Sensemaking, Reflexivity & Sensibility?
Navigating Work at Power Ltd - An Interpretive
Study

A. Venkataraman & LRK Krishnan

This interpretive investigation, utilizing ex-
tensive interaction and participant obser-
vation, explores the situational, temporal,
and long-term sensemaking processes of
married working women in the Finance and
Accounts (F&A) department of Power Ltd
[a pseudonym], a notable manufacturing
company in Vadodara in Western India.
Avoiding behavioral reductionism, we be-
gin with Weick's sensemaking principles, rec-
ognize their limitations, and investigate
workplace subjectivity through Archer’s
theory of reflexivity. This methodology ho-
listically and temporally integrates affect,
cognition, and action within the evolving
Indian socio-cultural context, drawing from
everyday individual experiences and nar-
ratives. This novel, creative, bottom-up situ-
ational, and long-term personalized com-
prehension of work experiences examine the
iterative interaction between individual cog-
nition and the asynchronous multidimen-
sional generative mechanisms. It prioritises
a process-based analysis of gendered
performativity.

Introduction

A few studies in the soci-
ology of work have examined
Indian working women’s
workplace sensemaking pro-
cesses to the tensions
intersubjective internal con-
flict against subtle external
harassment at the workplace.
Most of such studies tend to
deploy Weick as the go-to
means of integrating meaning-
making with context. At least
in India, there is little litera-
ture or qualitative studies that
try to understand how the in-
terplay of varying episodic
emotion, thought, and action
shape individual agency at dif-
ferent points in time to inform
how a working woman makes
her way through her work-
place and her awareness of
doing gender. Additionally, the
literature on gender highlights
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the importance of discursive
words and deeds forming the
semiotic basis of gender
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(Alvesson & Billing, 2009:117-43;
Cormack, 1999). Other gender studies
see it as the consequence of emotional
labor (Petinger, 2019:83; Hochschild,
2012). Gender inequalities of elision and
power emerge from conceptual catego-
ries ranging from Acker (1990,1994) to
Connell (1987), and the Foucauldian CMS
understanding (Knights, 2021) labels gen-
der as an ongoing subjective experience
of self-discipline and regulation. These
gender regimes (Connell,2006: 839 or ste-
reotyping have well-known conse-
quences, such as the Queen Bee syn-
drome (Mavin & Grandy, 2012: 224),
hegemonic masculinity (Sheerin &
Linehan, 2018), and, finally, accepting and
rationalising victimhood (Nash & Moore,
2019).

Any activity of sensemaking must be
analyzed within the prevailing discourse,
cognitive mechanisms, actions, and be-
haviors that arise within a structural
socio-cultural normative framework de-
fined by power dynamics and gender re-
gimes. Distinct individual histories and
biographies, in conjunction with the con-
textual circumstances, transcend the
seven principles of sensemaking, yet are
inherently woven into a continuous re-
flexive dialogue and deliberation that in-
fluences the present.

The rich, spontaneous, and dynamic
nature of each woman respondent’s on-
going interplay of emotion, reflection, and
reflexivity with the normative organiza-
tional and socio-cultural in the Finance
& Accounts (F&A) department of
Power Ltd (a pseudonym) and how it
frames her sensemaking is investigated.

Our unit of analysis is in Vadodara, a
medium-sized city in Gujarat, India, for
many years before the pandemic in 2020
and through the second wave in 2021.

Intended Contributions

We have endeavored here an anti-
performative (Durepos et al., 2021:. 457-
58) sociologically informed perspective
of both understanding and experiencing
how women experience, manage and
navigate multiple workplace expectations
and indifferent colleagues and powerful
superiors. Starting with Weick as a
launching pad we use Archer’s critical
realist framework. Indian working
women’s sensemaking in multiple situ-
ational contexts by not only studying it at
various moments but as a continual fluid
ongoing bricolage of flowing and evolv-
ing embedded individual experiences
whereby situations, events, and time con-
textually interact in varying proportions
(Berlant, 2019: 37). Thus, this interpre-
tive study joins the broader conversation
within the organizational studies of gen-
der and workplace meaning making by
providing a concurrent micro-dynamic
contextual temporal, conjunctural (Littler,
2016: 6), and longitudinal emergent per-
spective rather than just reassessing and
rederiving gender concepts and deploys
Archer in a novel manner and corrects
Weick’s psychologized power agnostic
approach.

This study is guided by five core re-
search questions:

1. How do the female employees in the
Finance and Accounting department
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of Power Ltd perceive themselves
and their working environment?

2. In what manner do their emotions
impact the definition and organization
of situational meanings, their inter-
actions with others, and their work
dynamics?

3. What are the work-related insecuri-
ties and challenges they face, and
what conscious and unconscious cop-
ing mechanisms do they employ to
manage pressure and stress from
their superiors?

4. What motivates them to work for
Power Ltd, and how do their short-
and long-term decisions get influ-
enced by their constraints amid in-
ternal conflicts?

5. How does each respondent’s inter-
nal conversation and sensemaking in-
dividually contribute to developing
collective, causal organizational nor-
mative generative mechanisms that
either hinder or support the agency
of female employees and the struc-
turing of the gender regime?

Analyzing these research questions
within their specific contexts will also
elucidate how contemporary Indian work-
ing women in the finance and account-
ing department of Power Ltd, as well as
their counterparts in other similar Indian
manufacturing firms, navigate their work-
places both consciously and spontane-
ously and cope with workplace harass-
ment and internal workplace conflicts.

In essence, we have three contribu-
tions that are illuminated through the

empirical sections of three sensemaking
scenarios in the empirical section after
the methodology.

1. Our primary contribution is in clari-
fying how her conceptualization of
choices, constraints, and possibilities
informs individual unconscious and
strategic actions, thereby shaping her
immediate and long-term workplace
decisions within the context of im-
plicit, enduring power inequalities,
considering this as an ongoing pro-
cess rather than a discrete outcome.
This analysis employs the theoreti-
cal frameworks of two eminent
scholars from the interconnected dis-
ciplines of psychology and sociology.
Weick talks about the what of the
process of comprehending and navi-
gating an environment by drawing
upon Archer who talks about the why
and the how aspects and provides a
dynamic structural, contextual ratio-
nale. We then discuss how this new
sensemaking reading contributes to
the unintentional shaping and main-
tenance of generative structural
mechanisms that shape personal
choices at various times and reinforce
gender-stereotypical biases and nor-
malize various forms of workplace
bullying, particularly in non-western
large manufacturing firms located in
mid-sized cities such as Vadodara in
India.

2. The second contribution addresses
an epistemological gap within the
sensemaking literature by sociologi-
cally accentuating the dynamic inter-
play among temporal environment in-
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terpretation, the cognitive processing
of emotions, and, most critically, a
relatively neglected concept—indi-
vidual reflexivity in decision-making.

3. Our third cohesive contribution is to
empirically demonstrate how women
inadvertently contribute to the nor-
malization of gender regimes and the
perpetuation of stereotypical male
attitudes and assumptions. This, in
turn, leads to both a qualitative and
quantitative deficiency in diversity
within large Indian manufacturing
firms, which are otherwise reputed
for epitomizing and promoting pro-
gressive human resource policies and
contemporary HR paradigms. This
amalgamation of workplace events
and the actions and interpretations of
multiple individuals culminates in
sense-giving or sense-breaking that
reinforces inequalities in leading In-
dian manufacturing firms.

Weick Sense-making, Sense-
breaking & Sense-giving

Weick’s (Weick et al., 2009, Weick,
2005, 1995) sensemaking principles have
been very influential in the OB-HR lit-
erature. He has fundamentally contrib-
uted to our learning of how we under-
stand and interact with our world. Weick
and his understanding of sensemaking
have been deployed in diverse situational
and geographical contexts ranging from
analyzing terrorist attacks (Ramesh,
2014) to comprehending organizational
automation (Chopra et al, 2022).

