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Storytelling in Organizations. How
Narrative and Storytelling Is
Transforming 21 Century
Management.

HUcropum B opranm3zanusx. Kak
NMOBEeCTBOBAHNE U UCTOPHUU
TpaHcGOPMHUPYIOT MeHEeIKMEHT B 21
BeKe.

Categories of Stories in Organizations

Let’s talk about stories in
organizations. When people talk about
story, what is it that they are talking
about? We can categorize the stories
people tell in a number of ways.

If we were to put a microphone
in every coffee station, every doorway,
every stairwell in the Global 1000 firms
and we collected all the stories told over
a month and categorized them, what
would these stories be about?

Stories about Other People

In the first place, we’d find that
they’re telling stories about other
people. The stories are about co-
workers, other people who work in the
organization. Why do people tell stories
about their co-workers? Malicious
gossip is a fairly small category. Not
many people tell a story to harm
somebody, like telling a salacious or
malicious story about someone’s
behavior. That’s not done very much.
There are people who do it, mischievous
people, but it’s not done that often.

Kareropuu ucropuii B opranuzanusax

JlaBaiite MTOTOBOPUM 00
UCTOpPUSX B opranmsanusx. Korma
JIOAM  PacCKasbIBAIOT  JIPYr  JPYTy

HUCTOPUHU, O 4YeM OHHU TroBOPAT? Mbl
MOXEM KJIacCU(UIIMPOBATh HCTOPHH,
KOTOPBIE PACCKa3bIBAKOT JIKOJH, II0-
pa3HOMY.

Ecim  Ob1 MBI yCcTaHOBHWIIU
MUKPO(DOH B KaXIyI0 Kode MalIiHy, B
KaXbIi JIBEPHOM NPOEM, HA KaXKIYIO
nectHuny, B 1000 MmupoBbIx pupmax, u
coOpanu BCE 3TH UCTOPUH,
paccka3aHHbIE 3a MecHIl, u
YOOPSIAOUUIIA UX, TO O YeM ObUIA ObI
9TU UCTOpUU?

Hctopum o npyrux mroasx

B  nepByro  ouepeap, Mbl
OOHapy>KUM, YTO OHH pPaCCKA3bIBAIOT
UCTOPUM O JPYTUMX JIIOAAX. OTO
HUCTOPUU O KOJUIETax U APYTUX JIIOISX,
KOTOpbIe paboTaloT B OpraHU3alluu.
[Touemy JIFOIM PACCKA3BIBAKOT UCTOPHUH
O CBOMX Koulerax? 3JI0HAMEpPEHHbIE
CIUIETHU - JIOBOJIbHO HeOOjbIlas HX
yacTb. HeMHOrHMe o pacckas3blBarOT
UCTOPUU YTOOBI KOMY-TO HaBpEIUTH,
HaIpumep, pacckas3bIBalOT
HENPUCTOMHYIO WM 3JI0HAMEPEHHYIO
HUCTOPUIO O YBEM-TO MOBEIEHUHU. ITO
JIeNaeTcsl He Tak 4acto. EcTte moau,
KOTOpbIE JIeNIal0T 3TO HaMEpPEHHO,
O30pHHUKH, HO TAKOBBIX HEMHOTO.




What researchers have found is
that when people tell stories about other
people, the motivations are reliability,
trust and knowledge. People want to
know: is this person reliable? If he says
“x,”” will x occur? If she says that she’ll
do something, will she do it? Reliability.
When you tell stories about another
person, it tells them: ‘‘That guy
promised this,”” or ‘‘She did that.”
That’s some of the great storytelling
content: reliability.

And reliability is a good first
cousin, if not a sibling, to trust. Eighteen
books have been published on the
subject in the last 3 years. Trust is
important. Nothing of value will happen
without trust, because without trust you
have to negotiate and contract and
monitor everything, so that you never
get to the content and no substance gets
done. You constantly have your nose up
someone else’s you know what. Trust is
key. And when people tell stories about
other people, they’re often about this:
can you trust this person?

And there’s a third category.
When people talk about people, it is
sometimes called gossip. Jim March at
Stanford wrote a great piece about this:
gossip is just news about people that
you need to know. How else would you
know if someone is trustworthy,
knowledgeable or reliable? If someone

UccnenoBatenu  0OHapyKWIIH,
YTO KOIJIa JIIOJM  PacCKa3bIBAIOT
UCTOpUU O JPYrHX JIIOJSAX, HX
MOTHUBAaMU  SIBJISIIOTCS ~ HAJIEKHOCT,

noBepue U 3HaHUE. JIFOAM XOTST 3HATH:
HaJIe)KeH JIM ATOT 4YenoBek? Ecimu oH
CKaXKET «X», MPOU30MAeT Jn «x»? Ecin
OHa CKa)XeT, 4YTO CHEJaeT YTO-TO,
caenaer M oHa 310? HanexHocTb.
Korma BBl pacckaseiBaeTe O JIpyrom
4yeloBeKe, BBl Kak Obl TOBOpPHUTE
CIyLIATeNsIM: <«ATOT MapeHb ooeman
ATO», WIM «OHA cHejaga 3To». IJTO
JUIIL HEOOJbINas YacTh MPUMEPOB,
coJepKalix B ce0e HaJeKHOCTb.

A HaJAeKHOCTD 3TO
JIBOIOPOJHBIN OpaTr, €ciim HE POJHOU
Opar noBepus. 3a mocieaHue 3 roja Ha
3Ty TeMy ObUIO  OIyOJIMKOBAHO
BOCEMHA/IIaTh KHUT. JloBepue OYECHb
BaXKHO. Huuero  crosdmero  He
pou3oaeT 0e3 JOoBEpHs, IIOTOMY YTO
0e3 JgoBepust BBl JIOJDKHBI  BECTH
MePEroBOPbI, 3aKI0YATh KOHTPAKTHI U
KOHTPOJIUPOBATh BCE, TaK YTO BBI
HUKOrZla He Jobeperech N0 CYTH,
KOHTEKCTa, W HE CJellaeTe HUYEero
CyIlIeCTBEHHOT0. Bbl mocTosiHHO OyneTe
COBAaTh HOC B UyKUE, CAMU 3HACTE KaKH1e
nena. Jlosepue - 310 Koy, M korpa
JIFOIU PACCKA3bIBAIOT UCTOPHUH O IPYTUX
JIOASX, OHM YacTO MOAPA3yMEBAIOT
CJIEYyIOIIEE: MOXKETE JIM Bbl JIOBEPSTH
ATOMY YEJIOBEKY?

