screening interviews, curricula vitae, intelligence quotient tests, per-

sonality tests, leadership tests, and (sometimes multiple) recruitment interviews. 

Despite having these at their disposal, blunders occur and contracts with the wrong 

applicants are signed. As this mistake may result in a termination of contract or an 

adjustment of the job profile, it creates both financial and personal losses. The prob-

lem can be paraphrased as follows: In the recruitment interview per se, there are 

practices that work towards completing the organizational hiring routine and arrive at 

a determination of who the ideal applicant is. These practices may be thought of as 

filters designed to isolate desirable applicants. However, no filter is perfect and impu-

rities may pass. In other words, the practices associated with the hiring routine have a 

margin of error allowing unwanted applicants to slip through.  

While addressing the potential pitfalls of the entire organizational routine is 

beyond the scope of this study, it focuses on the recruitment interview as a critical site 

of interpersonal engagement between applicants and interviewers upon which the 

final decisions is made. The central issue raised here is how the practices of the re-

cruitment interview can facilitate a non-optimal job offer. It is assumed that the prac-

tices that interviewers rely upon in the interview are intended to elicit particular re-

sponses from applicants and that it is on the basis of these responses that decisions are 

made. The outcome thus hinges on the interaction and the interaction becoming a 

resource for categorizing the applicant as “employable” or “unemployable”. 

To the best of my knowledge this represents a gap in recruitment literature 

with an ethnomethodological, conversation analytical, or microethnographic orienta-

tion (see for example Button 1992; Gumperz 1992; Llewellyn 2010; Glenn & 

LeBaron 2011) and within Organizational Routines (Feldman 2000; Feldman & 

Pentland 2003) to which I intend specifically to address this study. Studies consider-
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ing the minutiae of social interaction tend to consider the immediacy of the interaction 

as the window of investigation, whereas Organizational Routines, which are by and 

large ethnographies, tend to have a broader scope.  

The single most important contribution that this project aims to make is expli-

cating the practices interviewers rely upon when gauging employability. Explicating 

these practices will grant insights into the margins of error that interviewers are faced 

with. The project then has the potential for addressing a practitioner problem, but also 

simultaneously the ability to make theoretical and methodological contributions to the 

study of the role of communication in organizational processes.  

The structure of the thesis proposal is as follows. In section 2, the overall re-

search statement is presented followed by a preliminary account of how it will be 

attended. The theoretical framework is presented in section 3 accounting for Organi-

zational Routines from a practice perspective alongside its most central concepts after 

which a discussion follows on the constitutive role of communication in organization-

al routines and processes. In section 4, the research design is presented by accounting 

for the microethnographic methodology and the data collection process and treatment. 

An account of the three articles that represents the empirical basis of this treatise is 

presented in section 5. As the articles are in different stages of development, their 

presentation will differ. The first article for instance, which was presented at a confer-

ence, represents work very near completion. Therefore, its findings will be presented 

there. Article two, which is not quite as far along the research process, will only show 

some preliminary findings. The third article is still in conceptualization. Finally in 

section 6, the thesis proposal is concluded and summarized. The appendix contains 

various overviews associated with the research process (accounting for such elements 

as teachings, ECTS points, overall plan, and data) 

2 Thesis statement 
As can be inferred from the above, the purpose of this project is to investigate practic-

es and resources which interviewers rely upon for gauging fit. The research question 

is as follows:  
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How do recruitment interviewers based on the interview discern 

any given applicant as “employable” or “unemployable” and thus-

ly determine the relevant next step in the organizational routine? 

 

The overall research question will be answered through lower tier research questions 

investigated according to the methodology presented in section 4 and published in 

article form. Some of these have more or less materialized into publishable papers 

while others still present a challenge of conception. All of them are presently works-

in-progress although the first few are more progressed than the last. These will be 

submitted in the autumn of this year. For an overview of the research process, please 

see the appendix. Section 5 presents introductions into each of the articles and their 

relation to the overall research question.  

3 Organizational Routines, practice and communication 
In the following subsections, the onto-epistemological foundations of the research 

endeavor are accounted for within a practice theoretical framework that highlights the 

importance of practitioners’ everyday copings to create and sustain of social order 

(Nicolini 2012, p.3) and the achievement of organizational routines (Feldman & 

Pentland 2003), which are patterns of interdependent and recognizable actions mobi-

lized and ordered for the purpose of achieving a particular organizational outcome. 

Additionally it considers the role of communication in relation to process from the 

perspective of Communication Constitutes Organization (CCO) Principle (Ashcraft et 

al. 2009).  

Practice Theory cannot be thought of as a single theory but rather a theoretical 

turn of interest that spans multiple theoreticians from a number of different episte-

mologies. However there are commonalities across the spectrum. Practices are gener-

ally viewed as purposefully routinized behavior (Reckwitz 2002) consisting of a range 

of communicative, embodied, material, and cognitive activities for the purpose of 

achieving particular tasks in everyday social life. Practice theorists argue that in stud-

ying social life, primacy should not be given to communication, interaction, language, 

interpersonal relations or the like. These are all aspects of practices and better there-

fore be studied through a practice lens (Schatzki 2001). In other words, communica-

tion is viewed as an activity.  
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In the subsections to follow, the theory of Organizational Routines is accounted for as 

a specific paradigm within the practice turn. In doing so the ontological and epistemo-

logical foundations are accounted for. The penultimate subsection considers the con-

stitutive role of communication in enabling and constraining organizational processes 

and routines thus providing an account for how communication constitutes organiza-

tional routines. Ultimately the final subsection presents a summary.  

 

3.1 The Practice view of Organizational Routines 

Research on Organizational Routines is commonly divided into two camps attending 

to the subject of study in different ways. The Capabilities View is bent towards under-

standing the outcome routines generate, whereas the Practice View is interested in 

explicating the processes at work within the routines in terms of how routines are 

maintained or changed (Parmigiani & Howard-Grenville 2011, p.417). While both 

views have generated a large understanding of organizational processes, the present 

research study situates itself within the Practice View as the focus here is on the 

practical work that goes on within the hiring routine.  

According to Feldman and Orlikowski (2011), the Practice View of Organiza-

tional Routines is grounded in three basic premises among which the first is that 

actions in context are central to social order. For example, a central finding that the 

Practice View has yielded is the importance of agency in the maintenance and sus-

tainment of routines. Empowered individuals and groups of workers have the capaci-

ty, not only for conducting, but also bending the routine at their will (see Feldman 

2000). In this view, routines are collective accomplishments realized by interacting 

groups of individuals that come together using their tacit knowledge and acting pur-

posefully for the achievement of the organization’s goals (Howard-Grenville 2005, 

p.619). The second is that polarization of concepts is to be avoided. From a practice 

perspective, Reckwitz (2002, pp.250–57) argues that, among others, conceptual dis-

tinctions such as body/mind, language/discourse, and agency/structure should be 

reintegrated with each other. Consequently they are better understood as interconnect-

ed through networks of practices. According to Feldman and Orlikowski (2011), the 

third premise is that of mutual constitution, which means that practices and the phe-

nomena at work within them recursively constitute each other.  