Weick (1993) showed that this rou-
tine sensemaking and feedback loop ac-

complished patterns break down in de-
manding situations due to incomplete or
partial knowledge of the situation, over-
whelming emotional challenges, or con-
tradictory evidence. Difficult superiors
demanding workplace situations also trig-
ger emotional dissonance, which contrib-
utes over time to a progressive schism in
sensemaking known as sense-breaking
(Giuliani, 2016: 220). Following these
intermittent instances of sensemaking
breakdown, dilemmas, topic changes, and
reinterpretations during those transition
moments Knight et al, 2024), the litera-
ture fails to thoroughly examine the intri-
cate but muddled sociological subjectiv-
ity underlying human ambivalence. Ad-
ditionally, it does not humanely explore
the cognitive patterns, especially from the
perspective of the individual’s first voice.
Furthermore, much of such literature in-
adequately sheds light on the voices of
certain employees, married working
women in non-western contexts.

While much invaluable insight is de-
rivable from his work, some faults are
overlooked and rarely addressed in the
vast sensemaking literature.

From our sociological viewpoint,
would like to focus on limitations in
Weick’s sensemaking before we proceed
further:

1. Weick’s sensemaking paradigm does
not holistically capture heterogeneous
time (Blagoev et al 2024); space and
randomness; how local and more ex-
tensive social contexts mould a conti-
nuity of beliefs and values understood
as culture; and the muddled linkages
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between asynchronous emotion,
thought, action and context which
Archer does so consistently. More-
over, the Weickian worldview, while
advocating incompleteness, ends up
presenting individual and collective
sensemaking as recurring institution-
alized cognitive representations even
if the events were unpredictable.

2. We agree with Schwandt (Poesi,
2005:174) that:

“Sensemaking research involves a
fundamental paradox: it defines reality
and meanings as socially constructed, yet
it seeks to disengage from that experi-
ence and objectify it.”

Although Weick speaks about sense-
breaking, he does not discuss or
contextualize how, comprehension, im-
pact, and effect of the varying degrees
of underlying power and inequalities bear
upon an individual’s sensemaking, per-
ception framing of a situation and rela-
tive self-definitions.

Moreover, power, rather than a static
abstract concept, exists and plays out dy-
namically within an organization’s discur-
sive practices or formal and informal hi-
erarchy. Although having different ends
and motives, literature on power points out
the asymmetrical distribution of recogni-
tion, encouragement, and positional and
economic rewards among employees, all
of which are not engaged robustly by
Weick (Rowlinson, 2004, 616-19). The
ability to distribute and control recognition,
motivation, symbolic, positional and finan-
cial resources rests in the hands of a few
senior managers, which impact and shape

The ability to distribute and con-
trol recognition, motivation, sym-
bolic, positional and financial re-
sources rests in the hands of a few
senior managers.

the interpretation and sensemaking of
those less powerful. Emotionally, each em-
ployee must constantly self-rationalize,
self-regulate, stock-take, and compare
(Jackall, 2010: 210] their worth to their
peers, which influences their sense-break-
ing or sense-giving at any given time.
Building upon the inherent challenges in
Weick’s seven sensemaking principles, we
will relate each respondent’s initial
sensemaking to her work context to
Archer’s four kinds of reflexivity and their
embedded dynamic normative environ-
ment within and beyond the workplace.

Making Sense of Sense-making
Through Reflexivity

All of us as individuals have a
mishmash of varying concerns. As a re-
sult, the basis for taking cues and then
interpreting the environment should be an
individual’s reflexivity, which is exercised
through internal conversations' and is the
underlying process that mediates the im-

! Archer (2007: 128) defines internal conversations
as everyday self-talk where everybody engages their
personal powers through a reflexive inner dialogue
and that internal conversation is responsible for
the delineation of our concerns, the definition of
our projects and, ultimately, the determination of
our practices in society. It is agential reflexivity,
which actively mediates between our structurally
shaped circumstances (for example a task to
complete) and what we deliberately make of them.
The activities involved range over a broad terrain,
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pact of our surrounding social forms and
shapes our response to them.

This ongoing dialogical sense-making
between enactment and plausibility can
emerge only when an individual is en-
gaged in a continuous internal conversa-
tion (Archer, 2007) that is grounded and
characterized by either or a combination
of each of the four types of reflexivity,
which Archer describes as communica-
tive, autonomous, meta, and fractured,
and which forms the basis of her navi-
gating through her workplace world.
Additionally, an objective structural or
cultural property can exercise its causal
powers and come alive only when
agents belong to a particular organiza-
tional social context.

In the context of our research, gen-
erative structural mechanisms refer to
socio-cultural, organizational and societal
norms that persist and shape and manage
behavioral patterns, individuals’ conven-
tional understandings and colleagues’ work

which, in plain language, can extend from
daydreaming, fantasizing and internal vituperation;
through rehearsing for some forthcoming encounter,
reliving past events, planning for future
eventualities, clarifying where one stands or what
one understands, producing a (silent) running
commentary on what is occurring, talking oneself
through (or into) a practical activity; to more
pointed actions such as issuing internal warnings
and making promises to oneself, reaching concrete
decisions or coming to a conclusion about a
particular problem. She gives an example of
Jonathan’s (a 31-year-old information technology
team manager) immediate reaction: ‘Oh God, all
the time. I find it hard to switch my mind off so I
am analyzing everything all of the time, analyzing
everything [ am doing and saying — thinking “Should
I have said that or done that?”

priorities and commitments. This multi-di-
mensional operative social furniture gen-
erates varying structural causal prope-
rties. Some normative implications on be-
havior are more direct and situational, while
others are gradual, cumulative incremen-
tal in shaping workplace attitudes and
mindsets. Consequently, we believe that
every Indian working woman’s workplace
sensemaking is either aided or hampered
by the more normative generative struc-
tural mechanisms that pattern, structure and
underpin their workplaces, such as formal
written and unwritten rules and policies and
dominant discursive understandings about
access to positional, material, informational
and emotional, organizational resources.
These generative mechanisms’ mutual
dynamic iterative interplay with the indi-
vidual and collective sensemaking efforts
varyingly combine; to constitute the invis-
ible evolving foundational basis of the
gendered organizational regime varyingly
affecting her.

Archer argues that all individuals pos-
sess the personal power to reflect sub-
jectively upon their circumstances and
decide what to do in them or about them.
These concerns frame their emotions and
their assimilation and interpretation of in-
formation. Within this personal agency,
reflexivity enables subjects to design and
decide their responses to the structured
circumstances in which they find them-
selves, considering what they care about
most. We argue that this intrinsic reflex-
ivity is precisely that which propels our
respondents’ ongoing sensemaking pro-
cess to deliberate upon specific courses
of actions and is less a direct consequence
of social processes (Caetano, 2015: 66).
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At the outset, we say that our study’s
respondents are not passive recipients of
gender stereotypes when faced with these
structural generative mechanisms and di-
verse situational contexts that are both re-
silient and evolving. They subconsciously
self-assessed their contextual positioning
during the exercise of their situational
agency. Simultaneously, when needed, they
chose to enact patterns of ‘respectable
femininity’ (Radhakrishnan, 2014: 238-39;
2009) to conform and reinforce meanings
of what is understood as decent and
apposite by their male superiors by draw-
ing from the larger normative societal script
of the educated modern upper class and
caste Indian womanhood to endure harass-
ment of different kinds sometimes obvious
otherwise implied.

