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ABSTRACT

This paper takes a critical view of the prevailing notion that organizations are places of rationality where emotions and emotionality should be avoided if they are to be run effectively. This critical stand is supported by empirical evidence illustrating how feelings and emotions pervade everyday academic encounters and decision-making. Three stories regarding the ‘emotionality of violation’ (Hearn and Parkin, 2007), recollected by women academics, are used to illustrate this argument. The first story is about compliance to a masculine work culture and fear for not being accepted as ‘one of the boys’. The second one is a story about injustice and the mismatch between the institutional rhetoric of merit and the informal practice of gender discrimination. The last story is about the gendered work practices of a patriarchal system and anger in the face of sexual harassment. The paper concludes that feelings and emotions influence everyday interactions in academic organizations and that the divide between emotionality and rationality is a fallacy. Moreover, the gendering of the ‘emotionality of violation’ shows that emotions are relational, making possible to argue for the ‘sociality of emotion’ (Ahmed, 2004).
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INTRODUCTION

In general, work in organizations is depicted in the literature as something that is done with the head, rather than the heart. As pointed out by Fineman (1993), the Weberian notion of an ideal bureaucracy purely rational and rule-oriented is constantly challenged by the fact that organizations are constructed through people with personal needs, goals, skills and preferences that collide, comply or collaborate in ways that make organizational life “irrational” and “emotional”. 

The origins of rationality as an administrative paradigm are associated with the dawn of the Industrial Revolution and the widespread emergence of large organizations (Ashforth and Humphrey, 1995; Domagalski, 1999; Putnam and Mumby, 1993). According to the Weberian principles of the rational-legal bureaucracy, the closer an organization gets to a bureaucracy, the more it becomes “dehumanized [and] the more completely it succeeds in eliminating from official business love, hatred, and all purely personal, irrational, and emotional elements which escape calculation” (Ashforth and Humphrey 1995, p.101). Emotions are associated to expressive areas of life, not to the instrumental goal orientation that drives organizations and makes them effective. From this viewpoint, emotionality is the opposite or absence of rationality and emotions regarded as organizationally dysfunctional (Ashforth and Humphrey, 1995; Domagalski, 1999). The end result is that individuals’ emotional experiences are overlooked and devalued (Domagalski, 1999; Putnam and Mumby 1993). 
This paper takes a critical view of the prevailing notion that organizations are places of rationality where feelings and emotionality should be avoided if they are to be run effectively. The paper illustrates the need to consider the role of “emotion” and “emotionality” as opposed to “reason” and “rationality” in everyday individual encounters and organizational practices. Through the personal experiences of women academics, it is shown that the refusal of emotions leads to dysfunctional work behaviours inside work organisations and to interpersonal conflicts that expose the limits of organizational rationality. Feelings of fear, anger or injustice make part of everyday professional encounters in academic organizations.
The paper is organized as follows: first we present a brief literature review centred in the concept of organization violations, the gendering of violations and its liaison to emotionality and feelings at work. Secondly, we describe the study design assuming a social constructionist perspective of organizational analysis. We believe that work feelings are more accurately and fully represented in stories about group life at work. The study results are presented in three stories, retold by women academics, that illustrate the relationship between organization violations, the gendering of sexuality in academic scenarios, and the display of feelings and emotions, that are representative of the ‘emotionality of  violation’ (Hearn and Parkin, 2007). We conclude the paper with ideas about the importance of recognizing the ‘emotionality of violence’ and its gendering in order to build violation-free organizations.
ORGANIZATION VIOLATIONS: ITS MEANING AND SIGNIFICANCE 
Hearn and Parkin (2001, 2007) suggest a framework for analysing organization violations, gender relations and emotions. The authors consider three levels of organization violations ranging from (i) macro-structural violations and oppressions within and through which organizations are formed and reproduced in a context of global, national and local structural inequalities and violations; (ii) to meso-level, direct physical violence, sexual harassment and bullying. The meso-level refers to the organizational domains in terms of the extent of their social power as well as their internal organizational structures, hierarchies and power relations; (iii) and micro-level violations that may be defined as gender-neutral management practices or decision-making. Thus, the micro-level is that of the day-to-day organizational processes and cultures of power and authority through which people are exploited and violated. 