CymectByer emeé W TpPEThA
kateropusa. Korma rogu roBopsT o
IPYrux  JIIOJSX, OTO  3a4acTylo
HA3bIBAKOT CIUICTHAMU. Jxum Mapu u3
Cmudopna  Hamucam o0  3ToOM
3aMeyYaTeNbHYI0 CTaThlO: «CIUJIETHH
ATO MPOCTO HOBOCTHU O JIFOJISIX, KOTOpbIE
BaM HYHO 3HaTh. Kak ellie BbI y3HaeTe,
ABJISIETCA JIM KTO-TO 3aCIY>KHBAIOIINM
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says, ‘‘So and so is trustworthy,”’ I may
trust the person who tells me that, and
that’s a proxy, one step away. But often,
you want more. Often you tell me a
story about this person. ‘“This person
said he’d do this, and he did that.”” You
could say that they’re gossiping, but you
could also say that they’re informing
others of vital news. They’re spreading
information  about the person’s
expertise, reliability, and
trustworthiness. This is significant stuff.

So when you see people
chatting with one another, and you
overhear them talking about some other
person, they’re really exchanging news,
news about other people’s reliability.

This is important especially as
organizations become more virtual and
more volatile. Since there’s less

physical space, they don’t meet so often.

People now work in odd places.
Some firms have bought a lot of
nonsense about virtuality. They say you
don’t need offices or you don’t need
places to meet. This is mainly untrue,
stuff put out by IT vendors. It’s untrue,
but people believe it and so it succeeds
in selling IT.

JIOBEPHSI, XOPOIIIO OCBEIOMIIEHHBIM WJTU
HajeKkHbIM?  Eciii  KTO-TO TOBOPWT:
«TaKOW-TO 3aCIy’)KUBACT JIOBEPUS», S
MOTY JIOBEPSITh TOMY, KTO TOBOPUT MHE
9TO, W JI0 3BaHHUS JIOBEPEHHOIO JIUIIA
Bcero mar. Ho 3agacTyro Xouercs
OOJIBIICTO. OucHp 4acTo BBI
paccka3blBa€Te MHE UCTOPHUIO 00 3TOM
yeJIoBeKe. «DTOT YEJIOBEK cKazaj, 4TO
cllenaeT 4YTo-TO, M OH D3TO CHeIam.
Mo:xHO CKa3aTh, 4TO OHM
CIUIETHHYAIOT, HO MOYXHO TaKxke
CKa3aTh, YTO OHHU COOOIINAIOT IPYTUM
Ba’KHBIC HOBOCTH. Onu
pacrpocTpaHsioT HUHPOPMAIUIO 00
ONBITE M HAJACKHOCTU YeJIOBEKa. DTO
OYCHb Ba)KHEIC BEIIIH.

[TosToMy, KOTZ1a BBl BUAMUTE, KaK
JHOM OOJITAIOT JIPYT C JIPYrOM, U BBI
CHBIIINATE, KAK OHU TOBOPSAT O KAKOM-TO
JIPYrOM YEJIOBEKE, OHU JEHCTBUTEIBHO
O0OMEHMBAIOTCS HOBOCTSIMU, HOBOCTSAMH
0 HAAECKHOCTH APYruUX JIOAeH. ITO
0COOEHHO BAXKHO, MOCKOJIbKY
OpraHu3allid CTaHOBATCS Bce Ooliee
BUPTYaJbHBIMU W U3MEHUYMBBIMU. Tak
Kak  (pU3UYECKOro  MPOCTpPaHCTBA
CTAaHOBUTCSI BCE  MEHBIIE, JIIOJIU
BCTPEYAIOTCS HE TaK 4acTo.

Jliomu  temepp  paboTtaroT B
cTpaHHbIX MecTax. HexoTopsie pupmbl
IIPUBHECIIM MHOTO YEITyXH CBSI3aHHOMU C
BUPTYJIbHBIM TPOCTPAaHCTBOM. OHH
TOBOPSIT, YTO BaM HE HY>KHBI O(]UCHI
WJIA MECTA JIJIA BCTpeUd. B OCHOBHOM 3TO
HE TaK, TaKue YTBEPKICHUS
npoasuratorcss UT-komnanusmu. 910
HENpaBJa, HO JIIOJU BEPSAT B HEE, U
IIO03TOMY uT KOMITaHUU TaK
IIPEyCIEBALOT.




e [f you don’t have physical
space and you never meet people, how
are you going to know if they’re
reliable?

e If you put them on a team,
how will you know if they would
perform?

e How will you know
whether you want them on a team?

e How do you know how to
work with them?

e How can you do any of
these things without telling a story? Or
without hearing stories about them?

People say: ‘‘Well, that’s very
unscientific.”> But  what’s  the
alternative? Are there any? How else
would you know about a person? There
aren’t any alternatives. You have to get
it through a story.

Let me give you an example. |
know two people. There’s Steve
Denning who worked at the World
Bank, and there’s Dave Snowden who
works for me at IBM. They do
storytelling workshops together. | had to
convince each of them that the other
person was trustworthy. And there’s a
good reason for that. You don’t want to
go half way round the world doing a
seminar with someone unless you trust
that person. They’d heard of each
other’s reputation, and they trusted me
enough, so it worked out. But it’s still
one step away.

e Ecim 'y Bac Her
bu3uYecKoro Mecta Jijisi BCTPEY, U BbI
HUKOTJIa HE BCTpPEUYaeTeCh C JIIOJIbMH,
KaKk BBl y3HaeTe, MOXXHO JIH UM
TTOBEPSITH?

° Ecmu BRI mocTaBuTe
uX B KOMaHy, OTKYy/Ia BBl y3HaeTe, KaK
OHM CITPaBATCS?

° Kaxk BBl y3Haere,
XOTUTE€ JU BBI, YTOOBI OHH OBLIH B
KoMaHie?

o Otkyna Bbl 3Haere,
KaK C HUMH paboTaTh?
o Kak BBl MOXkeTe

JeJlaTh  BCE OTO, HE pacckasblBas
ucropun? Win He cripllia UCTOPUN O
HUX?

JIronu rosopsr: «Hy, 3T0 oueHs
HeHay4Ho». Ho ecTb nu anbrepHaTuBa?
Kak eme MOXHO y3HAaThb O 4€JIOBEKe?
AJbTepHATUB HET. BbI JOKHBI TPONTH
4yepes dTo.

[lo3BoNbTE MHE NPUBECTH BaM
npuMep. 4 3Har0 OByx 4yenoBek. EcThb
CruB JleHHUHT, KOTOpBIN paboTan BO
Bcemupnom Oanke, u ecth [[diiB
CHoyJieH, KOTOpbIi paboTaeT Ha MEHS B
IBM. OHu BMecTe HpOBOAST MacTep-
KJIACCHI M0 pacCKa3bIBaHUIO nctopuii. U
s JOJDKEeH OBLI yOeauTh Kaxaoro w3
HUX, YTO JIPYyTOMY MOXHO JJOBEPUTHCS.
N na 1O ecTh Beckas npuurHa. Bel He
XOTHUTE €XaTh 3a MOJIMHUPA HA CEMUHAP C
KEM-TO KOMY BbI He pgoBepsiere. OHH
CHBIIIAJIA O peryTaluu Apyr Apyra u
JOCTAaTOYHO JOBEPSIIM MHE, TaK YTO BCE
noJiyuywsiock. Ho ectb emié oaun mar.




