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Introduction


Throughout the semester Inspire Incorporated worked to organize and execute a fundraiser for the Farmville Youth Empowerment Center. The following paper will discuss and evaluate our event and planning process with grounding in communication theories. In the following paragraphs you will find an explanation and details of how we used the Decision-Making Process, Maslow’s Hierarchy of Needs, Communication Technology, and Classical Managing Style. We followed up the analysis of our theories with an active experimentation and recommendation section that focuses on the classical management style with a concentration in the division on labor.
Decision-Making Process

Team Inspire Inc. consisted of members that were all experienced in fundraising; we had each been a part of fundraisers that were successful and also very unsuccessful. Therefore when it was time to make decisions regarding our own group fundraising project we were sure to avoid the pitfalls that had hurt us in the past. This concept is known as the intuitive process, where each group member makes their decisions based on their own previous experiences (Miller, 2009, p.141). Throughout the planning process there were many times in which we used this concept. For example Sarah was on the dance team and had been involved in previous fundraiser such as, when the team attempted to host a dance camp. However on the day of the even only two dancers showed up. Due to a lack of interest the dance team had to cancel the event. The team decided that for future events of this nature it would be wise to collect all of the paperwork before hand so that they would be aware of the number of participants before the actual event began. Sarah was sure to recommend this to our team.

Another group member, Maggie, was a member of the planning committee for Relay for Life. She had been working with her group to find police officers to be at the event, and discovered that having Longwood police officers work an event was very costly. Considering team Inspire had no funding for our event she advised us to be sure that we would not need police officers to attend our event. However this particular decision turned out to be defective, although we did everything in our power to be sure that we would not need police officers at our event, come to find out we did need one. Our decision making process failed when we neglected to cover all possible bases regarding the police department. It would have been beneficial to double check with the police station or ask an officer to donate their time before hand just in case we ended up needing one. 


Finally our team leader, Crissy, used the intuitive process when she advised us to publicize the event as much as possible. One of Crissy’s roommates had previously hosted a fundraising event in a Farmville restaurant that was not very successful. Crissy told us that her friend had waited too long to begin advertising her event and it had a negative effect on the success of her event. Knowing this we decided to begin publicizing our event as soon as possible so that we would have a lot of attendees. Throughout our decision making process I felt that we made some very wise decisions based on prior knowledge of unsuccessful events. Using the intuitive process we were able to have a successful event by avoiding common mistakes made by other organizations. Now in the future we will be able to use this process by knowing exactly what to do in order to host a profitable event. 
Organizational Culture
There are many facets to organizational communication; today many communication scholars view organizational culture as values, practices, stories and artifacts that define an organization as who they are (Miller, 2009, p. 84).  Organizational culture is very complex, researchers use identifiers to help them understand and make sense of a particular organizations culture.  Some of these indicators are; ceremonies, values, belief systems, metaphors, hallway talk and stories.  Throughout our group project we used several of these markers to create and understand our group culture and dynamic.  We learned about each other’s values when we were talking about which organization we wanted to work with.  Our group discovered that we all had some of the same values, such as the fact that we all wanted to focus our project on helping the Farmville community.  Also, our whole team felt that we didn’t want the sole purpose of our project to be about making money; we wanted to impact the community and hopefully make a difference that would leave a lasting impression.  


One particular aspect of organizational culture that affected our group was the use of stories (Miller, 2009, p. 84).  Early on in the semester our team had an interesting encounter that helped shape our group dynamic for the remainder of the semester.  While leaving our first visit to meet with the client we met a woman in the hallway that asked us if we needed any condoms.  We all looked at each other quite confused and replied, “No thank you.”  However, the woman was not satisfied with our response she then asked us if we were sure and if any of our friends needed some, and not to worry because she had a large supply.  Again, we responded with no thank you and attempted to get into the elevator.  Again, the woman would not let use leave without informing us that she had female condoms as well and that her office provides free STD testing if we ever needed it.  We politely said thank you and went our separate ways.  Once we boarded the elevator we all began laughing and asking if that really just happened.  This was truly a bonding moment for our team and we often re-told this story throughout the semester and even shared it with our professors and friends.  We were able to look back and laugh about this story, even when our project seemed like it was about to fail, this story provided our group with a moment to smile and laugh even in the toughest of times.  


