LECTURE 1 +2 – CHAPTER 1 – Introduction 

· Communication:
· Process of making sense out of the world & sharing that sense with others.
· Understand, describe, or explain.

· What is an Organization:
· Organization = construction of ideas, made up of symbols from inside + outside of the organization  symbolic construction
· Organizations have to keep changing in order to reflect the changing complexity of the environment in order to survive + succeed
· Requisite Variety = the internal complexity has to match the external complexity of the environment (and vice versa). Necessary for survival

· Intra-personal = with ourselves, self-talk, individual 
· Inter-personal = with 2 or 3 people, listening skills, feedback, perceptions
· Collective Activity = group dynamics/group interactions. Group decision making, group behaviour
· Intra-organizational = between teams/units within the organization
· Inter-organizational = outside of the organization. How the organization communicates with others (ex. Consumer behaviour  consumers are organizations outside of an organization) 

· Metaphors:
· Metaphors are the lenses we use to interpret & understand our reality
· Allow us to grasp unfamiliar concepts by imagining them in terms of concepts already understood
· Metaphors capture the essence but are partial – they don’t give us a whole picture

· VIDEO: Images of Organization – Matt Koschmann
· Conventional view = Communication WITHIN an organization Informational view of communication
· Container metaphor – communication flows within the container & communication is shaped by the structure of an organization (or container)
· Organization CONTAINS communication
· Communication is all about transmitting info throughout the “container” of the organization
· Organization is seen as something that exists separately from communication
· Communication is considered “organizational” only when it happens within these separate structures called organizations 



· “Flat earth” approach to communication = the conventional view
· Perspective that seems correct form a limited point of view because it “works” for much of our day-to-day lives but fails to account for the complexity of a situation
· Power, identity, gender, ideology, sexuality, etc. = “round earth” complexities


· New, deeper, alternative view = Organizations AS communication  Constitutive view
· Communication literally constitutes or makes up our social world
· Communication as the fundamental process that shapes our social reality
· Different people interpret the same messages differently 
· Process of continually creating & negotiating the meanings/interpretations that shape our lives
· This whole perspective takes into account the complexities of organizing human interactions

· Organizations aren’t natural
· They are created by people who have different values, motivations, abilities, resources, etc. 
· Organizations are the visible manifestations of human activity, of communication  they are never just neutral structures that exist apart from human activity 

· Constitutive view allows us to question + investigate organization’s realities/existence
· Provides strong explanatory framework to understand the complexities of organizations and communication
· Examples:
· See how certain views of masculinity/femininity are connected to communication practices
· How our very identities are often created/sustained through communication
· Can uncover hidden forms of power/control that are embedded in communication processes

	


LECTURE 3 + 4 – CHAPTER 2 – Organizations as Machines

Organizations as Machines – Mechanistic Theories
· Older, Industrial Revolution thinking 
· Industrial Revolution – going from a small mom & pop business to large factory mass production 
· Views organization as a well-built machine - metaphor
· Clearly defined functions, components (parts), predetermined goals
· Anticipated out-put + out-comes
· Management focused on planning, design, maintenance 
· Have the goals set in mind + get all the parts working in order to achieve the set goals
· Example: McDonalds is a modern-day mechanistic organization 
· Toaster analogy =
· A toaster has clearly defined functions/components on it + clear pre-determined goals (to toast bread)


Max Weber’s Bureaucracy  Focus on MANAGEMENT 
· Created the model of the hierarchical organization 
· 8 structural characteristics of the ideal bureaucracy:
1. Emphasis on organizational rules, control, and structure:
· Tall Structures = lots of control from above, large # of hierarchal levels, many layers to go through 
· Flat Structures = looser control from above, less levels of hierarchy, less layers to go through, facilitates delegation 
2. Centralized authority – concentrated on managers, clear lines of authority
3. Formal reporting relationships 
4. Specialization and expertise
5. Marked division of labour – breaking down of large jobs into many tiny components
· Emphasized:
· Rules + regulations
· Formal roles
· Detailed job descriptions
· Hiring the right person for the job
· Rationality + predictability
· Rationality = set a goal and figure out the best steps/actions to achieve set goal