Attending to organizational routines through this lens has several repercus-

sions (Feldman & Orlikowski 2011, p.1245). It means paying considerable attention 
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to the work of individuals and groups thereof as routines are constituted by their 

actions and their understandings of their actions. A theoretical consequence is a dual-

istic understanding of action/structure as being in recursively and mutually constitut-

ing relationship with each other. Each part of the dualisms contributes to the other and 

together they construct the sense of the routine. Action is thus viewed as the enact-

ment of the routine, whereas structure is the routine’s pattern. As a consequence this 

means that actions are continuously interpreted in relation to the pattern within which 

they are embedded. By the fact that they are embedded in the routine, they are also 

simultaneously and recursively constituting the pattern. 

 This concept has led to the now much relied upon distinction between the 

ostensive and performative aspects of organizational routines. These aspects will be 

treated in detail in the section below after which the relationship between routines and 

communication is accounted for. Then follows a subsection on the role of recruitment 

interviewer agency.  

 

3.1.1 Ostensive and performative aspects 

The mutually constitutive relationship between the ostensive and performative as-

pects, borrowed from Strum and Latour (1987), has become a fundamental tenet of 

both empirical and theoretical contributions to the study of organizational routines. In 

their seminal article, Feldman and Pentland (2003) distinguish between the two as 

abstract, idealized, and objectified, as opposed to practical and enacted aspects of the 

routines.  

 The ostensive aspect might be considered the routine in principle, i.e. the 

patterned and abstracted actions that are needed for the routine to succeed (Pentland et 

al. 2010, p.919). An inherent danger lies in conceptualizing the ostensive aspect as 

merely a procedure that needs to be followed. The ostensive aspect is constituted by 

the individual understandings of people working within the routines (Feldman & 

Pentland 2003, p.101). They carry with them concrete understandings of their role in 

the routine and the actions associated with it. In addition they align to the role of 

others in routines orienting to their understanding of their actions thereby establishing 

a joint situated understanding (Dionysiou & Tsoukas 2012, p.191). Consequently a 

shared schema is created among the actors, which they both draw upon for designing 

their actions and understand the actions of others.  
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A perhaps obvious example of the ostensive aspect is the hiring routine and the organ-

izational actions often associated with achieving it (Becker, 2004). This would in-

clude such actions as gauging HR needs, creating job ads, attracting and interviewing 

applicants, and reaching a final decision (Feldman & Pentland 2003, p.101). This 

takes us to the performative aspect of the routine conceptualized as the enactment or 

practical manifestation of the ostensive aspect. In the context of the hiring routine this 

would imply practically conducting such aspects as attracting and interviewing appli-

cants. Associated with these aspects are the concrete performances of individuals and 

the actions they contribute with at specific times and locations for the completion of 

the routine (Rerup & Feldman 2011, p.579). An actor draws upon his/her understand-

ing of the ostensive aspect of the routine when performing it and consequently relying 

upon the assumption that other actors do the same. Thereby, their contributions to the 

routine become meaningful due to their action’s contextual embeddness in the routine 

and relation to the ostensive aspect.  

As the present research study is focused on investigating the practical 

achievement of the recruitment interview as a key factor in the organizational hiring 

routine, it will principally address the performative aspect. However, the recursively 

constituted relationship between the enacted and abstracted aspects has the implica-

tion that the role of the ostensive aspect cannot be bracketed. As Dionysiou and Tsou-

kas (2012, p.191) argue, actors bring with them their understanding of the situation 

and collectively establish a collective and shared understanding of scene. The impli-

cations of this in relation to the study of what happens in recruitment interviews 

means considering each contribution to its enactment as a display of understanding. 

When someone is contributing to any social scene, it does not happen haphazardly. 

Rather through their contributions social actors display an orderly understanding of 

the activity in which they are engaged. This is a view that mirrors the ideas of Levin-

son (1992) concerning activity type and the relatedness of interactional activities. One 

aspect thus becomes explicating the understandings of the activity by closely investi-

gating the performative aspect as it is manifested in the recruitment interview.  

  

3.1.2 The communicative constitution of organizational routines 

A significant contribution organizational communication scholars have made to the 

field of organization studies is the ontological view of the CCO principle that organi-

zations come into being through the various communicative practices of its members. 
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This view emerged out of a dissatisfaction with the root metaphor, communication in 

organization, that implied a container view of organizations and simply that commu-

nication takes place within those (Bisel 2009). Instead, authors such as McPhee and 

Zaug (2000) argued for the organizing capacity of communication via what they call 

four flows. These are membership negotiation, organizational self-structuring, activity 

coordination, and organizational positioning. Through the communication that takes 

place in each of these flows the organization is called into being. Another central view 

that argues is that of Taylor (2011), who suggests that organization best be thought as 

imbricated. This implies that for the official organization to be constituted, there 

needs to be organizing at lower levels in activities.  

Of special relevance to the present project is the third type of communicative 

flow organized around the achievement of organizational processes and mundane 

work. This, quite simply, happens through interaction between workers coordinating 

their actions and understandings (Putnam et al. 2009, p.11). Obviously, the first mode 

of communication concerning membership negotiation is also particularly interesting 

here. However this might be intricately linked to the third mode, as the purpose of this 

particularly type of work activity is to grant or deny membership and the communica-

tion is organized around this. Another thought is also that membership negotiation 

does not necessarily occur in the recruitment interview itself. As some of the data in 

this study suggests, more often membership negotiation occurs after the interview has 

taken place. Yet there may be some less explicit negotiation occurring in the inter-

view itself, as it must be assumed that the applicant aims at presenting himself/herself 

as a potential member. Similarly, the imbricated view that for an organization to be 

called into being, organizing needs to take place at multiple levels is a crucial ontolo-

gy emphasis on the mundane work that takes place at worksites. 

The question addressed for the remainder of this subsection is how the view of 

communication above can inform the present understanding of the work that goes on 

inside the organizational hiring routine and specifically in the recruitment interview. 

According to Cooren and colleagues (2014, p.2), our understanding of the interde-

pendent role of communication and organizational processes is still severely limited. 