Taking in consideration the different levels of violation and forms of oppression, Hearn and Parkin (2007, p.163) define organization violence:

“as those organizational structures, actions, events and experiences that violate or cause violation or are considered as violating. They are usually, but not necessarily, performed by a violator or violators upon the violated. Violence can thus be seen as much more than physical violence, harassment and bullying. It can also include intimidation, interrogation, surveillance, persecution, subjugation, discrimination and exclusion that lead to experiences of violation” 
Moreover, there is a clear relationship between violation and the gendering and sexualizing of organizations (Hearn and Parkin, 2001, 2007). Burrell and Hearn (1989, p.13) advocate for a new meaning of sexuality (refusing for its silent inclusion in the organization of production or its total exclusion), in at least two ways: (i) to see sexuality as an ordinary and frequent public process rather than an extraordinary feature of private life; and (ii) to see sexuality as one aspect of an all-pervasive ‘politics of the body’, rather than a separable, discrete set of practices. 
If we consider sexuality as making part of the political play, then we acknowledge its pivotal role in the analysis of current imbalances of power between genders. For instance, micro-level violations often entail particular groups of men routinely producing violations, for example, through perpetuation of men’s dominant organizational cultures. Masculinization of workplaces sets the norms by which women who seek to join must behave and of what is acceptable in the expression of emotions (Hearn and Parkin, 2007). 
Thus, emotions flow in work settings and this is particularly evident when researching the ‘emotionality of violation’ (Hearn and Parkin, 2007). According to the authors (2000, 2007) organization violations involve the damaging event(s) and emotional responses to damage, and are embodied, material and discursive. The organizational relationship between the violator and the violated is a crucial issue in understanding how violence and violation relate to organizational dynamics. Such relationships might include violence between workers and managers, between organizational peers and/or between clients and professionals. According to Hearn and Parkin (2007), the enactment of violence may involve positive (pleasure in winning, sadism, conquest) and negative (anger, self-disgust, guilt, and depression) emotions. Situations of organizational crisis, work stress, time pressures or strong internal competition may act as triggers of organization violations and workplace cultures are important in constraining or facilitating the emergence of violence. 
In this respect, Wright and Smye cited in Hearn and Parkin (2007) have identified three kinds of corporate abuse: extremely competitive, win/lose corporate cultures in which people strive against their colleagues rather than with them; blaming cultures in which people are frightened to step out of line; and sacrifice and overwork cultures which involve people putting their jobs and their work above their personal and social lives and well-being to the extent that they become ill. In this type of workplace cultures violation may become part of the informal goals or taken-for-granted practices of the organizations. 

The next section looks at the concept of emotions and work feelings and its liaison with the gendering of organization violations.

EMOTIONS AND WORK FEELINGS AND ITS GENDERING INSIDE ORGANIZATIONS
Emotions are regulated inside work organizations because of its disruptive power and its inherent irrationality. As Ashforth and Humphrey (1995) underline there is a pejorative view about emotion and frequent attempts to control the experience and expression of emotion in organizations. This is even more evident in the case of violations and the gendering and sexualizing of organization which inevitably lead to negative feelings and emotions that disrupt the orderly functioning of work. However, we contend that this belief is simplistic and that the pejorative view of emotion is not accurate. We believe that emotionality and rationality are interpenetrated and that they work better in a dialectic manner. If we adopt a holistic perspective, we realize that emotions and feelings are part of our lives just as cognitions and rational logical thinking. In fact, it is impossible to relegate emotions to the private sphere or to impose that we, as ‘public individuals’, act in a purely logical way.