Working women in India have
varying personal and professional
priorities and projects at various
stages of their lives as they per-
form multiple gender roles.

Although individuals may share a
similar set of organizational constraints
about their personal and professional en-
deavors, their emotions, experiences, and
perceived cost of such constraints
vary. Additionally, working women in In-
dia have varying personal and profes-
sional priorities and projects at various
stages of their lives as they perform mul-
tiple gender roles.

Cultural, Spatial, Social Workplace
Context

We begin by establishing a larger In-
dian socio-cultural context and situating the

mid-sized city of Vadodara within it.
We then understand what the literature
shows when it talks about collectivist In-
dian managerial repertoires coexisting with
more individualist Western managerial
repertoires. After that, we will outline the
significance and operational context of our
study’s work organization. As we will see
through the words and situations of respon-
dents, these contextual variables intermingle
and impact one another varyingly to shape
individual reflexivity and sensemaking.

a) Vadodara’s Socio-cultural Spatial
Context

The sensemaking process of Indian
women managers occurs in a hugely dif-
ferent socio-cultural context than that of
the West. Thus, we must first situate our
respondents within the geographical con-
text of Vadodara, a mid-sized city with a
social milieu marked by concurrent
change and continuity. They are part of
India’s new aspirational insular upper
middle class (Bhatt, 2018:107-09). They
have an aspirational growth mindset in
their personal and professional lives, and
they have an evolving global and local
sense of who they are as modern Indian
women. They are ‘independent,
hardworking individuals whose employ-
ers expect them to personify a
confident ’enterprising self’ 2as profes-
sional women (Blake-beard, 2015), who

2 The enterprising self is an implicit organizational
injunction wherein the individual is expected to
practice autonomy, independence, and self-reliance
and treat the self as a ‘project’ that can be worked
on and, if not improved, then at least maintained
for as long as possible (Brown, 2020: 17129-31 in
productive ways (Berglund et al, 2017: 901)
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have ‘studied hard’ to arrive here with
their professional degrees. In a chang-
ing liquid modern world (Bauman, 2015:
30), their professional priorities are in-
tertwined with their aspirations for a good
life and lifestyle (Fernandes, 2000; 2009;
Brosious, 2012), along with material com-
fort that cognitively cleans away suffer-
ing and grime. Simultaneously, their as-
pirations are shaped by their relational
beliefs and thought processes, which are
influenced by the emotions and opinions
of immediate family members as well as
the larger normative social milieu of the
mid-sized city of Vadodara, where they
live and work (Netting, 2010: 9-17;
Hegde, 1999: 6).

With its many cafes and malls, our
field setting, Vadodara, offers the flavor
of a big city while having all the conve-
niences of a mid-sized city, as well as a
long, well-established set of social net-
works for respondents (Jayaram, 2015:
8). Second, despite being a part of
Gujarat, it has kept much of its sheltered
identity, with its distinct flavor of cosmo-
politan westernization and self-
autonomy. Still, it is also normatively and
collectively conservative. The insular
nature of cities like this one encourages,
comforts, and simultaneously constrains
the thinking process of each respondent.

b) Work Ethos

Panda & Gupta (2019: 72) discov-
ered six pan-Indian cultural characteris-
tics: (1) a collectivist orientation; (2) a
respect for power and status; (3) the
importance of personal relationships; (4)
a desire to belong to an in-group; (5) a

family focus; and (6) context-sensitive or
situational behavior. “In general, Indians
perceive a situation and then respond to
it as one episode in an ongoing flow of
interactive relationships between situa-
tions and responses” (Sinha & Sinha,
1995] and try to avoid confrontation.

Employees in India generally tend to
accept external factors as a given and
respond prudently depending on the situ-
ation, making their behavior highly con-
text-sensitive and fatalistic. They often
must reconcile the contradictory demands
of Indian managerial traits embedded in
a hierarchy coexisting with contempo-
rary Western individualist managerial
templates.

C) Work Organization & Decision-
making

The cultural traits have an important
impact on how women respondents prag-
matically take stock of situations. Given
the preceding literature on Indian mana-
gerial repertoires, we turn to the Finance
and Accounts [F&A] department (Appen-
dix 1), which has a mechanistic organiza-
tional structure. However, McKinsey,
KPMG, Accenture, and other consulting
firms that visit Power Ltd regularly have
suggested adding more agility. Scholars
ranging from Fox (1966) to Taylor
and Bain (2005) and Ashcraft (2013) have
emphasized the significance of work or-
ganization in shaping and institutionalizing
organizational and individual understand-
ings of any workplace labor process.

Department heads preferred to stick
with ‘safe’ financial, standard operating
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procedures and continuity in reporting
relationships rather than embrace disrup-
tive innovation. Other Power Ltd func-
tional departments have greater flexibil-
ity in adopting more organic design con-
figurations ( Burns & Stalker, 1961; Fox,
1966: 19 and implementing newer orga-
nizational and consultant-driven HR
paradigms. However, because of the pro-
cess continuity provided by the F&A de-
partment, this manufacturing firm’s inte-
grative bottleneck functional department
has a low margin for errors. Its employ-
ees seamlessly synchronize their bodies,
emotions, and tasks through correct pro-
cedures and sequenced tasks to continue
all components of the F&A workflow.

‘ Having a mechanistic structure
does not make it very bureaucratic,

nor does it become rigid or
unadaptable in its operations.

However, having a mechanistic
structure does not make it very bureau-
cratic, nor does it become rigid or
unadaptable in its operations. Viewing the
F&A  department through an
‘interpretivist’ lens informs our under-
standing, drawing on Grey (2008), Brown
(2020), and Crozier (2017). In this con-
text, the F&A work ethos values the male
breadwinner paradigm’s (Collinson,
2003), strength, aggressiveness, and
competitiveness. Its design, work activi-
ties have, and tasks inbuilt implicit as-
sumptions about what constitutes ad-
equate job performance (Acker, 1990, in
Valentine et al., 2020;1994; 2006) which
forms the substantive foundation on
which any sensemaking activity occurs.

Methodology

Our methodological journey draws
inspiration from the phenomenological
pathway inspired by the likes of Merleau
Ponty (Raju, 2006), which was the best
pathway to understand and live through
the intersection of cognition action and
emotion in the sensemaking process to
address our research questions. Addition-
ally, we believe that studying such Indian
working women respondents needs to
develop new subaltern localized forms of
contextual consciousness (Connell,
2020:168; Coleman, 20 39-59; Mohanty,
2006: 409-19; Narayan, 2004) and fresh
localized dynamic perspective
(Jammulamadaka, 2019). Possessing this
level of contextual sensitivity does not
prejudice and standardize each lived ex-
perience. We chose Power Ltd because
this paper’s co-author worked in it for a
long time and could relate and grasp the
verbalized and unarticulated implied di-
mensions of each lived experience.

Unlike a methodological strategy of
grasping sensemaking at various mo-
ments, the co-author, having worked in
Power Ltd, could, firstly, relate and intu-
itively understand the verbalized and
unverbalized dimension of the
sensemaking of experience as it evolved
over time (Bradbury et al.,2000: 558).
Secondly, she was well attuned to the
department and its work ethos and pro-
cesses. She could easily integrate the
viewpoints situationally immanently and
intuitively and from the highlights on see-
ing how it leads to the F&A department
being what it is. We have an essential
contextual methodological intervention in
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studying sensemaking and how gender is
constructed in Indian workplaces by re-
lating and living through the sensemaking
process over time rather than accumu-
lating and analyzing various instances of
sensemaking. Our phenomenological in-
terviews with 14 respondents delved and
assimilated their fleeting intra-subjective
life worlds as they saw and understood
them (Seidman, 2013:15-16).