People might say, ‘“What are
you doing, Larry? Are you telling
stories?”’

My reply is, ‘“Yes, that’s right.
I’'m telling stories.”” You tell stories
about the other person. ‘‘They showed
up. They did this. They didn’t hog all
the time. They were careful on this and
that.”

What are the alternatives to
telling stories? There aren’t any. No
system can do it. No human resource
department can do it. There’s nothing
else but stories. So that’s an important
category: stories about people. You can
call it gossip. But again, it’s very rarely
malicious. It’s news. Ezra Pound said,
““Poetry is news that stays news.”” And
sometimes gossip and rumors are news
that stay news. They have great
endurance.

Stories about the Work ltself

The second thing that people
talk about is stories about the work
itself, about the nature of the work. How
to do it better? How to do it at all?

Dave Snowden, who works for
me at IBM, has a wonderful tale about
the Thames Water Authority. This
organization does the water and the

Jtomu MoOryT cKa3aTh: «4TO Thl
nenaenb, Jlappu? Twl paccka3biBaelib
HUCTOPUU?»

Mou otBeT: «/la, 3T0 Tak. S
paccKa3bIBato HUCTOPHUH.» Te1
pacckas3bpIBacllb MCTOPUU O JIPYroM
yenoBeke. «OHH mogBagioTcsa. OnHu
neaaroT 4Tto-To. OHM HE 3a)KMMAaroTCs
Bce Bpems. OHM ObUIM OCTOPOXKHBI B
TOM, U B IPyTOM».

KaxkoBbl albTEPHATUBBI
paccKa3bIBaHUIO uctopui? Nx
norpocty Her. Hu omHa cucrema He
MOXET 3TOro cuenarb. Hu oqun otnen
KaJpOB HE MOXKET 3TOro caenarb. Her
HHUYErOo, Kpome wucropuil. Hrak, 3710
Ba)XKHAs KATETOpHs: UCTOPUU O JIHOASX.
Moskere Ha3bIBaTh 3TO CIUleTHIMH. Ho
OISAITh K€, O3TO OYEHb PEAKO OHH
OBIBAIOT CO 3JILIM YMBICIOM. OTO
HOBOCTH. I3pa [laynna ckazan: «moss3ud
3TO HOBOCTH, KOTOpBIE OCTAOTCS

HOBOCTAMM». A WUHOrIa CIUIETHH U
CIyXH - OTO HOBOCTH, KOTOpBIC
OCTarOTCA HOBOCTSIMMU. Yy HUX

HEBEPOSTHAs BBIJCPIKKA.

Ucropun, csizanHbie ¢ paboTON

Bropoe, o yeM rosopsAT Jroau,
TO paccka3pl O camMoil pabore, O
cymHocTH paboTel. Kak caenats 3To
nyuie? Kak 310 BooO111e cienars?

Y Jhita CHoOyneHa, KOTOPBIU
paboraet Ha MeHs B IBM, ecth
3aMedareiibHas HCTOPUS O BOJIHOM
yrnpaBieHur Tem3bl. JTa opraHu3amus
3aHMMAETCS BOJOTPOBOIOM U TpyOaMu
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pipes for the Thames Valley. The
company had been re-engineered.

Re-engineering is a terrible
thing. It was a wave that swept over
various parts of the world, but it was
based on very faulty assumptions, and
almost ruined a number of companies. It
was one of those great tsunamis that
attack organizations and almost Kill
them. Re-engineering was the latest of
those efficiency waves that run people
and organizations into the dust.

The Thames Water Authority
had beautiful handwritten records of the
homes where people lived along the
river, and the water pipes that brought
the water into their houses. The pipes
were from the 19th century. Under re-
engineering, the consultants had said,
“That’s 19th century stuff. We don’t
need that. We’re going to put it all on a
system.”” So they took these beautiful
19th century handwritten books and
destroyed them. And they put the
information on a system that didn’t
work.

So when workmen went to
someone’s home, they couldn’t access
the pipes, and they had to re-create the
handwritten records. The workmen had
to get together and try to find people
who remembered where the pipes were.
It was very tactile, tacit, contextual
knowledge. The workmen had to re-
create the whole thing.

w1t gonuHbl Tem3pl. Komnanust Oblia
peopraHn3oBaHa.

Peopranuzaius - y>xacHasi BElIb.
DT10 OblIa BOJIHA, KOTOpas 3axJICCTHYJIA
pa3JIMuyHbIe YacTH MHpa, HO OHa ObLIa
OCHOBaHa Ha OYE€Hb OIIMOOYHBIX
MPEIONOKEHHUSIX U MOUTH pa3pyliniia
LEJIBIN sl KOMITAaHUK. DTO OBLJIO OHO
M3 TeX BEIUKUX I[yHAMHU, KOTOpBIC
OXBAaTBHIBAIOT OpraHU3allMd W TIOYTH
youBaroT wuXx. Peopranuzauus ObLI
ocJeaHen n3 TEX BOJIH
MPOAYKTUBHOCTH, KOTOpBIE
MPEBPALIAOT JIOJAEH U OpraHW3allly B
MbLTb.

Bonnoe ympaBnenme — Temssl
pacnoJiaraio MPEKPaCHBIMH
PYKOTIMCHBIMHA 3aITUCAMH O IKHJIBIX
JI0OMax, pacroJiaraBIIMMUCS BAOJIb PEKH
Y BOJIOTIPOBOAHBIX TPYOax, MO KOTOPHIM
BOJIa TIOCTYyTaja B jioMa. TpyOwl ObLIH
npsmMukoM u3 19-ro Beka. B pamkax
peopraHu3aluu, KOHCYJIbTAHThI
CKazaiu: «3To Bemu u3 19-ro Bexa. Ham
ATO HE HYKHO. MBI TIOJIKITFOYMM BCE K
ceoer cucreme». W oHM B3sM 3TH
IIPEKPACHBIE PYKOIUCHBIE KHUTH 19-T0
Beka, ¥ yHUUYTOXWiIW wuX. OHH
MOMECTUIIN WH(OPMAINIO B CHUCTEMY,
KOTOpas He paboTara.