According to some authors (Ashforth and Humphrey, 1995; Sandelands and Boudens, 2000) emotions are a natural and inseparable concomitant of task activity and the experience of work is not limited to descriptions of job satisfaction. Thus, emotion is assumed to be a subjective feeling state. This definition includes basic emotions (joy, anger, love) and social emotions (shame, guilt, and jealousy), as well as such related constructs as affect, sentiments, and moods (Ashforth and Humphrey, 1995). 
As Sandelands and Boudens (2000, p.47) state “feeling is how social life appears in consciousness”.  When people talk about their work, they talk mostly about other people and the sense of belonging to a group or not. Frequently, when talking about work people tell stories about group life and the feelings it entails. They talk about relationships, about the intrigues, conflicts, gossips and innuendoes of group life. They talk about their friendships and the importance of camaraderie at work. Thus, feeling has mostly to do with the life of the group, with its dynamics than with the content of the work itself. Moreover, work feeling appear embodied in the sense that it entails emotional states and physical reactions visible in the display of feelings of anger, pain, envy, joy or love. Very common are negative feelings, in which a person is angry or hurt at another person or circumstance. 
In spite of emotions being ever-present in organizations, Ashforth and Humphrey (1995) point out the different ways of regulating and expressing emotions in work settings. The “buffering” is an attempt to compartmentalize emotionality and rationality and is used to segregate potentially disruptive emotions from ongoing activities. Given that emotions are often viewed as the antithesis of rationality, organizations frequently seek to buffer their functioning from potential sources of emotion. For instance, organizations might promote a work culture unsupportive of personal and family matters because they are afraid of the potential disruptive effects of emotions to work performance. Or they might regulate how people display their bodies and present themselves in everyday encounters. On the other hand “suppressing” emotions involves the socialization of individuals to disguise emotions that could disrupt role performance or to display only prescribed emotions. Therefore, “prescribing” is used to specify socially acceptable means of experiencing and expressing emotions. Finally, “normalizing” is used to diffuse or reframe unacceptable emotions to preserve the status quo. For example, given their counter-normative quality, emotional outbursts are frequently followed by an apology, that is, an acknowledgement of at least partial responsibility and an expression of remorse.  
Moreover, we address the ‘emotionality of violation’ (Hearn and Parkin, 2007), and the persistence of organization violations, in relation to the gendering of violations and sexuality. According to Joan Scott cited in Hearn and Parkin (2001, p.7):

“Gender involves four interrelated elements: first, culturally available symbols that evoke multiple (and often contradictory) representations. Second, normative concepts that set forth interpretations of the meanings of symbols, that attempt to limit and contain their metaphoric possibilities. These concepts are expressed in religious, educational, scientific, legal and political doctrines and typically take the form of a fixed binary opposition, categorically and unequivocally asserting the meaning of male and female, masculine and feminine. (…) The point of new historical investigations is to disrupt the notion of fixity, to discover the nature of the debate or repression that leads to the appearance of timeless permanence in binary gender representation. This kind of analysis must include a notion of politics as well as reference to social institutions and organizations – the third aspect of gender relationships. The fourth aspect of gender is subjective identity. (…) To examine the ways in which gendered identities are substantively constructed and relate their findings to a range of activities, social organizations and historically specific cultural representations.”

Western culture devalues the display of emotions and feelings while equating rationality with men and emotionality with women. But emotions serve essential relational needs (Domagalski, 1999; Fineman, 1993; Putnam and Mumby, 1993) and should be valued in everyday organizational encounters. We emphasize throughout the paper the significance of gender and the gendering of dominant patterns of violation in academic organizations. In this, we recognize the interrelations between the persistent assumptions of women as the main ‘carriers’ of emotionality and sexuality in organizations, and the display of emotions and feelings attached to the occurrence of violence and organization violations. 

DESIGN AND METHOD

The paper adheres to a social constructionist perspective of the world in the sense that it takes a critical stance toward the taken-for-granted ways of understanding the world (Burr, 1995). In this sense, we acknowledge that the categories and concepts we use to understand the world are historically and culturally specific and cannot be decontextualised. As Burr argues (1995, p.4) “the particular forms of knowledge that abound in any culture are therefore artefacts of it, and we should not assume that our ways of understanding are necessarily any better (in terms of being any nearer the truth) than other ways.”  Therefore, what we regard as the truth and our ways of understanding the world, are product not of the objective observation of the world, but of the social processes and interactions in which people are constantly engaged with each other. We are interested in understanding the social practices engaged in by people, in this case academics, and their interactions with each other. Moreover, we believe that “explanations are to be found neither in the individual psyche nor in social structures, but in the interactive processes that take place routinely between people” (Burr, 1995, p.7). 
Moreover, we are especially concerned with the way academics’ accounts of themselves are constructed like stories or narratives, that is, the ‘reality’ that they are able to construct through language (Burr, 1995). More specifically, when people name a feeling at work, they follow it up with a story about an event at work that exemplifies the feeling. Like Sandelands and Boudens (2000) we assume that narratives organize personal experiences into coherent wholes and give meaning to people lives’ and everyday encounters. 