Further investigation into the ways in which communication determines, supports, 

and restricts organizational activities is needed. This call will be one of the aspects 

this study contributes to.  
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The constitutive view of communication contributes to the current study’s view of 

organization routines in two significant ways. First of all, according to Taylor (2011, 

p.1277), communication should not be viewed as merely interactional. Communica-

tion is more often oriented towards transactional purposes. For example, the simple 

purpose of the recruitment routine is one of transaction. The organization offers a job 

and multiple applicants offer their manpower. The purpose of communication is 

facilitating and enabling this. Thus we get practices such as writing job ads, CVs, and 

conducting recruitment interview, which communication plays an integral part in 

facilitating. This is thereby linked directly to the performative aspect of the routine 

(Feldman & Pentland 2003). It follows that the organization is constituted from a 

transaction like this (Taylor 2011), which leads to the second contribution of the CCO 

principle. The concept of membership negotiation informs in what ways actors em-

body their and others’ roles in the (Putnam et al. 2009). This view informs both the 

performative and ostensive aspects of the organizational hiring routine. In terms of the 

ostensive aspect, it contains the membership roles of the people present in the inter-

view. This is relevant at different levels. Considering the social roles in terms of the 

local interactional context, membership arises in terms of interviewers and applicants. 

On the more macro level, interviewers for example are members of the organization 

and their role is not merely to interview but also conduct other sources of work. Often 

interviewers carry senior management roles in the data. In terms of the applicant, 

he/she is as a potential member of the organization to possibly inhabit particular tasks. 

In terms of the performative aspect, this implies enacting these roles and the actions 

associated. 

 

3.2 Summary 

The purpose of the present section has been to provide the reader with an overview of 

the theoretical framework that encompasses this research endeavor. The Practice 

View or Organizational Routines situates the recruitment interview within the struc-

ture of the hiring routine and thus allows for an understanding of it in terms of osten-

sive and performative aspects. This implies that the actors constitute the sense of the 

interview through their situated and shared understandings. While the CCO principle 

might not aid an understanding of how the organization is constituted through the 

communicative practices taking place in the recruitment interview, it provides consid-



 12 

erable ontological insights into the communicative constitution of organizational 

routines.  

4 Research design 
In the social sciences, methodologies are varied and distinguished as either quantita-

tive or qualitative with scholars often adhering to one over the other – sometimes with 

religious conviction. Qualitative research can be reproached with accusations of low 

scientific rigor and radical subjectivism (Berg 2001), whereas quantitative studies are 

challenged as positivistic and reductionistic (Muijs 2004). However unproductive 

such blames are, they have undoubtedly sparked methodological self-awareness. 

It goes without saying that any methodological approach is determined by the 

questions asked by the researcher (Goodwin & Horowitz, 2002). Particular research 

practices attend to specific questions notwithstanding quantitative or qualitative con-

victions. No single methodology captures the entirety of social phenomena. The 

qualitative research program, in general, is devoted to deepening our understanding of 

the phenomenon of social reality (Merriam 2002, p.4). On the other hand, the quanti-

tative research epistemology is bent towards gathering numerical data in order to 

measure factors such as frequency, percentage, statistical change and so on (Muijs 

2004). This also means that the particular choice of data collection practice necessi-

tates a thorough contemplation on the explanatory force of the collected data in rela-

tion to the posed research question. Indeed many researchers within the social scienc-

es have long debated the constrictions various approaches to data collection place on 

the claims a researcher can righteously make (see Becker & Geer 1957; Dean & 

Whyte 1958; Hammersley 2003).  

Focusing on qualitative research, it does not represent a unified focus on how 

the social world should be investigated (Guest et al. 2005, p.1). Rather different 

stances towards the ontological view of social reality, epistemological significance of 

researchers knowledge, axiological value added to the research, rhetorics of com-

municating research, and methodological practices for investigating a given social 

phenomena generate qualitative inquiries such as Phenomenology, Ethnography, 

Narrative Analysis, Grounded Theory, Case Study (Creswell 2007, p.16), as well as 

others. 
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The purpose of this section is to motivate the choice of the microethnographic method 

(LeBaron 2008a; Streeck & Mehus 2005; LeBaron 2008b) in attending to the research 

statement and investigating the organizational hiring routine from a micro perspec-

tive. Subsequently an account of the collected data and their treatment is provided.  

 

4.1 Microethnography 

Microethnography (also known as Video-Based Ethnography or Constitutive Ethnog-

raphy) was originally conceived by Smith and Geoffrey (1968) in their attempt to 

describe patterned behavior in a classroom consisting of lower-class pupils. Later 

Mehan (1978), who preferred the term Constitutive Ethnography, argued that the 

purpose of the program should instead explicate order generating practices. In recap-

turing the program in this way, Mehan clarified it as one of bridging the micro and 

macro. This remains an important aspect in contemporary Microethnography that 

attends to large societal issues through the close analysis of minute behavior 

(LeBaron 2008b). Microethnography can therefore be characterized as a social con-

structionist endeavor. In the following, I will provide a brief overview of its historical 

background and then proceed to account for its view of social reality. 

 

4.1.1 Historical background   

Contemporary microethnographers refer to the work of Bateson and Mead (1942) as 

key. Their study described the practices of the Balinese people in their day-to-day 

activities. The patterns of behavior, they argued, emerge out of interactions that to-

gether constitute the Balinese culture (p. 255). Later, Bateson (1972) developed theo-

ries of frame and context under the umbrella “metacommunication”, which is to be 

understood as the framework social actors create for each other to understand actions.  

The Goffmanian effort to construct an ethology of human life (Goffman 1983, 

p.2) has equally been a fount of knowledge for Microethnography (Streeck & Mehus 

2005). Goffman’s conviction to explicate “… the ground rules and the associated 

ordering of behavior that pertain to public life…” (Goffman 1971, p.17) resonates 

throughout the works of his career. Social life is technically, politically, structurally, 

and culturally ordered (Goffman 1959) in ways that determine the organization’s 

purpose, how actors act, their hierarchies, and their moral dispositions, and Goffman 

(1974) considered framing as an integral aspect of actors’ understanding of the con-

text in which they act. Goffman also came to appreciate the role of talk (see Goffman 
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1981) and investigated the basic structure of conversation (Goffman 1976) advocating 

its analysis relative to social context (Goffman 1978, p.794). Similarly, Goffman’s 

(1979) notion of “footing”, referring to how actors during the course of their talk 

position themselves and each other in terms of social roles such as profession or 

gender, has become significant.  