Respondent Profile
Table 1 Respondents Profile

Data Collection

Due to the researchers’ mobility limi-
tations resulting from the COVID 19
pandemic, face-to-face interactions be-
came impossible. We communicated via
messaging and phone over several hours,
taking on the character of non-judge-
mental spontaneous conversation, allow-
ing the respondents to speak freely with-
out any premeditated answer. This un-
structured dialogue was brimming with

SrNo Name Age Education Children
1 Sujitha 40 Bachlors of Business Administration 2

2 Mira 35 Masters of Business Administration (Finance) None
3 Ira 32 Chartered Accountant 1

4 Priyanka 27 Bachlors of Commerce None
5 Renuka 33 Chartered Accountant 1

6 Mansi 34 Chartered Accountant None
7 Bhumi 33 Masters of Commerce 1

8 Dhara 32 Masters of Commerce 1

9 Shirin 36 Cost Accountant 2

10 Sweta 31 Masters of Commerce 1

11 Snehal 32 Masters of Commerce 1

12 Komal 34 Masters of Commerce 2

13 Ami 26 Bachlors of Commerce None
14 Saloni 31 Masters of Business Administration (Finance) 1

emotion for vivid accounts of working at
Power Ltd’s F&A department. We re-
sumed unstructured in-person interactions
in December 2020, February, and Octo-
ber 2021 and 2023, with each interaction
lasting several hours and relying on pur-
posive sampling. The memories were of
shared experiences and vividly living one
another’s lives individually and collec-
tively in the interaction, paying close at-
tention to language and strong workplace
emotions and inquiring further about their
causes. We also tried to decipher the
subtext of stated and unstated organiza-

tional norms and values by carefully
drawing on various moments, situations,
and multiple identities expressed during
the interactions. Apart from the repre-
sentative respondent quotes we have
cited from our interactions, we tried to
draw upon other earlier conversations
with these and other female respondents.
We then believed that recording the in-
terviews would make the respondents
self-conscious and interfere with the flow
and spontaneity of the interaction, we
documented each interview in our notes
at once after every interaction.
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Data Analysis

We bracketed ourselves (Kostera,
2021:31) from our respondents and viv-
idly visualized and carefully captured
each sensemaking moment conveyed to
us and integrated causally with its back-
ward and forward linkages to analyze the
causal and structural configurations of
social relations (Fava, 2021:138).

Integrating and comparing data from
many such immersive accounts inspired us
to create vignettes for each respondent.
Throughout our analysis, we verified and
revisited these narratives with the respon-
dents. After that, we iteratively analyzed
the data from each interaction. We ex-
tracted significant statements from the re-
spondents from our notes. We
contextualized each statement by compar-
ing them individually and to one other: to
their larger temporal existential context. We
deeply reflected on our participant obser-
vation respondent accounts, reconfirmed
them repeatedly and assimilated and syn-
thesized them to derive our triangulated in-
sights and composite structural description.

Three Sensemaking Scenarios

1. Making sense by seeking
equivocality: Mansi is a Chartered Ac-
countant by profession. She was a rank
holder in her CA (Chartered Accountant)
examination. She had an excellent aca-
demic background that gave her a plum
job in Power Ltd, which augmented her
social and economic status. Earlier on
good equations with her superiors and her
work competence made her get an ex-
ceptional promotion in the department.

Power Ltd is her first job, and life was
peaceful until the arrival of her new boss.
During the weekend commute from
Vadodara to Ahmedabad, she met her
spouse. Mansi recalls -”’By performing
diverse tasks within the workgroup, I
gained a lot of knowledge. Upon the ar-
rival of Mr Gurinder as Section-head,
many changes appeared around her. Each
task was highlighted for importance, and
the work pressure increased drastically.
Moreover, he was abrasive and rude,
which affected the section’s employees’
morale. The organizational climate was
no longer the same.”

Mr Gurinder’s superiors overlooked
his impudent behavior towards his junior
colleagues because of his functional util-
ity to Power Ltd and connections with
Important stakeholders such as the gov-
ernment authorities and institutions. Mansi
was anxious and in a dilemma about her
future and rued over losing professional
growth opportunities going by as she had
unconsciously become attuned to her
present job and lost valuable time in her
career. She had subconsciously accepted
Mr.Gurinder’s intimidation and his demand
of presenteeism. Her situational recogni-
tion (Weick, 1995:111) by retrospection
finds herself interconnecting her past while
simultaneously contemplating what she
must do now. In this iterative temporal
reflection, her fractured reflexivity unsuc-
cessfully tries to find consolation by weigh-
ing in on her future. Her current wors-
ened emotional state and personal, mon-
etary and professional insecurities.

Her worries are numerous, but the
time she can give to think them through
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is limited in her work routine. She real-
izes and accepts that she cannot change
her stressful everyday routine and envi-
ronment and is yet indecisive of what she
must do next professionally. Besides
stomaching the monotonous workplace
grind, she has nothing to look forward to
professionally at present unless a better
opportunity in Vadodara presents itself.
She needs a safe learning ground to de-
velop new skillsets in a new work con-
text which the few large manufacturing
companies here are reluctant to grant.

Fig. 1 Cycle of Worries
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Past Present
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Likewise, Sujitha, as a secretary
to the F&A head, ‘deliberates’ on her
multiple identities through her frac-
tured reflexivity (Archer, 2007: 19-22)
by considering her gendered roles at
home and unending emotional labor.
She strings together situations and
events to question her current circum-
stances.

As a liaison between the head of
finance and accounting and his subor-
dinates in a transactional interactional
environment, she is often subjected to

the patrimony of her boss. (Kanter,
1993; 1609;1766). Sujitha is perplexed
as to why she must listen to everyone’s
grievance but is still expected to re-
main unaffected and yet put up a
cheerful face to all. She says-"When
I arrive at work, I set the agenda for
my boss’s meetings, plan his daily
schedule, and remind him of any pri-
ority tasks or deadlines. During
our meetings, my boss expresses his
displeasure with other departmental
colleagues. I must listen to endless
complaints from subordinates about the
boss and his unrealistic expectations,
while they believe I can help.”

Sujitha also absorbs a broad spec-
trum of emotions from her spouse and
child at home. The different gamut of
emotions thrown at her office and home
left her bereft of enthusiasm and en-
ergy. Her emotional labor of anchoring
causes her to question who she is: a
secretary, a wife, a mother, a profes-
sional. Frustrated, often misunderstood,
and feeling used and abused emotion-
ally at many times of the working day,
she questions herself, in her fractured
internal conversation, who I am, as she
juggles multiple roles. She experiences
periodic feelings of self-doubt as she
goes about her front-stage face-work.
She reflects and searches for answers
in her internal conflict, “Who am I as
an individual while juggling these mul-
tiple roles?

Mansi tries finding solace in her time
and memory, but Sujitha, despite her ex-
cellent interpersonal skills and ability at
work, is struggling to deal with her emo-
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Fig. 2 Identity Crisis- Depiction of Roles

Colleague

Wife

tional and physical exhaustion caused by
the tightrope walking she must do day in
and day out at her workplace, as well as
being an emotional sponge.

Retrospect on their life scripts
through random thoughts and difficult
workplace situations only to discover they
are emotionally exhausted but must draw
from inner resilience to be confident (Gill
& Orgad, 2022) and cheerful. Seeking
alternative employment was not an op-
tion because it would need to be coun-
terbalanced against overlapping financial
and familial considerations.

2. Making Sense through Discrimi-
nation: Interactional dynamics within
large organizations having departments
such as the F&A department projected
simultaneous contradictory encouraging
and negative meanings to respondents.
Couched in their words was an imper-
sonal positive corporate intonation.