Fayol’s Administrative Management  Focus on STRUCTURE
· Promotes logic, order, and structure in organizations
· Formed basis for schools of “Business Administration” – to teach people how to manage
· 5 tasks of managers:
1. Planning – developing strategic direction
2. Organizing – providing what is necessary to carry out the plan
3. Commanding – directing activity
4. Coordinating – communication + info-sharing of different units
5. Controlling – evaluating against the plan 


Taylor’s Scientific Management  Focus on EFFICIENCY + EFFECTIVENESS
· Measured & observed the way specific tasks should be done to enhance organizational effectiveness + efficiency 
· Scientific observation & analysis + intervention used to improve the way tasks are done
· “Time & Motion” Studies = 
· Used to determine optimal rate for a job’s accomplishment
· Led to things like the ergonomic triangle design of the kitchen
· Interested in time, reducing time, increasing productivity

· Principles of Scientific Management:
1. Responsibility for organization – rests with managers
2. Use of scientific methods – to precisely define work activities
3. Selection – of the right person for the task
4. Rigorous training 
5. Monitoring of performance

· Examples of modern day things that reflect the Scientific Management Theory:
· Fast food + factory work
· Ergonomics in tools + technologies
· Kitchen work triangle
· Training + development


Lillian Gilbreth – Mother of Modern Management
· “Time and Motion” studies conducted by Gilbreth =
· Emphasis on ergonomics
· Interested in motion & the efficiency of movement 
· Increased movement to increase productivity
· Resulted in kitchen triangle design  used to reduce steps taken + increase productivity



LECTURE 5 + 6 – CHAPTER 3 – Organizations as Organisms

VIDEO: “Metropolis” 
· Workers in the factory depicted as lifeless, joyless, emotionless, zombie-like, robot-like
· Same uniform, hard to distinguish from one another / walked in unison
· Dehumanized, deprioritized 
· Paralleled suicide-nets in modern day factories in China

Critique of viewing organizations as machines…
· Human based ways of looking at organizations 
· The dehumanizing nature of organizations as a machine
· Idea that organizations are “living systems” that need to be nurtured in order to thrive
· Have needs that need to be satisfied
· Terrarium analogy  organization as an ecosystem, an organization of plants within the same environment that all have different needs

“The Triple Alliance” 
·  Alliance of academics, managers, and military personnel came together to brainstorm the best way to manage organizations 
· Recognition of people in organizations
· People having complex needs that have to be met 
· Led to organizational communication as a field of study

· Human Relations School
· Human Resources School
· Systems Theory 


Human Relations School  Hawthorne Studies & Maslow’s Hierarchy of Needs
· Focused on fulfilling people’s needs & making them happy
· A happy worker is a productive worker
· Think Relations = relating to people, relationships, making them happy/satisfying needs

Hawthorne Studies:
· 4 sets of studies (1925-1931)
1. Lighting Studies
· Started out as an ergonomic study to determine optimal lighting levels
· People responded to being observed under the bright lights
· Changing environmental conditions = reaction 
·  “Hawthorne Effect”  when observed, people change         their behaviour
· Led to new considerations of research – when observing human behaviour you’re unsure if the way people are acting is how they normally would or it it’s because they’re being observed
2. Work Condition Studies
· Similar to the Lighting Studies but changed when they had breaks, etc.
· Same results as the Lighting Studies
· Modern example: 
· Alan Hedge, studied impact of environmental conditions on workers
· Colder temperature = higher typing error rate + working less
· Warmer temperature = less typing errors + worked all the time 

3. “Venting Interviews”
· People liked talking about their job/how they felt about it 
· They felt valued 
· They felt more motivated after the interviews  they worked harder  increase in productivity 
· Venting Interviews showed that managers can learn a lot from workers, they have good ideas, observations, valuable insight, etc.