The third source inspiring microethnographic analyses of embodied behavior 

is the work fronted by Scheflen (1967) and developed by Kendon (1990) known as 

Context Analysis. Scheflen saw language and embodied behavior as culture specific 

practices. His view of organization resembles a semiotic system. For example, he 

argues that “… behavior and its commonality in a group allows it to be meaningful” 

(Scheflen 1967, p.9). He saw communication and the behavior it involves as being 

either simple coordinated activities wherein people conduct activities, use of integrat-

ing signals that modify, concert, or otherwise clarify simple coordinated activities if 

uncertainty arises, or ultimately metacommunicative signals that establish a sense of 

the activity for the actors (Scheflen 1968, pp.49–50). The basic premise of Context 

Analysis, as Kendon (1990, p.15) argues, is that behavior has no inherent semantic 

value outside the framework it occurs in.  

An integral part of Microethnography is its roots in Garfinkel’s (1967) Eth-

nomethodology. A rudimentary tenet of Ethnomethodology is the correlation between 

accountability and reflexivity and their constitutive function in producing social or-

ganization (Heritage 1984, p.119). The function of reflexivity encompasses aspects of 

the practical realization of social action and actions’ distinguishability from other 

actions (Coulon 1995, p.23). Reflexivity, in a way, carries with it the sense of the 

scene covertly that suggests an implicitness to everyday conduct that only becomes 

relevant if something is broken necessitating an account (Garfinkel 1967, p.8).  

The last source of microethnographic inspiration comes from Conversation 

Analysis. An underlying presumption found in Conversation Analysis is that social 

interaction exhibits an intrinsic orderliness (Schegloff & Sacks 1969, p.290). It is the 

purpose of Conversation Analysis to systematically explicate the orderliness of inter-

action in terms of the distribution of turns (Sacks et al. 1974), conversational repair 

(Schegloff et al. 1977), sequential organization (Schegloff 2007) and preference 

organization (Pomerantz 1984; Levinson 1983). Aspects of these findings, as well as 

others, have since then been placed within the frameworks of alignment and affilia-

tion (Stivers et al. 2011; Steensig 2012; Stivers 2008). Although Conversation Analy-
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sis began with an explicit interest in the distribution of talk in interaction, as evi-

denced in the early lectures of Sacks (1992), it has since taken a multimodal turn with 

researchers taking an interest in phenomena such facial expressions (Peräkylä & 

Ruusuvuori 2006; Ruusuvuori & Peräkylä 2009) and gaze (Goodwin 1980; 

Haddington 2006).  

  

4.1.2 On the onto-epistemological merits of microethnography 

A basic presumption inherent in Microethnography’s ancestry is a specific ontological 

stance towards the construction of social reality and its interactional constitution. 

Largely due to its ethnomethodological and micro-sociological background, this 

branch of social constructionism, although it shares the usual suppositions of this 

understanding (see Silverman 2013, p.107), emphasizes action and practice as integral 

constituencies in the commonness and orderliness of social scenes as well as the 

actors’ role within them (Lock & Strong 2010). While Conversation Analysis has 

often been accused of being naturalistic and positivistic, perhaps mainly due to its 

dogmatic approach turn-taking analysis practiced and preached especially by Scheg-

loff (2007), others have paid particular interest to sequential manifestation of social 

order that constitute different social activities (Levinson 1992).  

For what reasons, then, are an approach like Microethnography and its view of 

social reality applicable to the study of recruitment interviews in the organizational 

hiring routine? What are basically being studied are the methods interviewers rely 

upon for progressing from one section, the recruitment interview, to the next, em-

ployment or rejection, in the routine. It is the way that they conceive of a applicant 

through their perception of his/her performance, presented background, articulated 

stances, and so on that they ascertain the applicant’s level of fit with the given job and 

company. This is to a large extent resonant with Cicourel’s (1968) study of law en-

forcers methods for characterizing suspicious acts as potential delinquency. In a simi-

lar way what is being looked at here are the interviewers’ methods for characterizing 

applicants’ acts as being of a particular employable or unemployable nature.  

This endeavor requires a close study of naturally occurring recruitment inter-

views, as is often distinct of Microethnography (LeBaron 2008a) and its related disci-

plines, as well as additional ethnographic materials such as interviews with interview-

ers, CVs, job descriptions, information on whether or not the applicant was employed 

and so on. This is accounted for in greater detail in the data section. Overall, a con-
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structionist interest like this requires paying close attention to what practitioners alike 

do for all practical purposes in their fulfillment of some organizational goal. It goes 

without saying that, if you are a constructionist, you need to go to the source of social 

constructions – which is also why this cannot be accomplished through analyses of 

simple ethnographic interviews alone.  

 

4.1.3 The need for ethnography 

Over recent years, organization and management studies have turned towards an 

ethnographic mode of investigation (Smets et al. 2014, p.10). Similarly, ethnography 

have become of interest to corporate practice (Anderson 2009). If communication, 

organization, and management scholars following the constructivist program wish to 

learn about organizations and the work that employees do there, we must necessarily 

do intensive investigations by documenting, observing, or participating in the practic-

es that make up the daily routines in the organization in order to be able to address the 

issues there (Watson 2011, p.204).  

In their overview of ethnography’s contribution to organization studies, Mor-

rill and Fine (1997) highlight the explication of informal work relations as opposed to 

formal hierarchical structures as an essential part of organizational practice as well as 

finding asymmetries between actual practices and claimed practices. Additionally, 

ethnographers advanced the view that organizations are semiotic systems whose 

meanings are negotiated ad hoc by its members.   

While ethnographies are not necessarily devoid of generalization and abstract 

theorizing, they do need to be grounded in empirical observation and thus founded in 

reality (Van Maanen 2006). It is important, however, that ethnographers engage with 

both large societal or organizational issues rather than merely relying on descriptions 

of the minutiae of social interaction in order to avoid empirical isolationism (Seidl & 

Whittington 2014) and thereby making it more generalizable and relevant. This im-

plies that simple descriptions of social practices are unwanted. As Smets et al. (2014) 

argue, there is an interest in ethnography engaging with practitioners’ problems and 

catching the complexities of organizational life. The benefit of being there, on site, 

provides a head start into this endeavor and the methodological means to do it.  
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4.2 Data  

This subsection will briefly account for the more practical aspect of the research 

project. An account of the data collecting process1 and the type of data gathered is 

provided followed by how it is treated and analyzed. The section is concluded with a 

discussion of ethical issues.  

 

4.2.1 Collection 

Investigating the research questions through a Microethnographic lens demands par-

ticular sets of data that can range from participant observation to video recordings and 

practitioners’ artifacts (LeBaron 2008b). As a principle, any investigator with con-

structivist views of social reality should gravitate towards visiting the sites of social 

construction. For example, relying solely on ethnographic interviews on a particular 

practice carry with them severely limited explanatory force compared to actually 

observing and documenting the practice phenomenon in question. 