Another way our team defined our organizational culture was by creating a brand that we all felt represented our team’s values and goals.  When creating our brand we talked about how we wanted it to demonstrate that our “company” cared not only about profit, but we also had compassion and wanted to make a difference in someone’s life and the community.  We agreed on the name inspire, because we felt it communicated a sense of professionalism, as well as consideration for others and the community.  This logo was supported by our tag line, “inspiring a bright future,” we wanted these to work together in order to accurately communicate the values of our “company.”   The logo also contains stars because they are typically associated with dreams and moving beyond just being average and instead reaching to achieve your dreams.  


Organizational culture clearly had a large impact on our group and helped us form meaningful and successful relationships.  Having an understanding of how culture is created in an organization or team has given our group a clearer understanding how our team formed our own culture, as well as how other organizations create and maintain a successful organizational culture.  

Hierarchy of Needs


Maslow’s Hierarchy of Needs can be used to describe team Inspire Incorporated’s communication. This structure creates a visual representation of the needs must be met to ensure a productive organization. Abraham Maslow developed this theory to emulate how people are motivated to be productive. He lists five basic needs that are ranked in importance. The needs are physiological, safety, affiliation, esteem, and the highest need is self-actualization. The idea is that all other needs must be met in order to reach self-actualization. This arrangement helps to explain many ways that people are motivated in work and life (Miller, 2009, p. 38).

This project motivated Inspire Inc. to organize the best event for the Youth Empowerment Center. While developing a relationship with the children and parents of the Youth Empowerment Center we satisfied our esteem needs. These are met when individuals feel a sense of achievement internally or externally. Internal esteem is attained through feelings of confidence and success (Miller, 2009, p. 38). Inspire Inc. experienced internal esteem when during our event because the children were having a good time and everything was very organized. This gave us a feeling of accomplishment internally. External esteem is achieved through public acknowledgment. Jackie Ghee, the director of the Youth Empowerment Center, asked us to hold the same event next year. She also had us submit a congratulatory article in The Farmville Herald that told the community about our successful event. Knowing how appreciative everyone at the Youth Empowerment Center was met our external esteem needs as well. We were able to help them and were recognized for our accomplishments.
Communication Technology

Our team communicated mostly through e-mail, but also through text messages, face-to-face interactions, and phone calls.  E-mail had a pretty big influence on the way we interacted with each other because there was a much slower response time.  Not all of the group members checked their e-mails all the time so it was never known if everyone had seen the latest e-mail from any group members.  At times our group was confused on meeting times and we feel that if we had used text messaging more often, the confusion could have been avoided.  

Another problem we encountered with our communication was on the actual day of our event.  We had asked the police department weeks in advance, by e-mail, if our event needed police officer supervision.  We thought we had not heard from them, so we figured we did not need a police officer at our event.  However, on the day of our event, the police department informed us that we would not be able to hold our event without police supervision.  Apparently, the police department had replied to our e-mail on the same document from the conferences and scheduling center, but it was at the bottom of the page, so it was never seen by any of our group members.  Thankfully, Officer Dove was able to donate his time for us and we were able to continue with our event.  This is just another example of why using e-mail as our main medium hindered our progression throughout our event planning process.  Face-to-face communication would have been the better choice when trying to communicate with the police department.  This would have allowed our team to receive the needed information from them in a much quicker way.  Our confusion about security at the event would have been avoided because our questions could have been answered on the spot, rather than waiting for an e-mail.  

After analyzing the affects of technology upon our communication content, we were able to realize our most strategic ways of communicating and utilize them to the fullest.  Our group seemed to communicate more related to our current and upcoming due assignments, but we also were able to maintain constructive relationships within our group throughout this semester long project.  Maintenance communication would be the theory that defines our group progression the best.  Maintenance communication attempts to maintain the quality of human relationships within an organization (Miller, 2009, p. 50).   Our group seemed to also be a more human relational organization, which let us have more of a maintenance communication within our group.  Although we were more focused on the tasks at hand, we also took the time to make sure everyone was happy about what they were trying to accomplish.  We spent at least five or ten minutes each meeting, talking to each other about our weekends and also about upcoming events or things that were going on in class.  This allowed all of us to feel comfortable around each other and was a way of bringing out the best in us throughout this project.  If members are not happy or comfortable in a group setting, then they are most likely not going to want to contribute their best work or their time to the group.  