Thus, we looked at stories and narratives of work to understand how women academics manage feelings and emotions triggered by organization violations and the gendering of dominant patterns of violation in academic organizations. By representing feeling at work, stories and narratives collect and communicate those feelings and emotions that would be difficult to express otherwise (Sandelands and Boudens, 2000). Feeling at work is a non-intentional awareness of the life of the group and is symbolized figuratively in stories and narratives people tell about they everyday encounters. Like Sandeland and Boudens (2000) contend stories are a crucial way that people learn about who they are and who they like and dislike at work. 
The initial study focused more broadly on the work-family relationship and academic’s career development. The findings presented in the paper originate exclusively from the analysis concerning the career development of academic women. Overall, we interviewed forty-seven women between the ages of 26 and 65 years old. Thirty four women had children and eighteen of them were mothers’ of at least one child under the age of 6. Most women were married or living with a partner, but we also interviewed a small number of divorced women (6 women). The women in the study belonged to different Portuguese public universities, located predominantly in the north part of the country. They were distributed, more or less evenly, between the assistant and professorial levels. 

Most participants were selected randomly from faculty lists, though others were personally contacted using a snowball sampling technique. Participants were first contacted by e-mail and offered a brief description of the nature and goals of the study. All interviews were conducted by the same researcher and lasted between one and three hours. A protocol was used and the interviews were tape recorded and transcribed. 

The analysis involved an initial reading of the transcripts of each of the interviews by the researchers to get a general sense of their content. This was followed by numerous further readings to sort out common themes and points of difference in the interviews, with the aim of analysing the transcriptions by the software program N4. Concepts were generated from both the data analysis and the literature review. Each interview contained stories related to a particular subject. These stories were identified and then categorised by theme. Theory emerged from raw data through a systematic, redundant and cumulative categorisation of the data by a particular theme (Miles and Huberman, 1994; Rubin and Rubin, 1995).

The interviewees spoke about their accomplishments at work, the aspects they liked and disliked in the academic profession, and the obstacles and opportunities faced in career development and progression. Thus, they told stories about the life in the group (Sandeland and Boudens, 2000) that represented personal accounts of organization violations and the gendering of violation, coloured by feelings of fear, anger, envy and shame. The display of the body is also omnipresent in all the stories and in the ‘emotionality of violation’ (Hearn and Parkin, 2007).
THREE STORIES ABOUT THE ‘EMOTIONALITY OF VIOLATION’ 

The first story is about compliance to a masculine work culture and fear for not being accepted as ‘one of the boys’. The second one is a story about injustice and envy and the mismatch between the institutional rhetoric of merit and the informal practice of gender discrimination. The last story is about the gendered work practices of a patriarchal system and anger in the face of sexual harassment.
Joana story about masks or about the best way to look like ‘one of the boys’
Joana (fictious name) is an assistant in the field of Law who works at a university which is known in Portugal, for its conservative ways in terms of academic customs and traditions and which has been for many years a male stronghold. Joana is married and she is 34 years old. She has 2 small children, two boys, 8 and 4 years old:
“The fact that I am a woman influences the relation with other colleagues. Because… imagine that I spend a whole day in oral tests with a teacher I work with, who’s a man. Obviously this type of relation and the kind of talks he has with me is different from the talks that he would have with a man… there’s always things, jokes, that you don’t share with the students, but that you’d share with your colleague on the way out. Imagine a girl that is wearing a short skirt. He does not make any comments to me but he probably would if I were a man. And the other way around as well. Imagine that I was working with a female teacher, we’d probably feel more comfortable to say that the boy was good-looking or something. If I’m with a male colleague I make no comments…and that makes interpersonal relations easier, working all day and doing oral tests. If the complicity exists, the relations are more comfortable. (…)
There’s another teacher that once in a while shares his comments about the assistant’s clothes with me … comments like: “don’t you think that the skirt could be a little bit longer or don’t you think that she should wear a jacket, etc…” or then, once in a while, we are walking around and we see the teachers or the students looking at someone looking like they checking someone out and not looking at him/her to say hello. And then, I defend myself a bit there. On the one hand, I always dress conservatively… well, I always wear a jacket, but the blouse may have a bit of a cleavage. Well, because I don’t always totally fit in the scene.

But that’s it, there are no fingers pointing at me, no one has anything to say in terms of looks, image… On the other hand, imagine for example if I had to talk to a male teacher right now. Maybe I’d button up the jacket (she points at the button) and that’s a way to defend myself. And how? When I’m talking to them, it’s always about work, and then the type of clothes is not important. I find a way to make them feel like they are talking to a colleague and not to a woman! So everything that is in front of them is no longer interesting because in terms of clothes, what I am wearing, it’s not too appealing. If it’s as discreet as possible it helps them to take me more seriously.