[TosTomy, Koraa paboune
MPUXOIWIIA K KOMY-TO JJOMOM, OHU HE
MOIJIM MOJIYYUTh JAOCTYN K TpyOam, u
UM TPUXOJWIOCH 3aHOBO CO37aBaTh
PYKOIUCHBIE 3anucy. Pabodue 10 KHBI
OBLIM KOOIIEPUPOBATHCSA M IIBITATHCS
HAWTHU JIFOAEH, KOTOPBbIE NIOMHUJIA, TIIE
HaxoJATCA TPyObl. DTO OBUIO OYCHD
TOHKO€, HESBHOE, KOHTEKCTyaJlbHOE




So they’d meet and have coffee
every morning and they’d say: ‘“Which
house are you going to?”’

““Ah. I think John used to know
about that one. Give him a call.”

John would say, ‘‘Oh yes,
when you do this, it’s copper and it
leads into this.”

These are stories about the work
itself. There’s a famous book by Julian
Orr called Talking about Machines. It
tells how the Xerox Corporation in its
rationalist mode put out enormous
documentation on fixing these big high-
speed copiers. You can imagine the
huge volumes of procedures and
standards. Orr’s book is about the Xerox
Corporation, but it could be about IBM
or any other company. They do exactly
the same thing. It turns out the
repairmen just talk to each other. When
they have a problem, they call each
other up. When the company gave them
mobile phones, that made it even easier.
It works. Why?

First, because it’s much easier to
understand another person talking about
a subject than it is to read any
documentation.

3HaHUE. Pabounm MIPHUIILIOCH
BOCCO3/1aBaTh BCE 3aHOBO.

[TosToMy Kaxmoe YTPO OHH
BCTPEUAJIUCh, WA Kode U
CIpaluBalid: «B KaKOW JIOM Tbl
1501(S 100 90N

«Ox. A nymaro, yto JI)kOH 3HaN
4T0-TO 00 3TOM. [103BOHU eMy».

JIxoH ckazan Obl: «O jma, Koraa
HA4yHETEe, HIIUTE MOJUIEHCKOTO, OH
MPUBEAET BaC K HY)KHOMY MECTY».

DTO pacckas3bl 0 caMou pabore.
Ecte 3nHamenutas xnura Jxynuana
Oppa «pa3roBopsl 0 MalInHax». B Hei
paccka3bIBaeTCs 0 TOM, Kak
KOpriopauus Xerox B CBOEM
pallMOHAIMCTUYECKOM  TOAXOJE K
pabore, BBINTyCTHJIA OTPOMHYIO
JOKYMEHTAIIUIO TI0 PEMOHTY OOJBIIHX,
BBICOKOCKOPOCTHBIX ~ KOMHUPOBATBHBIX
amnmaparoB. Bbl MoxeTe NpeacTaBUTH
cebe AT OTPOMHBIE OOBEMBI TTPOLIETYP
nu crangaproB. Kuura Oppa o
Kopriopanuu Xerox, HO OHa MOKET
obiTb 00 IBM wmmm mro0oit  apyroi
komrnanuu. OHU JIeJIal0T POBHO TO K€
camoe. Oka3blBaeTcsi, PEMOHTHUKH
MIPOCTO Pa3roBapHUBAIOT APYT C APYTOM.
Korna y HUX BO3HUKAIOT MNpPOOJIEMBI,
OHM 3BOHAT Jpyr Apyry. Korna
KOMMaHusg Jlajla HUM  MOOWJIbHBIC
TenedoHbl, 3TO e11ie OOJIbIe YIPOCTUIIO
neno. Oto paboraer. [Touemy?

Bo-nepBbIX, IOTOMY 4TO ropasao
Jerye TOHATh JPYroro 4YeloBeKa,
TOBOPSIILETO O NMPEIMETE, YEM YUTATh
T00YI0 TOKYMEHTAIIHIO.

Bo-BTOpBIX, TOTOMY YTO BBl HE
3HaeTe, C KakKUMU MNpoOJeMaMu BbI




Secondly, because you don’t
know what problems you’re going to
find until you find them.

And thirdly, because a lot of

learning occurs in the interaction
between the people.
“Did you try this?”’
““That didn’t work?”’
““Well how about this?”’
‘“Maybe you should try that.”’

You do verbal decision trees in
the form of stories. That’s how most
people help each other at work. They
tell stories about the work.

Julian Orr’s book is an
ethnographic study showing exactly
how people tell stories about the work.
John Seely Brown will discuss it in
more detail.

Is talk about the work useful?

Alan Webber, the founder of
Fast Company, once wrote an article
with the title, ‘‘Stop Talking and Get
Back to Work.”’ It’s one of the dumbest
things ever said in American business.
And there’s a lot of competition for that
title. There are very low barriers to
entry.

And there’s a former CEO of
IBM, John Akers. When IBM was in
deep distress, really in trouble, he went
up to Canada and spoke. He blamed the

CTOJIKHETECh, MIOKA HE HATKHETECh Ha
HUX.

N B-TpeThUX, MOTOMY YTO OYEHBb
OoJiblllast 4acTh OOY4YEHUST TTPOUCXOIUT
BO B3aMMOJICHCTBUM MEXY JIHOJIbMHU.

«Ts1 mpoGoOBai 3T10?»

«H 710 HE cpaboTaio?»

«Hy, a xak HacdeT 3Toro?»

«Moxer ObITh, BBl JIOJDKHBI
ONpoOOBaTh 3TO».

Bei  cocraBnsiere  BepOanbHOE
JIEPEBO peleHnin Ha OCHOBE

YCIBIIAaHHBIX HCTOpUH. VIMEHHO Tak
OOJIBIIMHCTBO JIFOJICH MMOMOTAIOT JPYT
npyry Ha pabore. OHH paccKa3bIBAIOT
HCTOPUHU O CBOEH pabore.

Kuura JIxymmana Oppa - 310
THOrpapuyeckoe HCCIIEIOBAHHUE,
MOKA3bIBAIOIIEE, KaK MMEHHO JIIOIU
pacckasplBalOT HUCTOpUM O padote.
Jlxon Cunm bpayH pacckaxeT 00 3ToM
6omee moapoOHO.

[Tone3Ho i1 TOBOPUTH 0 paboTte?

Anan ¥Y»30606ep, ocHoBaTenb «Fast
Company», oHaXabl HaKUCal CTaThIO
C 3ar0JIOBKOM, «IpeKpaTtuTe O0JITaTh
BO3Bpaliaireck kK padboTe». IT0 0/1HA U3
cambIX TJIYMbIX Bellel, Koraa-iuoo
CKa3aHHbIX B aMEpPUKAaHCKOM Ou3Hece.
N 3a stoT THTYA wuUAET OosblIas
KoHKypeHuusa. Ilopor Bxonma oueHb
HU30K.