Classical Managing Style

After going through the interviewing process our team had a plan to use a classical management approach. We began with the division of labor principle of organizational structure.  Division of labor is the idea that members are assigned to a limited number of specialized tasks (Miller, 2009, p. 19).  Using this process we assigned each member a specific job description. As stated in our contract we were each assigned to different jobs according to our strengths. Kristie was assigned to speaking with the basketball coach; Sarah was assigned to speaking with the Youth Empowerment Center and others had their own individual assignments. In the first weeks we were very successful in using this method, Kristie was the one person that was in contact with the Longwood basketball team. Our team also incorporated the scalar chain principle of organizational structure.  The scalar chain principle is based off of the idea that a strict vertical hierarchy is limited to a vertical flow of communication (Miller, 2009, p. 19). We also had our way of communication limited to a vertical flow. Crissy and Sarah as team leaders would discuss plans and assign tasks to the other group members, they would also map out a list of upcoming deadlines and see what we needed to have accomplished.  


However as the weeks went by small changes began to occur that were outside of the classical management process. For example it was hard for Sarah to be the one person that stayed in contact with the Youth Empowerment Center because she had night classes two out of the three days that the center was open so others began contacting the center. As we began to feel more comfortable within the group there was a sense of equality rather than a hierarchy. We began sharing the tasks that were specifically assigned to members, when members were feeling overwhelmed about all of the tasks that needed to be completed. This lead to some confusion, however it prevented the group from feeling overwhelmed. 

Active Experimentation

The classical approach of management worked well in our team to guarantee that all tasks for the event would be taken care of and all of the project details would be accomplished on time. Although this worked well, our team believes that if we stuck with the division of labor principle of organizational structure, things might have worked out more smoothly, with less confusion, and other team members would not repeat the same tasks. Division of labor is an idea concerning specialization, which means that every individual person has a specific function in an organization or in our case our Inspire Incorporated team. Each person’s individual functions are unique, but in the end every function is necessary for the proper operation of the team to run effectively and efficiently (Miller, 2009, p. 19). In the beginning of the semester each individual team member knew what their duties and responsibilities were as stated in our contract according to job descriptions. With this division of labor and specialized tasks for each team member we had less confusion. As the semester progressed tasks became blurred among team members and we were constantly unsure as to who was responsible for what.  Our team experienced some confusion when we were not sure if certain details for the event were getting accomplished. For example, one of Sarah’s main responsibilities was to work with the Longwood Police Department to find a volunteer police officer for the event. On the day of the event she went to the police department to ensure that we were ready and able to host our event. After she left, two other group members went to them to discuss the event not knowing that Sarah had already taken care of her specifically assigned duties. If our team would have allowed Sarah to do her assigned tasks and not have gotten involved then we would have been more effective and not have done the same task more than once. Our team suggests that sticking to the ideals of division of labor would have helped strengthen our organizational communication. We suggest that our team would be most efficient and effective if each member was responsible for their initially assigned responsibilities.  

Conclusion


Overall, despite our challenges, our team believes that our event was successful.  We feel this way because we exceeded our initial goals and have been asked to do this event again in the future.  As previously discussed, we evaluated our organizational communication by using the Decision-Making Process, Maslow’s Hierarchy of Needs, Communication Technology, and Classical Managing Style.  We also examined how the classical management style provided an opportunity for growth in our organizational communication.  Throughout this project we have learned the tools necessary to be an active member in future organizations.  
Works Cited

Miller, K. (2009). Organizational communication approaches and processes. Boston, 
MA: Wadsworth Cengage Learning.

[image: image2.png]



[image: image1.png]




[image: image1.png][image: image2.png]