Secretary . [ Mother

Senior managers of Power Ltd, of-
ten in their late fifties, tended to have
internalized a guarded understanding of
a married woman’s priorities towards
her work, which indirectly affected their
outlook and unconsciously molded their
interactions with their female subordi-
nates. Such situational and long-preva-
lent paternalistic attitudes reinforced
glass ceilings (Basu, 2008: 396-506).
Their polite and respectful tone took
care of those female respondents who
were to be managed very politely instead
of being treated equally and those who
needed to be progressively ignored and
silenced. Each respondent met varying
experiences that felt their careers were
in the doldrums. Respondents’ immedi-
ate and long-term concerns and fluctu-
ating emotional tensions; establish their
reflexivity, which in turn feeds their in-
ternal conversation that molds their
sensemaking.
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A perplexed Renuka recalls her dis-
appointment after returning to work
from maternity leave after knowing
about her low-performance appraisal
ratings. Before her break, she believed
that she had done her job to the satis-
faction of her superiors and wondered
what had gone wrong. The interpretive
narrative mental job script of her ‘com-
mitment’ to career advancement, based
on her expectations of a good rating and
later financial gain, was in disarray. Vis-
ibly shaken from that fateful day, her
evolving foundational identity work of
counterbalancing her commitments to
her role as a successful working woman
and a young mother is now broken, even
as she copes with this development and
tries reframing it.

Renuka laments: “For the fiscal year,
April 2018 to March 2019, the perfor-
mance appraisal procedure falls due in
the month of April-May 2019. My ma-
ternity leave was due in May 2019. That
implies my rating, which I get for the fi-
nancial year 2018-19, will be protected
for the financial year 2019-20 under HR
rules for maternity breaks. However, my
rating for 2018-19 itself was dropped by
the departmental head to play safe, so
that the protected rating for the next year
also remained low. He did this, assuming
I may not return from my maternity break
or extend my break. However, neither of
these happened.”

Her superior, who did not think
much about a lowered rating and
Renuka’s immediate and long-term as-
pirations, turned out to be completely
mismatched. The task and available

resources to meet his interpretation of
important functional priorities; at that
juncture; guided his sensemaking on
hand more than anything else. Renuka
felt hurt by her superior’s biased and
impersonal attitude. Constantly ques-
tioning and reliving the memory and
continuing professional impact of this
event trigger lowered her self-esteem.
Unable to focus and fully come to grips
with her present situation, she
ambivalently wonders during her time
at work about what is next in her frac-
tured and meta-reflexive conversation
within herself because she questions
and endures the pain.

She tries to cope with such anxious
sense breaking bouts in her sense work,
finding calm by diverting her thoughts
elsewhere and suppressing and ignoring
negativity through detachment, resulting
in brief moments of self-reaffirmation.
Moreover, as she moves iteratively in her
internal conversation by seeking cues
from her surroundings within and beyond
her workplace, she has her infant to con-
sider in her delimited decision making
which nobody in the workplace is really
concerned about. She cannot share her
frustration freely in a competitive work-
place.

Meanwhile, Priyanka, who works
tirelessly without recognition, stays
trapped in her current situation. Her al-
ternating feelings of suppressed pent-
up anger and frustration arise from
being misunderstood or unheard. These
vex her daily, framing her communica-
tive reflexivity as she wonders what she
needs to do to persuade her boss to un-
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derstand her predicament. Priyanka’s
muddled multi-layered internal conver-
sation centers and orchestrates her
self-reflection on a mistake she believes
she did not make. Her current
sensemaking connects with past recol-
lected events and the present moments
of her failed communication attempts
with her superior, thereby amplifying
her anxiety with her stone-deaf supe-
riors. Harassment takes on many
forms, some out of pressure, some not
concerned, some indirect. Priyanka jus-
tifies: “I update our accounting
system’s foreign exchange rates as
soon as I arrive. This activity is fol-
lowed by a cash flow update to Head
F&A. After completing these two criti-
cal steps, I issue an eBRC (electronic
bank realisation certificate). This ac-
tivity involves various stakeholders
such as the company’s export depart-
ment; and PowerLtd’s bankers, where
claims are settled. After a year, I still
had issues issuing eBRCs for one of
our international projects due to a back-
log. This type of project was the first
of its kind for our company, and our
section was not fully aware of the pro-
cess of availing the government export
benefits.”

The F&A head was displeased as the
firm was not getting the export benefits,
which he believed had financial implica-
tions and made his conversations with her
terse and matter-of-fact. He had already
typecast her in his mind and did not want
too much to do with her. Furthermore,
she asks herself: "I felt that instead of
being appreciated for identifying the
anomaly for not availing the government

export benefit, I was victimized for a
mistake committed much earlier by
somebody else.”

Living through, being wholly ignored
and silently snubbed every day at work
harmed Priyanka. Secondly, a young
Priyanka’s uncertainty compounded the
road ahead did not give any closure or
plausibility to her sensemaking. She could
never fathom her current reality before
joining,

A young Priyanka’s uncertainty
compounded the road ahead did

not give any closure or plausibil-
ity to her sensemaking.

Others, such as Ira, were confronted
with a similar but distinct challenge of
career stagnation. She has been married
for a year and lives in Vadodara with her
in-laws. Despite being a qualified banker,
she felt that her current assignment was
not equal to her qualifications. She con-
tinued to feel lackluster during her work-
day while also dithering to approach her
boss about a role change. She reflects:
“I relocated here because of my ar-
ranged marriage to my engineer spouse.
I applied to Power Ltd and was placed
in the F&A department. I was posted to
the treasury section that deals with bank-
ing and foreign exchange, premised on
my earlier banking experience. I am re-
porting to an MBA who has considerable
experience. Although I can move to other
departments as a CA, one must prove
oneself in one department in Power Ltd
for three to five years before consider-
ing job rotation. If I remain working here

The Indian Journal of Industrial Relations, Vol. 60, No. 3, January 2025

363



A. Venkataraman & LRK Krishnan

without exposure, I will feel stifled. For
the time being, I am fine with my pro-
file.”

She assumed that the F&A head saw
her as just another ambitious female up-
start whose zeal would fade with time.
That seemingly necessary trade-off of
leaving an MNC banking in a large city
like Bombay for the sake of her marriage
shapes her immediate and long-term de-
cision-making, leading to cycles of self-
doubt and regret about that choice in her
meta-reflexive internal conversation.
Each based on their framing of their situ-
ational context had different assumptions
about one other.

She goes about surface-acting instead
and seeks to anchor solace in prioritizing
the work required to grow into love and
nurture her marriage rather than her ca-
reer. Her current life stage corresponds
and is attuned to Indian societal expec-
tations of nurturing a successful arranged
marriage of an affluent upper-caste
woman, while her professional goals are
that of an independent, motivated work-

Fig. 3 Sensemaking through Navigating Power

ing woman (norms and real cause of ha-
rassment)

Each respondent’s situational help-
lessness emerges in an indeterminate
piecemeal manner linked with either past
or current workplace developments. It
does not fit into any predictable cycle or
pathway, even as respondents try to ex-
plain away their difficult situations after
assessing their current circumstances.

Organizational decisions over time
appear rational and gender agnostic;
nonetheless, they tend to shape and con-
fine respondents’ thinking knowingly or
unknowingly. These decisions’ cumula-
tive impact and situational context often
muzzle troubling critical questions in the
respondents’ minds. Such vital questions
challenging policies and superiors are
essential, but as in this context and other
similar large busy Indian manufacturing
firms’ F&A departments, many working
women rarely think and express them-
selves due to their multifaceted contex-
tual constraints and instead believe that
part of their predicament may be caused
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by their past unreflective situational and
long-term communication and choices or
untactful actions.