4. Effect of Social Influences Studies
· Workers themselves controlled each other’s behaviours
· Workers have implicit understandings of how hard to work
· Ex: Older co-worker telling a younger co-worker not to go so fast

· Importance of the Hawthorne Studies:
1. Role of communication was identified for the first time
· Humans have the ability to share thoughts/ideas with researchers
2. Identification of upward communication
· Management realized workers had lots of understanding + knowledge
3. Discovery of social norms
· Group dynamics – how group behaviours create dynamics/interactions
· Lead to team building, leadership, etc.

Needs Theories
· Recognized people in organizations
· Acknowledged people have complex needs that must be met
· Need to set up environments where needs are satisfied 
· Humans are not machines





Maslow’s Hierarchy of Needs
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· Needs become more sophisticated the higher you go up the chain
· Lower tier needs need to be met first


Critiques of Human Relations School
· Manipulative + superficial = only doing nice things in order to make people work harder
· Emphasizes the worker’s happiness too much – sometimes at the cost of productivity
· Michael Scott = epitome of a Human Relations manager
· Put worker happiness/fun over productivity 


Human Resources School  MacGregor’s X & Y Theory & Systems Theory 
· Emphasis on human relations and productivity
· Importance of self-direction + self-control
· Autonomy of the human, managing their own world, self-direction, control
· Importance of goals + objectives (by staff/management)
· How to harness the human interest in control, management, etc. to work towards goals + objectives
· Creativity asked of workers
· Workers are satisfied when they do a good job 







MacGregor’s X & Y Theory 
· Used to understand how humans act/think/work and turn that into a management approach
· Communication from the managers comes from these assumptions

· Theory X Assumptions – Classical Approaches 
· Think X = No, Bad!
· Motivating workers through control & punishment
· Believes workers are inherently lazy + will avoid work when possible
· Workers prefer to be directed so they can avoid responsibility 

· Theory Y Assumptions – Human Resources Approaches
· Think Y = Yes! Good!
· Work is as natural as play
· Workers are self-directed + self-controlled
· Challenging work is satisfying + motivating
· Workers seek responsibility + are motivated to use creativity/innovation

Systems Theory – H.O.R.N.I.E.E.  SYSTEMS WITHIN SYSTEMS
· Recognition of the connection of open systems & how they influence each other
· Describes the development, structure, and maintenance of human organizations

· Open Systems = regularly exchanges feedback with its external environment, “open door policy”

· Homeostasis = state of balance, constant + steady

· Entropy = disintegration into chaos, lack of balance, deterioration 

· Interdependence = all the parts influence each other, cannot function if parts are missing

· Requisite Variety = the internal complexity of the organization must match the external complexity of the environment (vice versa)
· Used to deal with issues created by the environment 
· Needed for sustainability
· Example: changes in the social world/social issues (external environment) must also be addressed within the organization 

· Equifinality = an end state can be reached by many possible means, multipaths

· Non-Summativity = the whole is greater than the sum of its parts, focus on the big picture 

Implications of Systems Theory
1. Emphasizes the importance of the environment in which the organization exists in
2. Organizations are interrelated sub-systems
3. Establish links between systems and recognize dysfunctions in one part of the system will affect the other

· Every system is part of a greater system
· Other organizations are connected + share info = overlap
· Permeable boundaries  things go in/out of them
· What happens in one area affects other areas 
· Organizations are all interconnected, interdependent, & influence each other

· VIDEO: Nike Commercial
· Represents McGregor’s Y theory – humans work is as natural as play. Self-motivation, equifinality (end goal can be achieved by a variety of means). Inherent drive to do good work. 


LECTURE 7 + 8 + 9 + 10 – CHAPTER 4 – Organizations as Brains

VIDEO: A neural portrait of the human brain – Nancy Kanwisher
· Collection of highly specialized components (divided up into different components)
· Face-processing region similar area of brain
· Causally involved 
· Specialized brain regions
· Brain plasticity, rewiring 

Brain as a Metaphor
· Every member of an organization functions in a brain-like way
· Many different specialized components that work together 

· Most organizations are based on a system of:
· Instrumental Rationality  people and jobs fit together in a “fixed design” 
· Certain people responsible for certain jobs
· Rationality = linear, determined goal + establish means to get that goal
   MEANS