And when we start to talk, if I open my mouth, and if what I say has solid bases, they start talking to me as colleagues. So there’s no discrimination. Firstly there is no discrimination, because what I say has solid bases. It’s not rubbish. Things have weight and consistency so they cannot discriminate because there’s value. On the other hand if they’re not even looking at the rest, they pay more attention to what we are saying (laughs). And therefore, I am careful in the way I dress, I try to dress discreetly. Longer skirts, I try to wear two-piece suits. I never wear straps or short shirts to college; unless it’s summer, because I’m at a college where male teachers always wear a suit and tie whether it’s summer or winter. For example, they only take their jackets off if they have a vest underneath. Otherwise they have to say they are sorry for taking their jackets off because it’s too hot! There’s no way they would roll up their sleeves!!(…) that’s the strategy and so, I think that we can talk more openly. I try to make them forget that they are talking to a woman and try to get them to talk to me as a colleague.”
Organizations have a long tradition in ignoring and dismissing sexuality and the body from everyday interactions, as if people were immaterial and not made of flesh and blood. By reading Joana’s story we realize how sexuality is important and how the display of the body can be managed to convey certain (fake) images. Joana has to look like one of the ‘boys’, when she says that she wants to look like a colleague, she’s obviously thinking of a man. Joana wants to be considered a serious academic in a male work culture, and has realized that she has to mask her gender identity by ‘building’ and presenting a ‘neutral’ (asexual) body in everyday interactions. She has her own dress code and has developed strategies for managing gender and sexuality, protecting herself from sexual innuendos and jokes. Joana does not speak bluntly about emotions or feelings related to the everyday masking of gender, but the need to be accepted is implicitly related to the fear of being rejected (or not taken seriously as an academic), and the fear of possible sexual harassment and violence. The sub-text of the ‘emotionality of violations’ is ingrained in her story.
Similarly to the results in Sheppard (1992) study being a woman in a male-dominated environment requires a constant vigilance regarding gender and sexual self-presentation. Joana observes the power imbalance, and she perceives the danger of not being able to participate fully in the academic system and of not being heard. The emotional management that Joana makes, and that requires the masking of genuine emotions and the unfeasibility to relate in an authentic manner to male colleagues, is the price that she is willing to pay for being accepted as ‘one of the boys’. She has developed strategies that include dressing conservatively, be careful with language and self-presentation and with the relationships with male peers. The negative side of this strategy is that deep down Joana’s body masking creates feelings of discomfort and caution and the impossibility of developing authentic and positive relationships (and emotions) at work. Joana has learned to manage her feelings by masking her gender and acting like if the (female) body could be disguised.
Maria story about (de)appreciation of merit, the feeling of ill-wish and the refusal to be a toady
Maria (fictious name) is an associate teacher in the field of psychology. She is 41 years old and she’s divorced. She has a teenage soon, aged 15, who has been in her care since her divorce, when he was still a baby. This is a story that reflects upon feelings of gender discrimination and envy from colleagues. Maria believes it to be due to the fact that she is the daughter of a well known professor. That fact has always led others to question her true value and brought about the intrinsic need of always having to prove her worth (to herself and others):
“My career progression was always based in a lot of investigation. And then I found out that I was competing against people! This is a stupid thing about our careers, the way they are organized. The first time I applied to be an assistant and I didn’t get the job I was sad. I knew that I was competing for that position against such and such. In fact at the time I was told “Ah, you have to understand…” Now, thinking back, what did they tell me? The other colleague “poor guy, he was forty five and he was a man, so the career was more important for him than it could possible be for me!”

Interviewer: only because of the fact that he was a man?

Interviewee: yes, only because of the fact that he was a man. But I think I was discriminated against! I don’t know… You know, it’s a bit complicated to assess the objectivity of curriculums. But even when I started as an assistant there were people who questioned it as well.

Interviewer: and why?

Interviewee: they questioned it because they said that the criteria used were American evaluation criteria (laughs). The criteria in the second application were more objective. It considered the number of publications, financed investigation, etc, and that’s why they said that the criteria were more alike American evaluation. Our criteria are more concerned with other aspects of the career.

Interviewer: But after the second application you became an assistant?