A eme eCTh OBIBILIMU
resepaiibHell  aupekrop IBM  JIxoH
Oiikepc. Korma IBM Obuta B riry0okom
3aCTO€, 10 CyTH B OEJCTBUH, OH TTOEXal




workers for hanging around the water
coolers instead of focusing on their jobs.
That was about the worst thing he could
have said. First, it was immoral for
someone taking that sort of salary to be
blaming the workers for the problems of
the firm. And second, it was stupid.
What do you think people are going to
do when a firm is in distress? They’re
going to talk to each other. They’re
going to tell stories. They’re going to try
to help dig the firm out of whatever
problems it’s gotten into. They’ll try to
come up with local solutions. To help
their offices as best they can. To help
their branch. To help their division. The
very worst thing you could tell people is
not to talk to their fellow workers when
there are grave problems like that.

And what we’re really talking
about here is a different mental model of
how an organization works. I’m talking
about a non-mechanistic non-rationalist
model, a model that is organic and self-
adjusting, where people talk to each
other and things are not as crisp, or as
clear, or as rational, or as scientific as
they appear in the mechanistic models.
Organizations don’t function like a
machine. Organizations have a lot of
people in them. And what do the people

B Kanany u roBopun. OH OOBHHUI

pabouux B TOM, UYTO  OHH
MPOXJIAXKIAIOTCS BOKPYT KYJIEPOB C
BOJIOH, BMECTO TOTO YTOOBI

COCPEOTOYUTHCS Ha CBOEH paboTe. ITo
OBLJIO caMoe XyJIlee, U3 TOr0 YTO OH

MOI  CKa3arb.  Bo-mepBbIX,  3TO
aMOpaJIbHO TUISL YEJI0BEKA,
IIOJIYYalOIIETO  TaKyld  OTPOMHYIO

3apIiaTy, OOBHHSTH MPOCTHIX pabodInx
B Oemax KOMITAaHWU. A BO-BTOPBIX, 3TO
opo Taymo. Kak BB mymaere, d9TO
monu  OyayT pAenath, kKorjma (upma
HAXOJIUTCS B 0elICTBEeHHOM
MOJIOKEHHUH? OHu HAaYHYT
pasroBapuBaTh Apyr ¢ Japyrom. OnHu
HA4YHYT pacckas3biBaTh uctopuu. OHH
MOTMBITAIOTCS OMOYb bupme
BBINTYTaThbCSl U3 JIIOOBIX TpoOJieM, B
KOTOpPBIX ~ OHa  oOkaszanacbk. OHH
MOTIBITAFOTCS HAWUTH JIOKaJThHBIC
pemienus. YtoObl AaTh CBOMM oducam
Jaydiee W3 TOrO0 YTO OHH MOTYT
MPEIIOKUTh. UTOOBI MTOMOYB CBOEMY
¢unuamy. YtoObl MOMOYbL CBOUM
oraenaMm. Camoe XyAllee, 4YTO BBI
MOTJIM OBl CKa3zaTh JIIOASM, OTO HE
pasroBapuBaTh CO CBOMMH KOJUIETaMH,
Korja B (pupMe ecTh Takue CepbE3HBIC
po0JIeMBbI, TOAOOHBIE ITOMH.

M 1O, 0 UeM MBI Ha caMOM JieJie
TOBOPHUM 3/1€Ch, 3TO JIpyrasi MEHTAJIbHas
MOJENb TOTO, Kak pabortaer
Opra”u3anus. TOBOPIO 0
HEMEXaHUYECKOM,
HEPALMOHAJIMCTUYECKOU
MOJICIH OpPraHUuYECKOU U
CaMOHAaCTpauBaIONUIEHCs, TAE JIIOJIU
Pa3roBapuBaroT IPYT C APYroM, U BEIIU
HE TaKUE€ YETKUE, WU SICHBIC, WIH
palMoHaIbHbIC, WA HAYYHbIC, KAKUMHU
OHM KAXYTCS B MEXAHUCTHYECKHUX
MOJIEIIAX. Opraauzanumn HE
GYHKIMOHUPYIOT Kak MamuHbl. B

A

MOJICIIH,
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do? They talk to each other about the
work, mostly in the form of stories.

What about the classroom?

Some people suggest that the
idea that talking is bad may have its
origins in old-style classroom practices
where young children were not
supposed to talk. Sometimes as you get
older, you get pessimistic and think that
the world is going to the dogs. But when
| talk to kids, I can see that their
classrooms are much better than mine
were. The kids walk around and talk to
each other. They certainly learn more. |
grew up in schools where you were
supposed to be sitting there and you
couldn’t say a word. I was a chatty
inquisitive kid and it was murder for me.
| hated it. It was a miserable experience.

Children are naturally chatty
and inquisitive. Every now and then you
have to say: ‘‘Hey, be quiet and listen.”’
But basically, it’s crazy to try to keep
them quiet for 7 or 8 hours a day.

It’s possible that John Akers,
the IBM executive, grew up in that
model. He was a navy guy. The old
navy! Those were straitlaced people
who thought you should sit still and

OpraHu3alysIX MHOro JroAel. A drto
nenaroT goau? OHU  pa3roBapuBarOT
IPYT € IpyroM o paboTe, B OCHOBHOM B
dhopme ucrtopui.

A 4TO HacU€éT MIKOJI?

HexoToprie JIFOJTN
MIPEIoIaraloT, 4To uaes O TOM, YTO
pasroBapwBaTh 3TO IUIOXO, MOXKET
UMETh CBOM HMCTOKH B CTapOMOJIHBIX
y4eOHBIX TPaKTHKaX, TJ¢ MaJICHbKUE
JICTH HE JOJDKHBI OBLIN Pa3rOBapUBaTh.
HMnorma, Kkorma BBl CTAaHOBHUTECH
CTapiie, Bbl CTAHOBUTECH MIECCUMHUCTOM
U JyMaeTe, YTO BECh MHUpP JICTHT B
nponacTtk. Ho korga s pasroBapuBaro ¢
JIETbMH, S BIXKY, UTO HMX OOy4YeHHE
ceifuac HaAMHOTO JIydIle, 4eM ObLIO Y
MEHS. Hetn BECENATCS u
pasroBapuBaroT JApyr c gapyrom. U
KOHEYHO K€ OHHU y3HarT Oojbiie. S
BBIPOC B IIKOJIaX, TJI€ THI JOJDKCH OBLT
CUIETh Ha CBOEM Mecte, 0Oe3
BO3MOYKHOCTH CKa3aTh XOTh CI0BO. S
ObUI OOJNTIMBBIM M JIIOOO3HATEILHBIM
peOeHKOM, W JUIsi MEHsI 3TO ObLIO
HEBBLIHOCHMMO. S HEHaBHIEI 3TO. ODTO
OBLJI I€YAJILHBINI OIIBIT.