    GOAL



· Behaviour in which the means and ends of action are rationally related to each other
· Example: going to university is instrumental-rational – you see it as a logical means to an end (getting a degree and a good job)
· Not very brain-like, more like a machine

· The brain is a system of substantial rationality  able to determine whether what it is doing is appropriate and adjust its actions accordingly
(Think…substantial…substance…meaning)
· Humans work from substantial rationality more so 
· Can question the means + the goal (is what we’re doing working?)
· Self-reflection + self-regulation
· As you grow, develop, learn, etc… your goals can change, monitor goals, and make adjustments
· Example: going to university + then changing your mind
· Ability to observe, reflect, change
· Build capacity to critically think, question what we are doing, reflect






Cybernetic System
· Cybernetics = study of communication + control
· “Steersman”  steering a ship, have to constantly be taking in info + adjusting to maintain a steady state + self-regulate
· Movement toward achieving a goal
· Taking in info + adjusting behaviour = steady state (homeostasis)

Cybernetics: Negative Feedback
Negative feedback = process that lets us self-regulate, changing behaviour in order to maintain a constant steady state
· AKA: Corrective feedback  keeps system on track  good thing!
· Constant adjustments
· Take in info  adjust our behaviour  maintain a stable-state 
· Reverses the direction of change in order to maintain homeostasis

· Example: Riding a bike  keeping body upright, constant action of adjusting body in opposite ways
· Example: Walking and someone is in your way  adjusting path to walk around them

· Requires signal that initiates a switch  
· A signal that initiate a switch  reversing of an action
· More of one thing leads to less of another thing 
· More of A  Less of B 


Cybernetics: Positive Feedback
Positive feedback = change occurs in one variable, & that variable changes even more in that direction
· Amplification = more leads to more
· Or less leads to less
· Example: Skipping class  falling behind  lack of motivation  skipping more class
· More of A = More of A
· Less of A = Less of A










Instrumental Rationality
· Mechanistic like, no reasoning capacity
· Simply changes behaviour to reach goals
· Monitors its own behaviour and the environment + modifies its behaviour as required 
· Band-aid solution
· Doesn’t self-reflect on existing behaviours and goals 
· No real learning/questioning/wondering of operating norms
· Operating Norms = Goals
· Example - Thermostat:
· To maintain stability/achieve operating norm, the thermostat constantly monitors the environment + changes behaviour to maintain operating norm (the pre-set temperature)
· BUT…the thermostat doesn’t engage in real learning/self-reflection, and doesn’t change to improve


Building Blocks of the Learning Organization
· 3 broad factors that are essential for organizational learning + adaptability & used to measure the learning process of an organization: 

1. A supportive learning environment
2. Concrete learning processes + practices
3. Leadership behaviour that provides reinforcements

· A learning organization is necessary to survive
· Simplest form of learning = detection + correction of errors

Building Block #1: Supportive Learning Environment - 
· Needs a comforting/supportive environment
· Safety is a perception
· Fixed mindset = about who you are/protecting who you think you are

1. Psychological Safety – be comfortable expressing one’s own thoughts
2. Appreciation of differences – recognize the value of opposing ideas
3. Openness to new ideas – take risks, craft novel approaches, explore unknown
4. Time for reflection – allow time to reflect/encourage thoughtful review

Building Block #2: Concrete Learning Processes + Practices – 
· Generation, collection, interpretation, dissemination of info
Includes…
1. Experimentation – develop + test new products/services/ideas
2. Intelligence gathering – keep track of the competition/customer/technology trends – data collection/use of data
3. Disciplined analysis – interpret/identify/solve problems
4. Education + training – develop new & established employees
Building Block #3: Leadership that Reinforces Learning – 
· Leadership has to actively engage in learning
· Asking questions + listening 
· Has to value people/value other points of view

VIDEO: Facebook as a Learning Organization
· Used data collection to develop new features
· Constantly developing new features
· Connects with customers
· Listens to the ideas/perspectives of every employee regardless of their status within the company