Interviewee: yes, I did. But I’d rather not talk about that…
Interviewer: but did you feel you were being hindered in your progression…

Interviewee: It’s because suddenly I found out that this was a very competitive system. And it wasn’t supposed to be. It should only be based on our curriculum. I had more than enough merit! I know curriculums from full professors in my department who do not have the curriculum I had when I was an assistant, right? But OK, that’s also because times are changing. I never felt like…I think that people still strongly feel – and us women too – that men do have more merit!(…) I think that we live in a  society, here in Portugal, where people think that men have more merit! I think that when it comes to women’s career progression there are several elements to be taken in consideration, but I don’t think that family is the only one that counts. Of course it does count, because I think that women allocate more time to family than men do. But it’s not only that. I think that it’s also related to the fact that people think that men have more merit and that they deserve more important positions (…) because people still think that men are more intelligent than women. I think that the stereotype is still very much present in our society. I would say so. Listen to what I have been told: “Oh, poor guy. He’s about to turn forty five and this is very important for his career. You must understand, he’s a man and these things are more important to men!” and that’s the explanation I was given at the time.

Interviewer: and you accepted that explanation or not?

Interviewee: I did, because… honestly it’s not that important for me. Because I know I have qualities. And therefore, if I’m not an associate or a full professor today, I’ll be tomorrow! It’s not worth it, to be there insisting! I mean, for me it’s not important. Because the competition that may exist is with myself, and I know that I have merit. And I’m not a “career addict”, no. The things I did throughout my career were not focused on reaching a certain level. I did them because I enjoyed doing them! I enjoy doing them a lot! A lot!

And… the subjects that I study, it’s because I like them. Of course, that if in the middle of all of this, we receive recognition for what we are doing as well, it’s more pleasant than just not receiving any recognition at all. Even though… I must confess – and it’s good for us to say this – I’m probably more valued abroad than here! (laughs) I don’t know. I think that it also depends on how people position themselves, right?

And it’s true, I’m a bit insubordinate, I’m not a toady. Socially I’m not very well connected, and I’m not a “career addict”… I do things on my own rhythm and according to the pleasure I get from doing them. And I can make huge sacrifices for my work and for the quality of my work, but I can’t make sacrifices to obtain things other than by the intrinsic merit of my work. I’m not capable of listening to that person only because she’s important or because it can be beneficial to me to be seen there by him or her. No, I can hear that person if in fact, I think that she has something important to say to me. If she doesn’t I won’t go there!

If my department asks me: “Ok, we need you to go and represent our department” I’ll go! Right?! I will. They tell me “we need you to do this because it’s for the good of all of us, our department. Then I’ll go!” But if it’s considering my own good, no! There I’m morally untouchable. All my professional relations were based in extreme loyalty and much affection, a lot of friendship and therefore, never for secondary reasons. Maybe I have this notion of myself like I don’t need it and that I am so good that I don’t need it! (laughs) I prefer to think that way. (…)
All that I did obtain, I never used my father’s name to obtain it. I never asked him for any favors! You know that sometimes it was painful for me. I remember, for example, when I finished my PhD I was happy. I endured three hours of questions and I remember hearing comments like “Ah, Ok then, with her father in the room how could she be mistreated!” How was it supposed to be? My father wouldn’t come to his daughter’s PhD? Listening to that kind of comments hurts. Actually I believe there’s jealousy and envy. There is in fact some envy and the explanation that people often find for other people’s success is based on things that are exterior to their qualities. When sometimes I’m told that “oh, you have so many projects from FCT (Foundation for Science and Technology) that are financed” I usually answer “look, you know, it’s because of the eyeliner, actually I didn’t put it on today, but when I use the eyeliner, it’s just like that!”.