Jletn ot mpuponbl OONATIUBHI U
mo0o3HaTebHbl. BpeMs oT BpemeHu
BaM TMPUXOIUTCS TOBOPUTH:  «OH,
MOMOJIYM U nociymai». Ho B menow,
3T0 Oe3yMHe -TBITAThCS 3aCTaBUTh UX
MOJYAaTh 110 7 MM § 4acoB B JICHb.

Bnonne Bo3MOxkHO, 4TO JIOH
Diikepc, MCHOJHUTENbHBIN IUPEKTOP
IBM, Beipoc B 3Toit Moaenu. OH ObLI
BOCHHBIM MOpPSIKOM. MOpsIKOM cTapou
3akajnku! OTO OBUIM CTPOTHE JIFOH,
KOTOPBIE YTO, YTO BbI JOJDKHBI CUIECTH
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listen. The training models in most
firms are still based on this approach.
It’s the Monty Python theory of
learning: you open up someone’s head,
pour in some knowledge. Total
nonsense.

If we think about how we first
learn, we realize that we first learn
through stories. And we continue in this
mode, learning first through those initial
stories that we hear from our parents,
our brothers and sisters, our friends, and
so forth, and that first imprint stays with
us throughout life, as research shows.
It’s storytelling and adaptation and
looking. All of those things are more
ecological and organic than the models
we use for training or formal classroom
teaching methods.

Distinguishing
Conversation, and Story

Dialogue,

Some people would argue that
there’s a difference between dialogue,
conversation, and story. For our
purposes here, I don’t see the difference
as significant. There’s academic
literature on discourse analysis. People
have developed methodologies for
analyzing conversations—sociologists,
and ethnographic researchers. There are
ways to understand what goes on
between two people, or three people, or
a group, for example, by analyzing and
looking at how they speak. Erving

CMUPHO U ciymiatb. Mojenu o0yueHus
B OOJBIIMHCTBE (DUPM TO-TIPEKHEMY
OCHOBaHbl Ha »JTOM MOAXOJE. ITO
teopust o0ydeHuss Montu IlaliToHa: Bel
OTKPBIBAETE UYbIO-TO TOJIOBY, BIUBAETE B
Hee Kakue-TO 3HaHus. [lonHas uyib.

Ecim MBI mogymaem O TOM, Kak
MBI BHa4aJIe YYUMCS, Mbl IIOMMEM, UYTO
CHayaja Mbl yYuMcs depes ucropuu. 1
MBI TPOJOJIKAEM YUUTBCS B ITOM
pekuMe, CHadaja 4depe3 Te 0a30Bble
UCTOPUH, KOTOPBIE MBI CIBIIIUM OT
HallUX POAUTENEH, HAlMX OpaTheB H
cecTep, HalllUX Apy3ed M Tak jJaiee, u
ATOT TMEPBBIA OTHEYATOK OCTAETCA C
HaMU Ha NPOTSHKEHUM BCEU KU3HM, KaK
IIOKa3bIBAOT  MCCIEJOBAaHUA.  IJTO
pacckas3bpIBaHUE UCTOPH, 1754
ajarnranus, nouck. Bee atu Benm 6osee
€CTECTBEHHbl W  OpraHWYHBI, YEM
MOJEJINA, KOTOPBIE MBI UCIIOJIb3YEM IS
oOydeHHs] Ui (POPMaIbHBIX METO/IOB
OoOy4eHHMs B IIKOJIAX.

Ornnunst  Mexay
Oecenoit U ucTopuei

JINAJI0TOM,

Hexkoropele nroaum yTBEpKIaroT,
YTO €CTh pa3HUIA MEXIY TUaJIoroM,
Ooecemoit u wucropueit. Jlis Hammx
1esaei 37ech S HE BHKY MEKITYy HUMH
CYLIECTBEHHOW pa3Hulbl. CylecTByer
Hay4yHas JUTepaTypa Mo aHaJlu3y Peuu.
Jlrogm pa3paboTany METOIUKY aHAIN3a
pasroBOPOB - COIMOJIOTH, 3THOTPAdBHI.
EcTh ciocoObI MOHATH, YTO TPOUCXOTUT
MEXIYy JBYMS JIIOJAbMH, WIH TpeMs
JIObMU, WM TPYIIOH, HampUMep,
aHANMM3Upysd M HaOmroAas 3a TeM, Kak
oHr ToBOPAT. OO ATOM THCanu DPBUH
['odpdman u INaponsg Mappunkens. Ito
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Goffman and Harold Garfinkel have
written about that. It’s academic
writing, but it’s interesting. For our
purposes, we’re just saying: loosen the
screws. Loosen the couplings. Let
people talk to each other, and they’ll
learn a lot about what goes on in their
organization and help make the
organization work.

Stories about the Organization

Then there are stories about the
organization.

If you want a great example of
this, let me tell you a true-life story.
There was once a company called
Chemical Bank. It merged into another
bank. And then yet again, became a
third bank. But at the time of this story,
it was a big powerful New York bank
called the Chemical Bank. And they had
a new Chief Information Officer named
Bruce Hassenjager. He was a powerful
guy, an IT guy, a smart guy. He looked
at the systems that the bank was always
building, and he said, ‘“‘Let’s try
something different.”’

He knew that a lot of people
were worried about what was going on,
since this was the era when the banks
were merging with one another. There
were rumors going around. So he said,
““Why don’t we put up a system called
RumorMill?”” It was an IT system
called RumorMill. Harvard Business
School has written a case about it.

aKaJeMUYeCKOe COYMHEHHE, HO OHO
MHTEpECHO. [l Hammx Uelerd MbI
MpPOCTO TOBOPUM: OCJIA0ObTE€ BUHTHI.
Ocnabbre mydThl. [laiite mroaam
MOTOBOPUTH JPYr C JAPYrOM, U OHH
Y3HAIOT MHOTO HOBOTO O TOM, YTO
MPOUCXOJUT B WX OpraHU3ANHNH, W
MOMOTYT €l 3pPpeKTuBHO pabOTaTh.

HcTtopuu 06 opranuzanuu

CylecTBylOT U HUCTOpUH 00
OpraHU3alIl1U.