Chris Argyris: Leader of Organizational Learning 
· Influenced thinking about the relationship of people and organizational learning 
· Simply correcting errors  not real learning 
· Need to critically reflect + question our own behaviour  that is the essence of learning 

Argryis & Schön on Single + Double Loop Learning
· Learning involves the detection + correction of errors

SINGLE LOOP LEARNING – “Instrumental Rationality”
· Error detected  Error corrected  Everything else stays the same 
· This allows organizations to carry on its present policies/objectives
· Keep going on how we have been going – don’t have to change or question our present objectives/goals
· Example: Breaker –
· Not fixing the breaker properly, implementing a band-aid solution
· Running toaster + microwave at the same time  tripped breaker  fixing breaker  running toaster + microwave together again 

DOUBLE LOOP LEARNING – “Substantial Rationality”
· Error detected  Questioning/reflecting about existing goals/objectives  Corrective action implemented  Error corrected & eradicated 
· Requires questioning, reflecting, adjusting, critically thinking
· Has a corrective action
· Example: Getting a bad mark –
· Getting a bad mark  Increase of studying [CORRECTIVE ACTION]  Increased engagement in learning  Getting better grades

The Brain as a Holographic System (Metaphor)
· Holography = “lenseless photography”
· Holographic image changes as the positions + orientation of the person viewing it does
· Appears 3D
· Demonstrates how it’s possible to create processes where the whole can be encoded in all parts, so each part represents the whole
· Decentralized, distributed form of intelligence
· Memory can be distributed throughout the brain and can be reconstructed from any parts
· Brain seems to store + process data in many parts simultaneously
· Brain has the capacity to have all info stored in all the parts

· METAPHOR for the Brain:
· The whole is stored in all parts
· “All over the place” functioning + specialized functioning all at the same time
· Interconnectedness
· Some sectors can “step in” and help out other sectors even though it’s not it’s area of expertise
· Capacity + knowledge of the whole system  it’s all connected

5 Principles of Holographic Organizations
1. Build the Whole into the Parts 
· Yogurt analogy 
· Sharing of values, practices, meanings, memories 
· Everyone will be aware, sharing, transparent
· Part of each sector will be in each other
2. Redundancy
a. Having skills/knowledge we don’t really need
b. Having an understanding of other’s jobs
3. Requisite Variety
a. Internal complexity must match external environmental complexity
4. Minimum Critical Specification
a. Freedom to innovate/evolve
b. Freedom to be creative/imaginative
c. Not pushed to follow strict rules, but can explore new ideas/new ways to do things
5. Learning to Learn
a. Environmental scanning
b. Double loop learning
c. Trial-and-error
d. Risk taking/experiments

EXAMPLES:
· When an org. builds the whole into the parts they really share the important values + practices of the company. They value sharing ideas + meanings. 


LECTURE 11 – CHAPTER 5 – Organizations as Cultures

Culture as a Metaphor
· Communication = symbolic system
· Symbols are very meaningful
· Words + things/objects are not the same, but relate to each other 
· “C’est ne pas une pipe”

· Scholars began to challenge the rational models of org.
· Karl Weick, Andrew Pettigrew, Cohen, March & Olsen, Clifford Geertz
· Suggested rational theories didn’t take into account symbolic influences & how members interpret organizational life

Garbage Can Theory
· Suggests there are problems + answers, people, needs, questions + solutions, all floating around 
· A problem just happens to “bump into” a solution that fits and works  they “find each other” 
· Happen-stance & Satis-fices = we settle for good enough situations 
· Example: Of Prof finding job as a life-guard by happen-stance

· Weick – organizing activities are “loosely coupled”  loosely joined, relationships aren’t very connected 

· Bounded Rationality = 
· Our ability to make rational decisions is bounded partly by our cognitive capacity
· We are limited by capacity: time, money, opportunity, etc.
· Because of these limits we don’t always choose the best possible option
· Example: choosing a prom dress but don’t have enough time, money, etc. 