3. Making Sense Through Navigat-
ing Power: The F&A department by
design was a contested, varying work
context with heterogeneous individual
goals and values. Power at the situational
level entails continual context and dis-
course control. Each incumbent male
superior picked up the department’s as-
sociated work conventions and related
interaction patterns.

Senior careerist managers, such as
the F&A head, had a blinkered career
vision towards the corporate headquar-
ters’ high table and did not have mobility
and familial concerns of their female sub-
ordinates. He quietly projected authority
while being decisive and had a hurried
impatience associated with constant
busyness. They were equally worried
about their careers, working here for
many years.

Employees’ full productive ability
would remain unutilized if superiors tried
to micromanage their working lives. They
preferred clear presentations and solu-
tions that provided a bird’s-eye view of
the roadmap ahead. In practice, they
countenanced creativity from ‘responsi-
bly autonomous’ employees as long as the
flow of the F&A system was unhindered.

Respondents had performatively
demonstrated opposite gendered behav-
ior in a mutually competitive environment.
Most respondents had to communicate a
consistent and enthusiastic presence,

appear to deliver consistent performance
and be sociable while not being ingrati-
ating. To create positive impression man-
agement, they had to project and enact
quiet efficiency, self-disciplined pres-
ence, sincere delivery, and a silent cheer-
ful, can-do attitude. Deep down, they felt
that their self-interests mattered most for
self-preservation, and they were trans-
actional and inauthentic with many of
their colleagues.

Dhara feels herself side-lined by a
new boss from a different unit. She is
convinced that he assigns ‘important
work’ to those who belong to his clique,
and she is intentionally excluded from the
loop. She rues: “There is so much nega-
tivity and maneuvering behind my back.
My misogynist boss belittles me and as-
signs me difficult and unrealistic tasks and
timelines, knowing fully well that I would
fail in my efforts!” [ know he is ready to
sabotage my work and ensure that [ err.”

Dhara’s immediate boss was ad-
mired and respected in Power Ltd. She
believed that her exit would be contrived,
and he could not be blamed. She was dis-
traught, preoccupied with her work and
apprehensive about avoiding mistakes.
Dhara tries reframing her situation, see-
ing it through detached lenses, and not
attributing emotions to her boss. Seeking
peace away from her home was impos-
sible as she donned the emotional labor
of a wife and daughter-in-law. On most
days, she returns home late, which strains
her marriage and meets the cold indif-
ference of her in-laws. Notwithstanding
the handsome remuneration, her frac-
tured reflexivity constantly echoes her
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sense-breaking cues, with no pathway
appearing out of her zero-sum competi-
tive environment where such passive
bullying was not seen as bullying at all.

Conversely, some respondents dy-
namically created and reconfigured, ex-
ercised and received power through ev-
eryday interaction with diverse motives
in which they exercised situational pro-
social expressiveness or feminine self-
restraint.

‘ Those with superior communica-
tion and persuasive skills subtly

countered managerial preroga-
tives.

Those with superior communication
and persuasive skills subtly countered
managerial prerogatives. Their internal
conversations were more deliberatively
calculative than affective and strove for
communicative reflexivity. It translated
into embodied endeavors to give unequivo-
cal timely inputs and strategic sense-giv-
ing to their superiors without being con-
spicuous. They strategically managed their
bosses and eventually won them over.
Analysis of the two respondents’ accounts
below reveals how managing/manipulat-
ing their superiors’ egos and thoughts tact-
fully over time steadily increased their de-
pendence on them. Mira remembers: “I
foresaw the challenges of my section head
and volunteered for more work. I progres-
sively started taking on greater parts of
his workload, and over time, his depen-
dency and consideration for me expanded.
Upon his departure, much of his work or-
ganically came to my profile. I tried broad-

ening my understanding of F&A work.
Incremental power can be accumulated
only by seizing situational opportunities
and creating such dependencies.”

Likewise, Saloni unknowingly grew
into the office daughter of the F& A head
and acquired considerable influence and
informal power. She strove for plausibil-
ity in situations and tried projecting a self-
assurance that needed her boss’s final
validation. Mentally at various moments,
she channeled positive emotions that pri-
oritized self-confidence over self-doubt,
and her reflexivity strove for autonomous
and communicative reflexivity. She says:
“Manage your boss, make his responsi-
bility as a father, invoke guilt:, and you
can get seemingly impossible things done,
pay raises, promotions and out of turn
transfers and Learning &Development
opportunities. I emphasized my feminin-
ity and brought out that parental instinct
to care for and nurture me. He is my
workplace father now, who always pro-
tects and guides me. I seek his wise
counsel and feel happy.”

Self-assured employees such as Saloni
always had the mentoring and handholding
of their superiors and balanced the right
measure of vulnerability and competence.
When she relocated because of her spouse
got a new job in Mumbai, the F&A head
eased her transition to a higher role of her
choice with better pay.

Another psychological bullying tac-
tic was to hasten Komal’s sense-break-
ing by the F&A head and section head
by ignoring Komal’s existence, remind-
ing her to regret her mistake she had
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earlier made in vendor payments. As we
see each respondent’s subjectivity and the
coherence of their sensemaking and
sense-breaking were shaped in both in-
termittent and systematic ways for pro-
fessional survival and advancement
through their interaction affected them
differently.

Gossip about a person’s character
and mannerisms is spread through the
grapevine surreptitiously by skillful play-
ers until it reaches the F&A head. Em-
ployees not only tried to understand and
respond to gossip but also aligned their
responses in different ways to align with

Fig. 4 Internal Conversations
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Respondents adapted to this chang-
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Fig. 4 diagrammatically illuminates
a relational illustration of how both
gender regimes and gender roles mu-
tually mold and inform individual Inter-
nal Conversations situationally and lon-
gitudinally.

Applying Archer’s terms to Power
Ltd’s Respondents

This heuristic diagram brings out the
concurrent and asynchronous character
of Morphogenesis and Morphostatis
through the individual agency of Power
Ltd’s respondents.

Progressive Morphostatis

We are utilizing Archer’s concepts to
analyze Power Ltd’s respondents, exam-
ining whether certain individuals, through
their asynchronous actions at various times,
could encourage incremental alterations in
their conjectural situational context.

Consequently, over time, they, through
their agency, had progressively managed
to some extent to modify the experien-
tial generative normative causal mecha-
nisms they encountered within their
workplace, resulting in a cumulative col-
lective experience of progressive mor-
phogenesis for such respondents that
gradually alters their internal conversa-
tions and, therefore, the sensemaking of
their workplace lived experiences and
their understanding of their agency.

Such asynchronous individual agency
knowingly or unknowingly indirectly brings
positive change through some improve-
ment of normative generative mechanisms

such respondents encountered, leading to
some underlying changes and some new
patterns in their structural context of the
organizational gender regime of and gen-
der roles and verbalized and implied work
expectations.

Morphostatis

For substantially other respondents in
this paper, the experiential, structural, nor-
mative, and causal mechanisms of their
workplace continued to adversely impact
them, intensifying their helplessness in their
internal conversations and therefore sense-
breaking against resilient gender regimes
and taken for granted implicit gender roles
leading to morphostatis.

Their individual agency was inad-
equate to effect change, resulting in a
cumulative experience of morphogenesis
that led to either further deterioration or
stagnation in personal circumstances,
which, for many others like them in simi-
lar situations, have remained essentially
unchanged or worsened for respondents
like themselves.

Our derived conceptual cyclical
framework of how each respondent navi-
gated their world through thoughts, emo-
tions and actions iteratively shaping their
workplace with their reflexive internal
conversations being the foundational ba-
sis of their sensemaking.