Eciu BaM HyXeH OTJIMYHBINA
puMep, MO3BOJIbTE MHE paccKa3aTh
BaM HCTOPHUIO M3 PEATbHOW >KU3HH.
Korna-to cymecTtBoBana KOMIIaHUs IO
nazsanuem «Chemical Bank». On
CIWICA C JpYruM OaHKOM. A MOTOM
CHOBa cTai TperbuMm OankoMm. Ho Bo
BpEMs 3TOM UCTOPUH TO ObLIT OOJIBIION
MOIITHBI  HBIO-HOPKCKUM OaHK 10
nassanuem «Chemical Bank». U y aux
MOSIBWJICS. HOBBIM HaYaJIbHUK OTJENa
uHpopmanuu 1o  UMeHu  bproc
Xaccensirep. OH ObUT  BIUSITEIHHBIM
YEJIOBEKOM, HNT-cnemuanucToM,
yMHBIM mnapHeM. OH DOCMOTpeNn Ha
CUCTEMBbI, KOTOpBIE BCErja Cco3/aBall
0aHK, U CKazal: «JaBaiTe momnpoodyem
YTO-HUOYIb IPYTOEH.

OH 3HajJ, YTO MHOTHE JIIOJHU
OECIOKOSATCSI O TOM, YTO MPOUCXOJHT,
MOCKOJIBKY 3TO OBLI TEepHOJ, Koraa
O0aHKM CIMBAIUCh JPYr C JPYTOM.
Xomwiu pasHele ciayxu. [loatomy oH
ckazan: «l[louemy Obl HaM HE cO3/1aTh
cuctemMy moj HazBaHueM RumorMill?»
Otro Oputa HT-cuctema Ha3BaHHAaS
RumorMill.  T'apBapackas — mikoja
Ou3Heca Hamrcaia 00 ’TOM CTaThIo.
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He said, ‘‘In this system, if you
type in a rumor, I’ll get you an answer
in 24 hours.”” You’d send it to him, via
the system. It wasn’t quite e-mail. It was
just before e-mail, but you’d use it like
e-mail.

When he first let people know
that this system was up, he got about
five inquiries. And he sent answers back
to them. He was an executive. He was
on the management team. So he was
able to get answers.

People could see that the system
was reliable and reasonably honest. So
the next week he got about 100
inquiries. He could batch some of them
together. They weren’t all separate
questions. You could imagine the sort of
questions he’d receive:

“Are we merging with Chase?”’

“I heard we’re going to go
bankrupt. Is it true?”’

““‘Are we getting a new CEO?”’

He answered most of them,
though he had to get one of his people
to help him. But he managed to get
answers to most of the questions.
Sometimes he couldn’t. Sometimes he
had to say, ‘‘Look, I’m sorry, I’'m afraid
this is still secret information. | really
can’t answer it.”” That was fine. People
could live with that.

OH ckazalg: «B JTOM CHCTEME,
€CIIM BBl HANMIIUTE CIYX, S HaIHIIY
BaM OTBET B TeueHHE 24 4acoB». BEI
OTHPAaBISUIM  3allpOChl €My, 4epe3
cucteMy. OTO OblJa HE COBCEM
AJIEKTPOHHAs MouTa. ITO OBLIO KaK pa3
nepe1 IPUX0A0M JIEKTPOHHOU TOYTOM,
HO Bbl MCIIOJB30BaJIM €€  Kak
AIEKTPOHHYIO MOYTY.

Kornma on BmepBbele cooOuma
JIIOJISIM, YTO 3Ta CUCTEMA 3allylleHa, OH
MOJIYYWJT OKOJIO TATH 3arpocoB. M on
MoChIIa)l WM OTBeTBl. OH  OBIT
pykoBoguteneM. OH ObLI B KOMaHE
MEHEJDKepoB. Tak 4TO OH MOT JaBaTh
OTBETHI.

Jlitoqu BuAenM, 4YTO CHCTEeMa
HaJe)KHAa M JOCTAaTOYHO dYecTHa. Tak
YTO Ha CIEAYIOIIEH HeAese OH MOy
okomo 100 3ampocoB. OH Mor
00BbEIMHUTH HEKOTOPbIE U3 HUX. ITO HE
OBUIN OTAENIbHBIE BONPOCHL. BbI BriosiHE
MOYETE MPEJICTABUTh ceOe KaKHUe BUIBI
BOIIPOCOB OH MOJTyYal:

- Mr1 cinuBaemces ¢ «Chase»?

- S caplman, 4Tto MBI CKOPO
00aHKpOTUMCS. DTO Mpapaa?
Y Hac Oynmer
reHepalbHbIN TUPEKTOP?

HOBBINA

OH oTBeyan Ha OOJBIIUHCTBO U3
HUX, XOTS €My U NPULUIOCH MOMPOCHTH
OIHOTO M3 CBOHUX JIIOAEH IIOMOYb EMY.
Ho emy ygnamnock naTte OTBETHl Ha
00JbIIMHCTBO BompocoB. WHorma y
HEro He mnoiyyanoch. HMHorma emy
PUXOAUIOCH TOBOPUTH: «IIOCITYLIANTE,
W3BUHHTE, HO, OOIOCh, 3TO BCE eI
CEKpeTHas uHbopmarus. A
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The next week, he got 4000
inquiries. And he had to shut the system
down, and after a few months he left the
firm.

What’s interesting about that
experience is the evidence of the
bottled-up need for information. Here is
a bank being run on the traditional
models, having all the traditional
systems, with a pent-up demand for
information about  their  own
organization that was so huge that it
swamped the system and it swamped
Bruce. That’s true for every
organization. Maybe less true than it
used to be. But if you did something like
that in IBM or GE or GM or the Navy
or any large organization, the same
thing would occur. People don’t know
what’s going on. So they tell stories. In
this case, it was a veritable Delphic
Oracle. You could ask a question and
get an authoritative answer. It’s on a
screen. It’s from an executive. People
said: ““Wow! This is great stuff!”’

How much of that was due to
the illusion, or even the fact, of
anonymity? Not much. People just
wanted to know. They were curious.

,ZICI‘/’ICTBI/ITGJIBHO HC MOry OTBCTHUTL Ha
9TOT BOIIPOCH. DT0 OBLIO IMIPpUCMIICMO.
.HIOIII/I MOTJIH OBI JKHThH C 3THM.

Ha cnenyromen Hepene OH
nonyunn 4000 3ampocoB. M emy
MPULUIOCH OTKJIIOYUTH CHCTEMY, H

tlepe3 HCCKOJIBKO MECCALICB OH HOKI/IHyJI
Gupmy.