The data collection for this particular project falls into two parts: The first is 

the collection of interactional data. For this, I rely on the conversation analytical view 

of data collection that requires they be of naturally occurring origin (Sacks 1984). For 

this reason I have gathered primarily video recordings (supplemented with few audio 

recordings) of naturally occurring recruitment interviews. An overview is presented 

below:2, 3 

 

 
 
 

 

 

The second is the collection of additional ethnographic data. Since it is not merely the 

interaction that I am interested in but the recruitment routine at large, I have collected 

and plan to collect additional materials including ethnographic interviews with practi-

tioners supplemented with CVs, interview guides, job descriptions, various types of 

                                                
1 Please see the appendix for an overview of this process. 
2A full overview can be found in the appendix. 
3 Please note that not all data are accounted for here, as a considerable amount of 
recordings of recruitment screening calls is still in the pipeline.  

Data type Amount Total length (h) 
Audio 12   7,15 
Video 30 19,43 
Total 42 26,58 

Table 1 - Overview of data 
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applicant tests, screening calls, and so on. This magnitude of data will provide an in-

depth entry to the organizational hiring routines of the respective companies.  

 

4.2.2 Analysis and transcription 

This subsection should be considered in relation to the three different articles, which 

will form the grounds for how the interactional data is approached and what particular 

aspects of it are attended. As a rule of thumb, the data are analyzed by looking for 

sequential patterns in the interactions that stands out to the researcher (LeBaron 

2008b). With respect to the individual articles constituting this dissertation, analyses 

have already been conducted particular sequences. Thus these interactional sequences 

may consist of question-answer sequences or occasions where stance is expressed. 

Once these sequences have been analyzed and located, they are transcribed according 

to convention (Hepburn & Bolden 2013; Jefferson 2004) in order to catch verbal and 

embodied conduct.  

It should be noted that there is a distinction within Microethnography and its 

related discipline of Conversation Analysis that characterize investigations as being 

either single cases or collections. Single case analyses are central for investigatory 

purposes that do not necessarily prerequisite generalizability. In order to generalize, 

the present project will build collections based on initial single case analyses.  

 However the various types of data do not carry equal weight in the various 

analyses. Some of the articles rely more on the interactional data, whereas others 

incorporate the ethnographic materials to a greater extent.  

 

4.2.3 Ethics 

Care should be taken in any kind of study involving people, their professional func-

tioning, and their employers. It is therefore essential that the identities of individuals 

and organizations are anonymized (Mondada 2013). Making recordings of people and 

people in organizations also prerequisites informed consent, which is why applicants 

have been sufficiently informed of the project both verbally at the interview site and 

via text prior to coming to the interview. Obviously the applicants have been given 

the opportunity to opt out. All interviewers have agreed to participate in the study 

likewise being informed of the data’s usage. Similarly the project has been accepted 

at higher managerial levels with the obvious condition that all information be anony-

mized.  
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5 Presentation of articles 
This section presents an overview of the articles that constitute the empirical founda-

tions of this project. As noted in the introduction, each article is in a different stage, 

which consequently affects the form in which they are presented. Each of these arti-

cles is in various ways designed to attend to the overall research question presented in 

section two and attending to the issue of interviewer resources for gauging applicant 

fit. The purpose of each of these articles is to provide empirical analyses and findings 

that contribute to an understanding of the kind of work actually conducted in this kind 

of organizational routine. This is in order to explicate what it is in the recruitment 

interview that the interviewers notice and base their decision on. In other words it is 

the decision-making practices that interviewers rely upon in grounding their decisions 

that will undergo explication.  

Although not specifically planned yet, the articles are aimed at journals such 

as Journal of Human Resources, International Journal of Human Resources Develop-

ment and Management, Management Communication Quarterly, and Organization 

Studies.  

 

5.1 Interactional routines as constituents in recruitment Interviews 

The following abstract, which is based on a paper (Busse Hansen 2014), was present-

ed at the 6th International Symposium on Process Organization Studies on Organiza-

tional Routines. Since its presentation, the paper has undergone and will undergo 

further changes in order to be finalized and submitted in the fall of 2014.  

 

5.1.1 Introduction 

Research on recruitment interviews has been preoccupied with topics such as discrim-

ination (Spirito Dalgin & Bellini 2008; Hess 2013; Campbell & Roberts 2007; 

Wilkinson & Kitzinger 2009), impression management (Lipovsky 2006; Lipovsky 

2008) and person-job/person-organization fit (Cable & Judge 1997; Kristof-Brown 

2000). Micro-analytical, Ethnomethodological, and Conversation Analytical 

(EM/CA) studies have highlighted the procedural characteristics of what Button 

(1987) calls the ‘interview orthodoxy’ that makes the recruitment interview context 

recognizable both to interviewers and applicant (Llewellyn 2010). Routinely inter-
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viewers rely on a candidate’s accompanying documents to progress the interaction 

(LeBaron et al. 2007) and negotiate epistemic authority (Glenn & LeBaron 2011).  

A natural extension of these studies, the present study investigates organiza-

tional and interactional routines associated with the recruitment interview and how 

these are constituted by the interactional order. This corresponds with the theoretical 

insights from the performative perspective on routines that highlight role of agency 

and duality (Feldman & Pentland 2003) in relation to process development and 

change in organizations (Langley et al. 2013). Routines exist as dualities stretched out 

between ostensive and performative aspects. It is in the interface between these two 

aspects that routines generate outcomes (Rerup & Feldman 2011, p.579). The osten-

sive aspect is the routine “… codified as a standard operating procedure” (Feldman & 

Pentland 2003, p.101), whereas the performative aspect consists of the specific ac-

tions associated with the routine. Routines are changed endogenously over time via 

the very actions that constitute them (Pentland et al. 2012). Research on the ostensive 

and performative aspects have tended towards explaining their synergy. Recently, 

however, calls have been made to shift attention to “their mutual constitution through 

interaction” (Dionysiou & Tsoukas 2012, p.185), which is one of the areas which this 

study will contribute to. 