Maria’s story is about gender discrimination in promotion processes and feelings of being envied and mistreated by some colleagues (of both genders).  Her story tells us about emotional abuse: “a central defining element of emotional abuse is that it involves repeated or persistent hostility over an extended period of time, thus creating a psychological work environment akin to being under siege” (Keashly and Harvey, 2006, p.96-97). The forms of mistreatment are about hostile relationships and in Maria’s story the ‘emotionality of violation’ (Hearn and Parkin, 2007) is visible in feelings of unfairness and sadness. Maria values camaraderie and honesty in work relationships and expects to be rewarded according to a system that values merit. What she realizes along the way is that academic merit has multiple meanings not always clear or based in objective or fair criterions of performance evaluation. In the process, and contrary to Joana’s strategy to deal with organizational gendered violations, Maria refuses to wear masks. She speaks about women’s lower feelings of entitlement and the fact that women, in general, still expect to have fewer rewards than men. Thus, Maria resents and blames other women for complying with a system of rewards that reinforces male privileges. Additionally, Maria does not take part of male informal networks, and she rejects impression management strategies of self-praise. She does it consciously, willing to pay the price of feeling isolated and alone and the target of envy. In contemporary organizations, envy is omnipresent and has serious and destructive consequences on organizational life (Vidaillet, 2008). As Vidaillet argues we live in work organizations based on management systems that reinforce the destructive effects of envy by promoting systematic comparison and mimetic processes. Envy appears disguised in the form of intense rivalry, excessive individualism or a toxic working atmosphere. In a sense, Maria feels bad about an academic system that induces envy and other negative feelings of extreme competition and rivalry between peers and of a work culture that subtly discriminates against women. She copes with it by making use of irony and by joking about her ‘feminine attributes’ and beauty – emotions appear once again embodied.
A story about patriarchal work cultures, sexual harassment and violence hiding: ‘Chaque professeur à son chien et son assistant’
Ana is a professor in the field of natural sciences. She describes herself as a successful woman for whom a career represents a mission in life. She is 57 years old. She has been divorced for several years and is the mother of two adults, a boy and a girl aged 35 and 31:
“I think that because I’m a woman, I often had to work twice as much as men!” yes, I believe so. Honestly I do. I think that women always have to show that they are better. Men don’t. But at a certain point in time, when I was an assistant, I felt like I had to work a lot more than my male colleagues to prove that I was competent. Maybe afterwards things changed… for example, the professor I worked with at the time preferred to have men in his team. Women always had to be very good to be in his team. (…) I think that it was a matter of chauvinism pure and simple! It was just chauvinism!

Look, for example, we had an old van in the lab – when that professor was running the lab, now I am – he (the director) wouldn’t let women drive. However, the only time he drove the van he had to ask me to drive it because he couldn’t. And I’ve always been and excellent driver – I drive since I was 12 – my father taught me. Many years ago, he knew the chief of police, so I would drive without a driving license. So you see? And the professor knew that. I never had any accidents and so, you see, those kind of things. Can you imagine? We wanted to collect items on the field and we had to have a man with us to drive the van? Unbelievable. Right? (…)

Amazingly a French teacher once tried to rape me. It was unbelievable! I mean… it wasn’t exactly a rape attempt. How can I say this? I was in the office and this teacher was here with his wife – he was in his late forties and I was in my twenties – and he tried to force a kiss on me and he ripped my blouse. An awful thing! I was terribly upset. But he had nothing to do with me; he was a friend of the teacher I was working with. And this French teacher told me: ‘chaque professeur à son chien et son assistant’. He said (laughs).
Interviewer: and how did you handle it?

Interviewee: I told my boss, but he told me straight away not to say anything! Not to say anything, of course, because people would think badly of me. And so, it was silenced. But I mean, it wasn’t really … But it was awful, you have no idea! I was so upset and cried my eyes out. And that had to do with the fact that I was a woman and at the time a young assistant. I was a young assistant and he used to say: “each professor has his dog and his assistant”. I told him: that, only in France!

Ana’s story is about an episode of sexual harassment that happened in the beginning of her career and that she recalls as the most stressful experience that ever happened to her. The feelings of anger for being sexually abused and disrespected remained, however, silenced by a patriarchal work culture that blames the victim and believes that women have to be put down each time they defy male authority and privileges. Having taking action to stop the perpetrator and make the harassment known formally within the organization, Ana suddenly realized that she would be the one to be humiliated and ashamed. 
Additionally, Ana described several accounts of sex discrimination manifested in professional diminution at the beginning of her career: less access to institutional resources and working twice as hard as male colleagues to prove her worth to the male professor she worked with. Ana points out the systematic devaluation of competencies and the persistence of patriarchal practices that confine women to a subordinate position and reinforce the image of the incompetent women. Referring to academia, Katila and Meriläinen (1999, p.6) argue that the patriarchal dominant discourse reflects the “stereotypical categorisations of women’s identity”. Women’s identity is related to the body and emotions while men’s identity is related to the mind.