Yto MHTEpECHO B STOM OIIBITE,
TaK 3TO CBHUIETEIICTBO 00 OCTpOH
notpebHocT B uHMopmaruu. Bor
0aHK, pabOTaIOIINIA IO TPATUITUOHHBIM

MOJIEIISIM, 150905 {8)100%05%1 BCE
TPaJUIIMOHHBIE CHUCTEMBI, co
CAEPKUBAEMbBIM CIIPOCOM Ha

uHpopmauoo 00 HX COOCTBEHHOM
OpraHu3alyu, KOTOPbI ObLT HACTOJIBKO
OTPOMEH, YTO 3aTONWJI CUCTEMY H
3atonui bproca. 9To BepHO Mpo Jt00YI0
opranuzanuio. Moxer ObITh ceifuac 310
y’K€ HE HACTOJIbKO MPaBIUBO KaK ObLIO
panbiue. Ho eciu Obl BbI caenany yTo-
to nogoonoe B IBM, GE, GM wunu B
BOEHHO-MOPCKOM (hJIoTe, WIH JH000M
IpYyrou KPYITHOU OpraHHU3aIuH,
MPOU301LIIO ObI TO ke camoe. Jlroau He
3HAIOT, YTO NMPOUCXOAUT. [ToaTOMY OHM
pacckasblBalOT HMCTOpUHM. B maHHOM
ciyvae 3TO OBLI HACTOSIIUN
Henbduiickuit Opaxyn. Bel Moxerte
3a/laTh BONPOC M TMOJYYUTh Ha HEro
ABTOPUTETHBIM OTBET. JTO HAa DKPAHE.

Oto ot  pykoBoautens.  Jloau
roBopuian: «Yx Tbel! DTO oOTIMYHAA
mryka!»

Hackoabko 3TO OBLIO CBSI3aHO C

WUIIo3Me  wim  gaxe  (akTom
AHOHUMHOCTH? Hemuoro. JIronu
IPOCTO XOTeNHn 3HaTh. KM  ObLIO
moboneiTHO. Kapnm Baiik  Hamumcan
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Carl Weick wrote a wonderful book
called Sensemaking in Organizations.
He said that the strongest impulse in
many organizations is to make sense of
the organization and the environment.
It’s not the total truth, but it’s a big piece
of it. People want to make sense of their
own organizations.

So these are stories about the
organization. Not about the work, but
about the organization that you work in.
You know the subjects.

“How did
promoted?”’

“Why did the stock price go
through the floor?”’

“Where has
gone?’”’

that jerk get

our pension

| find this myself. I'm an
executive in IBM at a senior level, and
yet | have to read the newspapers to find
out what goes on in IBM. No one tells
me. | read the newspaper and | see:
*“‘Oh, we bought this firm! We did that?
How fascinating!”’

I’m a stockholder and a
stakeholder in IBM, but somehow they
can’t get the news to me. I once met the
Senior Vice President for
Communications, and | asked him,
‘“What the hell do you do for a living?”’
He was deeply offended. He outranked
me by two degrees, so he wouldn’t
answer. I’m not singling out IBM. It’s a
good firm. It would be the same in any
large firm.

3aMeuaTeNIbHYI0 KHUTY TI0J] Ha3BaHUEM
«ceHcopuka B opraHuzanusax». OH
CKasall, YTO CaMbI CHIIbHBIM MUMITYJIbC
BO MHOTHX OpraHU3alusix 3TO
OCMBICIICHUE CaMOW OpraHu3alud |
OKpY)XeHHs. DTO HE BCS TpaBla, HO
Oonpbiias €€ 4yacth. Jlrogu XOTAT
pa3o0paTbcsi B CBOMX COOCTBEHHBIX
OpraHM3aIHSIX.

Utak, 310  ucropuu 00
opranmzaniui. He o pabGote, a 00
OpraHu3alliu, B KOTOPOH BbI paboTaeTe.
Br1 3HaeTe cyTb.

«Kak 3TOT mpUAypOK MHOIYYHII
MTOBBILIEHUE?)

«Ilouemy 1ena akuuii npoOuia
ITHO?»

«Kyna nenace Haiia neHcusi?»

S cam crankuBatoch ¢ 3TUM. S
ABJSAIOCH pykoBoauteneM B IBM Ha
BBICOKOM YpPOBHE, U BCE K€ MHE
NPUXOAUTCS YUTaTh Ta3€Thl, YTOOBI
y3HaTh, 4TO npoucxoaut B IBM. Mue
HUKTO HE TOBOpUT. S 4MTal0 ra3ery u
BIKY: «O, MbI Kynuiu 3Ty ¢upmy! Mel
ato caenanu? Kak uynecHo!»

S akunonep u akuonep IBM, o
IIOYEMY-TO OHM HE MOTYT JOHECTH 10
MEHA 3Ty HOBOCTb. OnHaxAbl s
BCTPETWJI CTapIUEro BHULE-TIPE3UACHTA
0 KOMMYHHKAIMsIM M CIPOCUJ €ro:
«4eM, 4epT BO3bMH, Bbl 3apabaTbIBacTe
Ha OKu3HB?» OH  ObUT  TIIYOOKO
ockopOied. OH ObUT cTapiie MEHsl Ha
JIBE€ CTYINEHH, MTOITOMY HE OTBevanl.
He ouepHso IBM. Dto xopomas
¢upma. To xe camoe ObuUIO OBl U B
M000i1 KpynHo# dupme.
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So people love telling stories
about their organization, and not from
maliciousness. A related impulse is to
retain your buddies. People want to
keep their networks and communities
intact. People tell stories to retain other
people in the organization that they
want to keep there. Researchers are now
coming to more community-based or
network-based theory of the firm. A
number of us have written about it.
Firms are social communities, and it’s
very important to keep these
communities intact to get coherence and
cohesion. So when people tell stories
about the organization, it’s often a
bonding mechanism.

[TosTomy JOIA 00T
paccka3bplBaTb  UCTOPHUM O  CBOEM
OpraHU3allid, U HE W3 3JI0TO yMBICIA.
CBs13aHHBIN C 3TUM UMITYJIBC COCTOUT B
TOM, 4YTOOBI yAep>KaTh CBOUX KOJUIET.
Jlronn XOTAT COXpaHUTh CBOM CBSI3U U
coobmiecTBa  HETPOHYThIMH.  Jlroam
paccKa3bIBalOT UCTOPHH, YTOOBI
yAepXKaTh D110} 070 NI (S7 B
OpraHu3aliH, KOTOPbIX OHU XOTAT TaMm
yaepxkatb. HccaenoBarenu — Tenepb
npuxoAsaT K Oornee OOIIMHHONW WIH
ceTeBoil Teopuu (Gupmbl. MHOTHE U3
Hac nucanu o0 stoM. dupmel - 3TO
collMajbHbIE COOOIECTBA, M OYEHb
BaXHO COXPaHUTh 3TU CcOOOIIECTBa
HETPOHYTBIMH,  YTOOBI ~ JOOUTHCA
COIJJaCOBAaHHOCTH U CIUIOYEHHOCTH.
[ToaTOMY, KOrAa JIFOAM PACCKa3bIBAOT
UCTOpUHU 00 OpraHu3alyy, 3TO YacTo
ABJISIETCS CBA3YIOIIUM MEXaHU3MOM.
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