 

5.1.2 The current study 

Based on a corpus video and audio-recorded recruitment interviews conducted in 

private and public organizations, sequences of data have been selected on the basis of 

them containing standardized and reoccurring questions. These questions are designed 

to elicit particular information and have proved effective in structured as opposed to 

unstructured interviews (see Taylor & Small 2002). Once selected, the sequences are 

transcribed using Conversation Analytical conventions (Hepburn & Bolden 2013). A 

concrete example can be observed below:  
 
(1) L1_3:1 
 
1  *I1:   So what is it that you a:re looking fo:r (0.2) jobwise;  
2         What- what interests you. What is it that you would like  
3  to:  
4         (0.2)  
5  *AP:   E:m_=  
6  *I1:   =deal with; 

                                                
1 Please see the appendix for an overview of transcription conventions.  
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In this excerpt the interviewer (I1) asks the applicant (AP) a standardized question 

concerning his job interests; here argued to be one amongst many questions routinely 

posed in the recruitment interview context. Arguably, the recruitment interview is not 

just part of an organizational recruitment routine, as shown by Feldman and Pentland 

(2003). It can be considered at a much finer level of granularity, i.e. a micro-

analytical perspective, to be an interactional routine (see Peters & Boggs 1986). It is 

hypothesized here that the interactional routines associated with recruitment inter-

views are dependent on the interactional work of the participants. If this work fails 

due to reasons of unordered conduct in the interactional routine, it will have repercus-

sions towards the outcome of the interview. The study therefore seeks to answer the 

following research questions: 

 

- What is the link between ostensive and performative aspects and interactional 

routines? 

- Following Dionysiou and Tsoukas (2012), what role do communicative prac-

tices play in constituting ostensive and performative aspects of the recruitment 

interview? 

 

The microethnographic methodology (Streeck & Mehus 2005) is beneficial to the 

practice view of routines that views individuals’ agency (Parmigiani & Howard-

Grenville 2011, pp.440–441) and highlights the importance of process (Feldman 

2000, p.612) as mechanisms of routine change, creation and maintenance. Microeth-

nography provides researchers with a powerful means for analyzing “… the proce-

dures by conversationalists produce their own behavior and understand and deal with 

the behavior of others” (Heritage & Atkinson 1984, p.1). In the context of the present 

study, Microethnography grants a possibility for close analysis of routine mobilization 

and a means for considering how both interviewers and applicant orient constitute 

them via their communicative practices.  

 

5.1.3 Findings 

This study’s findings show that, for the interactional routines of the recruitment inter-

view to constituted as proper, they are dependent on the applicants’ accepted, that is 

accepted by the interviewer, contribution to the enactment of the routine. What is 
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important here is that each and every single applicant enters into the organizational 

hiring routine once they send of their application. On the organization’s side, the 

application is the first thing that HR personnel base their decision upon in order to 

determine whether or not the applicant should be admitted to an interview. This 

means that locally, at very specific points in the organizational routine, it becomes 

important for interviewers to veer in particular directions momentarily for the overall 

purpose of the organizational routine. Routine veering is visualized in the figure 

below. Please note that this only represents a cross-section of the applicant evaluation 

process: 

 

 

 

 

 

 

Each box represents different events in the hiring routine and the decision made based 

on its enactment. The straight line implies that an applicant is allowed progress to the 

next routine event such as an interview or employment (shown below the line). As 

can be observed at these events, there is the alternative to progression. At each event 

the applicant may be refused progression. This means that his/her role in the organiza-

tional routine has been played out. The decision as to whether or not he/she is allowed 

to progress or not is based on the identity constructed through the communicative 

practices of the recruitment interview (see Taylor 2011).  

  

5.1.4 Implications 

Dionysiou and Tsoukas’ (2012) choose to bracket external factors (albeit not ontolog-

ically) in routine dynamics, the present study has shown that candidates are important 

external agents central to recruitment interview routines. Furthermore, the performa-

tive aspect directly determines the outfall of the routine. Additionally it is crucial 

routines become analytically conceptualized at micro-, meso-, and macro-levels in 

order to fully understand their workings. Similarly it is shown that the communicative 

contributions of applicants and interviews interdependently constitute both the local 

enactment of the routine and its outfall.  

 

Figure 1 – Recruitment routine veering 

Employment 

Rejection 

Application Interview 

Rejection 
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5.2 Stance as a constituent of applicant identity 

A single-case analysis was conducted on a video recording of a recruitment interview 

and supplemented with ethnographic data. This analysis lead to a critical finding of a 

hidden interviewer practice that could not be located by simply adhering to the de-

tailed sequential analyses of Conversation Analysis (see for example Sacks et al. 

1974; Schegloff 2007).  

The exact finding can be stated as follows and observed below: As it turns out, 

an applicant may provide the interviewers with his or her particular stance towards 

corporate strategy or organizational structure. In the immediate interactional context, 

the interviewers seemingly endorse the stance. However once interviewed about 

aspects of the interview in question, the interviewers would confess to not agreeing 

with the applicant on the issue or at least not being interested in being lectured by 

him. 

 
(2) - L1_1 
 
1  *I1:   So wha- How would you rather s- like to see it. 
 
(( 3 lines omitted)) 
 
5  *CA:    A a capable: person  and #a:  
           ((Looks at I1))      
6  *I1:                           Mm; 
7         (0.4)  
 
8  *CA:   with with the  right intelligence of  course. But  
                           ((CA looks away  

     then back)) 
9  *I1:                                            ˚Mm.˚    
                                                   ((I1 nods))   
10 *CA:  certainly with some e: drilling  e: background. 
                                ((I1 Nods)) 
11        (0.3)  
12 *I1:    #Yeah;#  
           ((I1 Nods)) 
 

The boundary of the investigation can be formulated in connection to three known 

facts about the above excerpt: The first is that a stance is formulated or hinted at. The 

term “stance” is used here to denote an evaluative position a person takes with regards 

to some object whether concrete or abstract (Du Bois 2007; Du Bois & Kärkkäinen 

2012). From l. 5-10 the applicant takes an evaluative position towards what individual 

should fill a rig manager position in response to the interviewer’s question in l. 1. The 

second known fact is the treatment it receives interactionally. During the applicant’s 
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talk, the interviewer responds in a variety of ways that on the surface displays agree-

ment and affiliation (Stivers 2008). The third fact is that Interviewer One, with a 

background in mechanical engineering, has worked as a rig manager. 

 Excerpt 2 above has the following sequential organization with the question 

being posed (l. 1). It emerges from the applicant’s complaint of the lack of managerial 

qualifications on oilrigs. The applicant’s answer follows in l. 5-10. At various points 

is the interviewer overlapping the applicant’s answer with minimal embodied and 

verbal responses. In line 12, he produces what Jefferson (1984) calls an acknowl-

edgement token that functions as a display of confirmed receipt. This implies that the 

interviewer has accepted, through the means of linguistic and embodied behavior, the 

applicant’s answer. Yet, as indicated by the collected ethnographic materials, his 

views are of another sort.  