Ana was one of the first Portuguese academic women working in the field, she recalls proudly. The price she paid for building a successful career was to work hard to improve a powerless position inside academia, with the emotional cost of hiding any feelings of anger or sadness for being sexually discriminated and professionally devalued.
CONCLUSIONS

The stories told by this small group of female academics clearly show how emotional life continues to remain one of the most subtly problematic areas of organizational life. The assumption of rationality as opposed to emotionality is still pervasive in many organizations. Recognition of emotions, along with gender, sexuality and violations, as part of organizational worlds is slow (Hearn and Parkin, 2007). The way to greater equality and violation-free organizations is not just around equality of opportunity but around the gendering of acceptable emotional expression. 

We also recognise the need to reject a hierarchy of organization violations, whereby physical violence is seen as the most severe and everyday violations as less important. The stories of Joana and Maria show that all types of violations bring emotional responses and that the day-to-day sexism can be more emotionally harmful and damaging than a single physically violent event ((Hearn and Parkin, 2007).
Additionally, the stories recalled by Joana, Maria and Ana illustrate how organization violations bring harmful emotions, and one form of violation is precisely the violation of emotions (Hearn and Parkin, 2007).  The processes by which organization violations have been described by these women academics are similar in that each proceeds through dynamics of being voiced and being silenced and kept unspoken. Why it happens is unclear, but some reasons can be given: fear of loosing their jobs or professional credibility; lack of confidence or low self-esteem and self-blame; the envisioning of difficult legal procedures or the fear of further intimidations and retaliations. The fact is that naming and voicing of violation do not automatically leads to creation of policies and practices that lead to free-violating working environments (Hearn and Parkin, 2007).
Like Ahmed (2004) we believe that emotions should not be regarded as psychological states, but as social and cultural practices. The stories told by these academic women show how the male working culture and the gendering of sexuality reinforce organization violations. The literature has drawn attention to the implications of the changes taking place in higher education and the ideology of the New Public Management (Barry et al. 2001; Hood, 1995; Parker and Jary, 1995; Thomas and Davies, 2002). Some current developments in higher-education involve changes in funding criteria with severe financial cutbacks, most notably in research; an ideological challenge to the role and function of universities with an emphasizes on the market and the client; and a move towards discipline and parsimony on resource allocation with the implementation of explicit and measurable standards of performance (Hood, 1995; Thomas and Davies, 2002). As a result, an increase in regulation and monitoring of both institutions and individuals, a decrease in the work autonomy of academics, and an emphasis on competition, and individual measures of work performance related to teaching and research are taking place (Barry et al. 2001; Thomas and Davies, 2002). The end result seems to be the “McDonaldization” of universities, a system centred on outputs, measures of individual performance, very similar to the Taylorist assembly line (Parker and Jary, 1995). 
Portuguese institutions of higher education are following the same path that has been described elsewhere, which also explains why organization violations remain unspoken and silenced. The hiding of emotionality in academia helps in promoting and maintaining gender violations and inequities. We argue that the purposeful silencing of the ‘emotionality of violations’ and  its gendering and sexualing inside organizations constitutes fertile ground for the continuance of workplace cultures that appear gender neutral, hiding emotions and feelings under a rationality veil.

In this respect, the concept of “bounded emotionality” suggested by Mumby and Putnam (1992) challenges the myth of rationality and the male-centred assumptions that underpin Simon’s organization construct of bounded rationality, and argue for an alternative mode of organizing. As suggested by those authors, the concept of “bounded emotionality” refers to an “alternative mode of organizing in which nurturance, caring, community, supportiveness, and interrelatedness are fused with individual responsibility to shape organizational experiences. Individualizing is joined with relatedness. Bounded, then, refers to an individual being able to recognize another person’s subjectivity, a state that is necessary for producing understanding or interrelatedness. Individuals are constrained by their commitment or responsiveness to others” (Mumby and Putnam, 1992, p. 474). They also highlight the communicative role of emotions and the sense of connectedness and understanding that emerges from shared emotional experiences. The predominance of the emotionality/rationality dichotomy is reinforced by language duality and gender role expectations, and by established social structures that grant privileged status to a male worldview, one that defines emotionality as antithetical to rationality. But as Putnam and Mumby (1993) pointed out, the rationality/emotionality dualism is socially constructed and, therefore, opened to change. The overrationalized view of organizations, and the consequent attempts to regulate and suppress emotion, has made it difficult to recognize the pervasiveness and utility of emotions in organizational life (Ashforth and Humphrey, 1995), and as rendered invisible the emotionality of organization violations and its gendering and sexualing. Thus, we need to bring emotions to the limelight if we want to create violation-free organizations, or as Ahmed (2004) puts it we have to recognise the ‘sociality of emotion.’
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