Concluding Discussion
This study brought out our under-

standing of the distinct phases of lived
experience, both contextual and situ-
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ational of explicit, extrinsic and intrinsic.
The varied fluid, ongoing lived experience
of each respondent’s workplace
sensemaking at her workplace and be-
yond was akin to that of a flowing river
with its ebbs and tides that she could
navigate at certain times and at other
times rendered helpless. We show why
and how large manufacturing firms lack
female workplace engagement and gen-
der diversity. Large corporates such as
Power Ltd, invariably refocus attention
on the self-managing gendered self,
whereby each respondent is always on
the lookout for negative cues to avoid
sense-breaking.

Fig. 5 The Derived Conceptual Framework
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The respondents tried to navigate
their workplace role with their in-
dividual assessments of the power
dynamics.

Concurrently, women respondents
contingently responded to workplace
situations by consciously taking cues,
measuring the outcome of their impres-
sion management by moving in and out
of a dynamic imagined contextual role
and strategically evaluating their imme-
diate short and long-term alternatives.
These thoughts resonated with self-pres-
ervation and bounded rationality rather
than offering a possibility of collective
resistance or its active vocalization. De-
spite the situational challenges that ex-
isted, the respondents tried to navigate
their workplace role with their individual
assessments of the power dynamics.
While some succeeded, others failed.
Through her thoughts and actions, a re-
spondent may or may not gradually lead
to either gradual individual or collective
morphogenesis resulting in some incre-
mental change in the tapestry of the nor-
mative gender regime or morphostatis.
The complexities of the thoughts the re-
spondents underwent that shaped their
sensemaking call for a new sociological
understanding of workplace realities lead-
ing to a multifaceted reading of
sensemaking in rapidly transforming com-
panies in India.

References

Acker, Joan. (1990), “Hierarchies, Jobs, and Bod-
ies: A Theory of Gendered Organisations”,
Gender & Society, 4:139-58.

Acker, J. (1994), “The Gender Regime of Swed-
ish Banks”, Scandinavian Journal of Man-
agement, 10(2):117-30

Acker, J., (2006). “Inequality Regimes: Gender,
Class, and Race in Organizations”, Gender
& Society, 20(4): 441-64.

Archer, M.S. ed., (2015). Generative mechanisms
transforming the social order. Springer.

Archer, M. S. (2007). Making Our Way Through
the World: Human Reflexivity and Social
Mobility. Cambridge, UK: Cambridge Uni-
versity Press. https://doi.org/10.1177/
0730888408329655

Basu, S. (2008), Gender Stereotypes in Corpo-
rate India: A Glimpse. SAGE Publications
India, 2008. ISBN 10: 8178298511
ISBN 13: 9788178298511

Berlant, L. & Stewart, K., (2019), The Hundreds.
Duke University Press, USA

Berlant, L., (2011), Cruel Optimism. Duke Uni-
versity Press, USA.

Bhatt, A., (2018), High-tech Housewives: Indian
IT Workers, Gendered Labor, and Trans-
migration, University of Washington Press,
USA.

Blagoev, B., Hernes, T., Kunisch, S. & Schultz,
M., (2024), “Time as a Research Lens: A
Conceptual Review and Research
Agenda”. Journal of Management, 50(6):
2152-96.

Blake-Beard, S., (2015), “Confronting Paradox:
Exploring Mentoring Relationships as a
Catalyst for Understanding the Strength
and Resilience of Professional Indian
Women”, in (Payal Kumar (ed) Unveiling
Women'’s Leadership, Palgrave Macmillan,
London.

Bradbury, H. & Lichtenstein, B.M.B., (2000),
“Relationality in Organizational Research:
Exploring the Space Between”, Organiza-
tion Science, 11(5): 551-64.

Brown Andrew D. (Ed) (2020), The Oxford Hand-
book of Identities in Organizations (Ox-

370

The Indian Journal of Industrial Relations, Vol. 60, No.3, January 2025



Sensemaking, Reflexivity & Sensibility?

ford Handbook), Oxford University Press,
Oxford.

Brosius, C., (2012), India’s Middle Class: New
Forms of Urban Leisure, Consumption, and
Prosperity, Routledge, UK.

BSA Guidelines (2017), British Sociological As-
sociation-Statement of Ethical Practice for
Qualitative-researchers: -https://www.
britsoc.co.uk/media/24310/bsa_statement
_of ethical practice.pdf (Accessed Janu-
ary 13th, 2022)

Berglund, K., Lindgren, M. & Packendorff, J.,
(2017), Responsibilizing the Next Genera-
tion: Fostering the Enterprising Self
Through De-mobilizing Gender”, Organi-
zation, 24(6):892-915.

Brush, L. (2002), “Changing the Subject: Gender
and Welfare Regime Studies”, Social Poli-
tics: International Studies in Gender, State
and Society, 9 (2): 161-342, https://doi.org/
10.1093/sp/9.2.161

Caetano, A., (2015), “Defining Personal Reflex-
ivity: A Critical Reading of Archer’s Ap-
proach”, European Journal of Social
Theory, 18(1): 60-75.

Chopra, S., & Khurana, S. (2022), “Reinventing
Jobs A 4-Step Approach for Applying Au-
tomation to Work”, South Asian Journal of
Management, 29(3): 223-26.

Coleman, H. Ganapathy., (2017), “About Asian
Indian Women: Stereotypes, Fabrications,
and Lived Realities in Brown, C.M.,
Gielen, U.P., Gibbons, J.L. and Kuriansky,
J. (eds.) (2017), Women’s Evolving Lives:
Global and Psychosocial Perspectives.
Springer.

Connell, R., (2020), “Southern Theory: The Glo-
bal Dynamics of Knowledge in Social Sci-
ence, Routledge.

Connell, R., (2006), Glass Ceilings or Gendered
Institutions? Mapping the Gender Regimes
of Public Sector Worksites”, Public Admin-
istration Review, 66(6): 837-49.

Connell, R. W. (1987), “Gender and Power: “So-
ciety, the Person and Sexual Politics.
Stanford, CA: Stanford University Press

Crozier, Michel, Friedberg E (2017), The Bureau-
cratic Phenomenon. Routledge, UK.

Durepos, G., Shaffner, E.C. & Taylor, S., (2021).
“Developing Critical Organizational His-
tory: Context, Practice and Implications”.
Organization, 28 (3):449-67.

Fava, F., (2021), “Illusion of Immediate Knowl-
edge or Spiritual Exercise? The Dialogic
Exchange and Pierre Bourdieu’s Ethnogra-
phy”, in Matera, Vincenzo, and Angela
Biscaldi. (eds) Ethnography, Palgrave
Macmillan, UK

Fernandes, L., (2000), “* Nationalizing the Glo-
bal’: Media Images, Cultural Politics and
the Middle Class in India”, Media, Culture
& Society, 22(5):611- 28.

Fernandes, L., (2009), “The Political Economy
of Lifestyle: Consumption, India’s New
Middle Class and State-led Development”,
in Lange, H. and Meier, L. (eds) The New
Middle Classes, 219-36. Springer,
Dordrecht.

Forbes, (2019), “Global 2000, the World’s Best
Employers”, https://www.forbes.com/lists/
worlds-best-employers/#75ef01f41e0c,
accessed September 1*2020]

Fox, Allan. (1966), “Industrial Sociology and In-
dustrial Relations” Royal Commission on
Trade Unions and Employers Associations,
Research Papers, 3. Her Majesty’s Station-
ary Office, London. The UK.