The research question, which follows from the previously presented three 

facts, can be formulated as follows: “How do interviewers use applicants’ stances as 

resources for gauging fit?” Answering this question requires a detailed and close 

analysis of the sequential manifestation of stance in recruitment interviews. Further-

more, additional data than simply the recordings is required for eliciting the views of 

the interviewers, which is not vented in the context. Additionally their evaluation of 

the applicant’s stance becomes interesting.  

In relation to the overall research question, this particular piece of work will 

address one of the resources, which interviewers rely upon when gauging the appli-

cant’s fit. It also provides an invaluable insight into interviewing practices that cannot 

be seen or heard in the enactment of the interview.  

 

5.3 The organizational hiring routine 

The last article will focus more intently on the recruitment interview as a constituent 

of the organizational hiring routine. Thereby it will be a continuation of the previous 

two articles, but will provide a broader scope by considering the decision taken and its 

relation to the recruitment interview. As can be seen, this is an article that is still in 

development and consequently more details remain to be elicited.  
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6 Conclusion 
The purpose of this thesis proposal is to explicate the process of investigating re-

cruitment interviewers’ resources for gauging applicant employability. The overall 

research question is  “How do recruitment interviewers based on the interview discern 

any given applicant as “employable” or “unemployable” and thusly determine the 

relevant next step in the organizational routine?” The recruitment interview is con-

sidered as an activity on which the organizational hiring routine crucially hinges. Via 

the practice perspective on Organizational Routines, the recruitment interview is 

viewed as constituted in terms of its ostensive aspects through the communicative 

practices of the people who conduct them on a day-to-day basis through the enact-

ment of the performative aspect. The importance of communication following the 

CCO principle is also highlighted in terms of how organizational processes are ena-

bled through the communicative practices of employees. The hiring routine critically 

hinges on the language and social interaction in the recruitment interview itself. If 

communicative practices such as questioning and answering do not constitute the 

routine proper, the outfall becomes problematic for the applicant. 

 Microethnography is chosen as the approach for conducting empirical anal-

yses. The benefits of Microethnography are its reliance on for example naturally 

occurring data for multimodal analyses multimodally and supplemented with addi-

tional ethnographic data. This permits the researcher to gain invaluable insights into 

the practices of practitioners and the organizational context in which they are embed-

ded.  

The benefits of this study can be summarized as follows: First, recruitment in-

terviews are commonly referred to in organization studies but seldom investigated 

empirically. Consequently it will yield a deeper understanding of a rarely seen world. 

Secondly, the investigation provides methodological contributions to the study of 

routines by conducting detailed analyses of practices and their relation to larger or-

ganizational processes. Third, our understanding of the organizational hiring routine 

will increase by explicating the role of communication in constituting the identity of 

the applicant as employable or not ultimately constituting the recruitment interview as 

a part of the organizational routine interviewers’ conceptions of applicants in pro-

gressing the routine thus simultaneously stressing the role of communication.  
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Appendix 
Transcription Conventions 

Symbol Explanation 
 

[ Indicates embodied and verbal overlap.  
 

= Indicates latching, which means that there is no hearable (or 
measurable) gap between two turns or within a turn of talk.  
 

(0.5)/(.) Indicates a pause. A period within parenthesis indicates a 
micro-pause of less than two-tenths of a second 
 

. , ; ?_ Indicates intonation contour. A period marks a falling, a 
comma slight rising, a semicolon a slight fall, a question 
mark a high rise and an underscore a flat intonation.  
 

Stress Underlined word syllables, e.g. “rephrase”, indicates stress 
or emphasis.  
 

°Quiet° Degree signs indicate that the talk produced within their 
boundaries is noticeably quieter than the surrounding talk.  
 

>Fast talk< This particular combination of greater-than and less-than 
symbols indicates that the talk produced within it is pro-
duced fast. 
 

<Slow talk> This particular combination of greater-than and less-than 
symbols indicates that the talk produced within it is pro-
duced slow. 
 

- A hyphen indicates that a cut-off. 
 

#Creaky voice# Indicates glotalization 
 

£Smiling voice£ Indicates that the talk produced within the symbols is pro-
duced with a smiling voice.  
 

(     ) Empty parentheses indicate that the transcriber could not 
discern what was being said.  
 

(YEAR) Uppercase words in parentheses indicate that something has 
been edited for anonymity’s sake.  
 

((Nodding)) Double parentheses greyed out in the transcripts contain 
description of multimodal behavior.  
 

.hhh Indicates in-breath. 
 

hhh Indicates out-breath.  
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Preliminary overview of data  

Data	   Min.	   Type	   Position	   Gen.	   Part.	   Interviewers	  
Lan-‐
guage	  

L1_3	   30,06	   Aud	  
Technical	   Assis-‐
tant	   Male	   4	  

VP	   of	  Operations,	   	   Corpo-‐
rate	  HR	  Advisor	   En	  

L1_4	   46,48	   Aud	  
Technical	   Assis-‐
tant	   Female	   4	  

VP	   of	  Operations,	   	   Corpo-‐
rate	  HR	  Advisor	   En	  

L1_5	   50,01	   Aud	  
Technical	   In-‐
spector	   Male	   4	  

VP	   of	  Operations,	   	   Corpo-‐
rate	  HR	  Advisor	   En	  

L2_1	   23,29	   Aud	  
SSCE	   Equipment	  
Engineer	   Male	   3	  

VP,	   Head	   of	   Technical	  
Support	   En	  

L2_3	   34,36	   Aud	  

Main	   support	  
engineer	   or	  
SSCE	   Equipment	  
Engineer	   Male	   3	  

HR,	   Head	   of	   Technical	  
Support	   En	  

L2_4	   33,27	   Aud	  

Main	   support	  
engineer	   or	  
SSCE	   Equipment	  
Engineer	   Male	   3	  

HR,	   Head	   of	   Technical	  
Support	   En	  

L3_1	   61,3	   Aud	   HR	  Recruiter	   Female	   2	   HR	   No	  
L3_2	   34,55	   Aud	   HR	  Recruiter	   Female	   2	   HR	   No	  
L3_3	   19,39	   Aud	   Roughneck	   Male	   2	   HR	   No	  
L3_4	   4,31	   Aud	   Roughneck	   Male	   2	   HR	   No	  
L3_5	   48,42	   Aud	   Roughneck	   Male	   2	   HR	   No	  
L3_6	   43,59	   Aud	   Roughneck	   Male	   2	   HR	   No	  
L1_1	   62,28	   Vid	   Ops	  director	   Male	   3	   VP,	  HR	   En	  

L1_2	   50,54	   Vid	  
Technical	   Assis-‐
tant	   Male	   4	  

VP	   of	  Operations,	   	   Corpo-‐
rate	  HR	  Advisor	   En	  

L2_12	   16,52	   Vid	   N/A	  
	   	   	  

En	  

L2_2	   75,35	   Vid	  

Expert	   in	  drilling	  
and	   piping	  
systems	   Male	   3	  

HR,	   Head	   of	   Technical	  
Support	   En	  

L2_5	   26,19	   Vid	  
Subsea	   Superin-‐
tendent	  	   Male	   3	  

HR,	   Head	   of	   Technical	  
Support	   En	  

L2_6	   60,03	   Vid	  
Subsea	   Superin-‐
tendent	  	   Male	   4	  

HR,	   Head	   of	   Technical	  
Support	   En	  

L2_7	   61,32	   Vid	  
Subsea	   Supervi-‐
sor	   Male	   3	  

HR,	   Head	   of	   Technical	  
Support	   En	  

L2_8	   19,16	   Vid	   Rig	  Auditor	   Male	   4	  
HR,	   Head	   of	   Technical	  
Support	   En	  

L2_9	   78,17	   Vid	  
Rolling	   Subsea	  
Superintendent	  	   Male	   4	  

HR,	   Head	   of	   Technical	  
Support	   En	  

L3_10	   11,55	   Vid	   Roughneck	   Female	   2	   HR	   No	  
L3_11	   23,16	   Vid	   Roughneck	   Male	   2	   HR	   No	  
L3_13	   12,44	   Vid	   Roughneck	   Male	   2	   HR	   No	  
L3_16	   24,11	   Vid	   Roughneck	   Male	   2	   HR	   No	  
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L3_17	   27,5	   Vid	   Roughneck	   Male	   2	   HR	   No	  
L3_18	   28,5	   Vid	   Roughneck	   Male	   2	   HR	   No	  
L3_19	   18,17	   Vid	   Roughneck	   Male	   2	   HR	   No	  
L3_20	   16,54	   Vid	   Roughneck	   Male	   2	   HR	   No	  
L3_7	   21,35	   Vid	   Roughneck	   Male	   2	   HR	   No	  
L4_2	   60	   Vid	   Social	  worker	   Female	   4	   N/A	   No	  	  
L4_3	   60	   Vid	   Social	  worker	   Female	   4	   N/A	   No	  	  
L4_4	   60	   Vid	   Social	  worker	   Female	   4	   N/A	   No	  
L4_5	   60	   Vid	   Social	  worker	   Female	   4	   N/A	   No	  
L2_10	   32,4	   Vid	  	   N/A	  

	   	   	  
En	  

L2_11	   33,29	   Vid	  	   N/A	  
	   	   	  

En	  
L3_12	   31,2	   Vid	  	   Roughneck	   Male	   2	   HR	   No	  
L3_14	   41,11	   Vid	  	   Roughneck	   Male	   2	   HR	   No	  
L3_15	   38,5	   Vid	  	   Roughneck	   Male	   2	   HR	   No	  
L3_8	   34,37	   Vid	  	   Roughneck	   Male	   2	   HR	   No	  
L3_9	   22,29	   Vid	  	   Roughneck	   Male	   2	   HR	   No	  
L4_1	   60	   Vid	  	   Social	  worker	   Female	   4	   N/A	   No	  

 

Total hours of recorded time: 26,58 

Total number of recruitment interviews recorded: 42 
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Timetable of Research Process 

 

When? 
 

     What? 

F13 - Data collection (phase 1) 
- Data Transcription 
- Data analysis 
- Read literature on Practice Theory, Strategy as Practice, and 

Organizational Routines 
- Establish theoretical framework 

S14 - Data collection (phase 1) 
- Data Transcription 
- Data analysis 
- Read literature on Practice Theory, Strategy as Practice, and 

Organizational Routines 
- Write article 1 
- Present at Process Symposium 
- Write article 2 
- Continue work on theoretical framework 

F14 - Data collection (phase 2) 
- Data Transcription 
- Data analysis 
- Read literature on Practice Theory, Strategy as Practice, and 

Organizational Routines 
- Prepare and present Thesis Proposal 
- Continue work on article 1 and submit 
- Continue work on article 2 and submit 
- Visiting researcher at Cass Business School, London, UK, from 

October to December.  
- Commence collaboration 

S15 - Data collection completed 
- Data transcription  
- Data analysis 
- Follow up and completion of collaboration.  
- Visiting researcher as part of collaboration at Brigham Young 

University, Utah, USA.  
- Commence work on article 3. 
- Present at IIEMCA and potentially NorDisCo or EGOS. 

F15 - Submit article 3 

S16 - Write up final thesis 
- Submit final thesis 
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Teachings 

  norm stud. Lekt. Uger I alt   
Tekst- og 
billedanalyse FS 14 3,5   2 8 56,00   
Opgaver FS 14 0,42 60     25,20   
Skr. 
Eksamen FS 14 1,5 24     36,00   
Tekst- og 
billedanalyse FS 14 3,5   2 8 56,00   
Opgaver FS 14 0,42 60     25,20   
Skr. 
Eksamen FS 14 1,5 25     37,50   
Tekst- og 
billedanalyse FS 14 3,5   2 8 56,00   
Opgaver FS 14 0,42 60     25,20   
Skr. 
Eksamen FS 14 1,5 25     37,50   
Plagieringssa
g T&B FS 14 3 1     3,00   
Re-
eksamensopg
ave S14 10 1     10,00   
Skr. Re-
eksamen S14 1,5 4     6,00   
            0,00   
            0,00   
                
                
I alt           373,60   
Forpligtelse           596   
Restforpligte
lse             -222,40 
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ECTS1 

PhD Course Date ECTS 
Interaction and Mobility, University of Southern Denmark Oct. 2-3, 

2013 
2 

Publishing in International Journals, University of Southern 
Denmark 

Oct. 9-
11, 2013 

2 

Qualitative Research Methods and Fieldwork Seminar A Dec. 2-
3, 2013 

1,5 

Doctoral Workshop in Organizational and Professional Dis-
course: Theories and Methods 

Aug. 18-
22, 
2014 

5 

Total for external PhD courses 10,5 
Investigating Knowledge Communication, University of Aarhus Oct. 21-

24, 
2013 

5 

Research Paradigms in Strategic Communication, Aarhus Uni-
versity 

May 5-
8, 2014 

5 

Microethnography of Work Place Interaction, Aarhus University May 19-
21,  
2014 

5 

Total for internal PhD courses 15 
Total 25,5/30 
 

 

                                                
1 I am planning participation in the 5 ECTS PhD course Introducing the Philosophy of 
Science, Aarhus University 