Giuliani, M. (2016), “Sensemaking, Sense Giving
and Sense Breaking”. Journal of Intellec-
tual Capital, 17(2):218-37

Grey, C., (2008), A Very Short Interesting and
Reasonably Cheap Book About Studying
Organizations. Sage UK.

Jayaram, N., (2015), “Revisiting the City: The
Contemporary Relevance of Urban Sociol-
ogy”, paper delivered at Tata Institute of
Social Sciences, Mumbai, India, viewed,

The Indian Journal of Industrial Relations, Vol. 60, No. 3, January 2025

371



A. Venkataraman & LRK Krishnan

20.Weblink-http://citeseerx.ist.psu.edu/
viewdoc/download?doi=10.1.1.453.8
899&rep=repl&type=pdf, accessed July
2272022.

Hegde, Radha S, (1999), “Sons and M(others):
Framing the Maternal Body and the Poli-
tics of Reproduction in a South Indian Con-
text”, Women’s Studies in Communication,
22:1,

Jackall, Robert. (2010). Moral Mazes, The World
of Corporate Managers. Oxford University
Pres, USA.

Kanter, R.M., (1993), Men and Women of the
Corporation: New Edition. Basic Books,
USA.

Knight, E., Lok, J., Jarzabkowski, P. & Wenzel,
M. (2024), “Sensing the Room: the Role of
Atmosphere in Collective Sensemaking”,
Academy of Management Journal, (ja): am-
2021.

Kostera M. (2021), “Observation: on the Impor-
tance of Being There in Kostera, M. &
Harding, N. (eds), Organizational Ethnog-
raphy. Edward Elgar Publishing, UK.

Littler, J., (2016), Cultural Studies and Consumer
Culture, https://openaccess.city.ac.uk/id/
eprint/14433 accessed January 22nd, 2022.

McCabe, D., (201), “Accounting for Consent:
Exploring the Reproduction of the Labor
Process”. Sociology, 45(3):43046.

Messerschmidt, J.W., (2009), “Doing Gender”:
the Impact and Future of a Salient Socio-
logical Concept”, Gender & Society, 23(1):
85-88.

Mohanty, C.T.(2006), “Under Western Eyes:
Feminist Scholarship and Colonial Dis-
courses in Durham” in M.G. and Kellner,
D.M. (eds). Media and Cultural Studies:
Keyworks. John Wiley & Sons.

Narayan, U., (2004), “The Project of Feminist
Epistemology: Perspectives from a Non-
western Feminist” in Harding, S.G., (ed)
The Feminist Standpoint Theory Reader:
Intellectual and Political Controversies.

Netting, N.S., (2010), “Marital Ideoscapes in
21st-century India: Creative Combinations
of Love and Responsibility”. Journal of
Family Issues, 31(6): 707-26.

Orgad, S. & Gill, R., (2022), Confidence Culture,
Duke University Press, USA.

Panda, A. & Gupta, R.K., (2019), “Unravelling
and Harnessing the Indian Mindset: Impli-
cations for Organizations,” in Budhwar. P,
Varma. A, Kumar. R, (eds), Indian Busi-
ness Understanding in a Rapidly Emerging
Economy, Routledge, UK.

Poesi, Allard, F., (2005), “The Paradox of
Sensemaking in Organizational Analysis”,
Organization, 12(2): 169-96.

Radhakrishnan, S., (2014), “Gendered Opportu-
nity and Constraint in India’s IT industry:
The Problem of Too Much ‘Headweight’”
in Fernandes, Leela (ed) Routledge Hand-
book of Gender in South Asia, Routledge.

Radhakrishnan, S., (2009), “Professional Women,
Good Families: Respectable Femininity and
the Cultural Politics of a ‘New’ India”.
Qualitative Sociology, 32(2):195-212.

Ramesh, G. (2014), “Escalating Crisis and Lagged
Response: Perspectives from the Mumbai
Terrorist Attack”, South Asian Journal of
Management, 21(3).

Raju, Raghurama,(2006), Merleau-Ponty’s Phe-
nomenological Epistemology, accessed on
January 14% 2022, https://www. youtube.
com/watch?v= NpyX2ho 1Gs

Rowlinson, M., (2004), “Challenging the Foun-
dations of Organization Theory”. Work,
Employment, and Society, 18(3):607-20.

Seidman, 1., (2013), Interviewing as Qualitative
Research: A Guide for Researchers in Edu-
cation and the Social Sciences, Teachers’
College Press, USA

Schwandt, T. (1994), “Constructivist,
Interpretivist Approaches to Human In-
quiry”, in N. K. Denzin and Y. S. Lincoln
(ed) Handbook of Qualitative Research,
London: Sage

372

The Indian Journal of Industrial Relations, Vol. 60, No.3, January 2025



Sensemaking, Reflexivity & Sensibility?

Sigle, W. (2021) “Plus, ¢a Change? The Gendered
Legacies of Mid-20th Century Conceptua-
lizations of the Form and Function of the
Family,” in Norbert Schneider and Michaela
Kreyenfeld (eds), Research Handbook on
the Sociology of the Family. Cheltenham:
Edward Elgar

Sinha, J.B.P. & Sinha, D. (1995), “Role of Social
Values in Indian Organization” in H.S.R.
Kao, D. Sinha and Hong. Ng (Eds.), “Ef-
fective Organizations and Social Values”,
New Delhi: Sage.

Smart, C. & Shipman, B., (2004), “Visions in
Monochrome: Families, Marriage, and the
Individualization Thesis 17, The British
Journal of Sociology, 55(4):491-509.

Weick, K.E, (2009), Making Sense of the Organi-
zation. Volume 2. The Impermanent Orga-
nization. Wiley,

Weick, K.E., (1993), “The Collapse of
Sensemaking in Organizations: The Mann
Gulch Disaster”, Administrative Science
Quarterly, 628-52.

Weick, K.E., (1995). Sensemaking in Organiza-
tions (Vol. 3). Sage, USA.

Weick, K.E., Sutcliffe, K.M. & Obstfeld, D.,
(2005), “Organizing and the Process of
Sensemaking”, Organization Science, 16(4):
409-21.

The Indian Journal of Industrial Relations, Vol. 60, No. 3, January 2025

373



A. Venkataraman & LRK Krishnan

‘syjuowAed ssooo1d pue s[[1q Jopuda Jo Aunniods 1odoid ainsug — a7grdnd sjunodoy
‘Kue J1 sanssi pue 2oueljduwod paje[or-xe) Jo sad4) [[e 193ye SY0OT - UOPXY]

"SOIIIAT)OR POIR[2I-SUIIUNOIOE [[B YIIM SUO[. ‘S)UN0dIL JO S 00q JO SUISO[d Y} 10J 2[qISU0dSIY - SIUNOIDY [PIOUDUL]

"SONIAT)OR PJR[AI-NURQ [[B PUB XJI0J ‘YSED YIIM S[BIP IR} UOIIS [BINLIO Y - Aunsvad]
"MOTAQI S JusweSeurw 101uas oY) 10y syrodor yueas[ar saxedard - [S7] waisAS uoPULIOfUT JudUd SPUD
:A[pe0Iq POUOHUSW dJ8 UOII9S (I JO SANIANOE AL

[d]— 21peo 2ANOOXH Jorunf

[q] —21ped 2anInd0Xy

[AT] - yuowaSeuey IppIA s1Idwos s1oFeuey 29 PEOH U0NOAS
JjuowaSeURIA I01USS — V29, PeoH

IQIQ
N

P11 19M04 Jo judwnpaedd@ V9 Ayl uryiim syudpuodsay drewd f jo jarey) uoneziuesaiQ | xipuaddy

The Indian Journal of Industrial Relations, Vol. 60, No.3, January 2025

374