What is Culture 
· Accepted + patterned ways of behaviour 
· Common understandings of thoughts, feelings, beliefs,
· Physical manifestations (clothing, shelter, tools, weapons, etc.)
· Shared values & beliefs

· Clifford Geertz = culture is nothing but meanings & symbols that humans have created

· When we change our behaviours it shows us our own behaviours (shows us how we do things)
· We create culture through communication


Culture as a Social Construction
· Culture is a thing, an entity, something we can measure
· Search for meaning

Two Perspectives on Organizational Culture…

FUNCTIONALIST APPROACH  CONTROL 
(Think…function…functionality…how something can work like a functioning tool)
· Looks at culture as a tool that can be used to manipulate, manage, and control organizations 
· Manipulates culture  measures to see what happens
· When we do something to a culture what happens to the outcome = ind. variable
· Sees culture as something an org. has or doesn’t have
· Build something from culture to enhance the organization 

INTERPRETIVIST APPROACH  DESCRIBE
(Think…interpret…think about the interpretation of the meaning…)
· Aims to describe/description
· Culture is something the organization IS 
· Culture = the process of sense-making through communication + interaction
· Aims to provide understanding of the way members of an organization make sense of the world

Difference between Functionalist + Interpretivist = their purpose
Functionalist = uses culture as a tool to enhance efficiency & improve 
Interpretivist = aims to describe culture & make sense/understand 


Ethnography 
· Ethnographers observe, record, and analyze culture
· Signs are interpreted to gain their meaning
· Qualitative approach – used to gain in-depth understandings (thick descriptions) of multiple meanings
· Cultural artifacts = things that reflect the culture 
· Get to be part of a group & observe
· Language, behaviour, traditions, norms, themes…etc.


Identifying Organizational Cultures
· Look at day-to-day functioning as If we were a stranger
· Make the familiar strange
· Look at:
· Patterns of interaction between individuals
· Language used
· Images + themes used in conversation 
· Rituals of daily routines

Cultural Elements (Byers) – Used to understand cultures in an organization
(M.R.S.H.P.V.C)
1. Metaphors – 
a. Devices used for understanding one element in terms of another
2. Ritual –
a. Practices that are performed regularly or occasionally in the organization 
b. Have a function/meaning 
3. Stories –
a. Narratives about the culture
b. Provide meaning
4. Heroes – 
a. Organizational members who are held up as exemplary role models
5. Cultural Artifacts – 
a. Tangible & physical features of the organization
6. Performances –
a. Dynamic, processual and creative communicative events that members engage in when socially constructing organizational culture
7. Values – 
a. Shared sets of beliefs about organizational behaviour 
b. Provides meaning


VIDEO: Disney World 
 
· Donald Duck’s birthday parade  importance of characters & their significance to customers & the overall Disney brand
· Satisfying customers = Disney’s main priority
· Irresistible magic of make-believe
· How the company communicates values to employees:
· Trains employees to be performers on a large stage & live performance (stage = theme parks)
· Every small detail is put into place
· Disney World = seen as show business & the employees are the actors  called Cast Members, not employees
· New hires require a 101 class @ Disney University
· Enfolds Disney vision
· Gives illusion of Walt Disney himself in the room (Hero)
· Makes employees feel as though they’re partners with Walt Disney himself
· Sharing mission to create the most wonderful place on earth
· Does an amazing job of instilling the values of company in all employees
· Cast Members (in a show), hosts & hostesses, players in a live performance
· No matter what, Disney is here to make people happy, no matter who they are 
· Branding is not advertising, it is production
· Successful companies do not produce products, they produce brand-meaning 
· Building privatized cocoons
· Relationships are commercially arbitrated 

· Disney World Parks  & Celebration Florida  physical manifestation of their brand
· Celebration Florida  manifestation of their brand
· Actual people live there
· All-American family 
· Brand driver: family + magic = DISNEY
· Extensions of the brand = theme park, film, Celebration Florida
· Disney brand speaks of – reassurance, tradition, quality 



GUEST SPEAKER LECTURE

Monique Moreau – Director, National Affairs – Canadian Federation of Independent Business

· Lobbyist = 
· Activist who seeks to persuade members of government to enact legislations that would benefit their group(s)
· Government Relations =
· Meet with MPs, Senators, Ministers, & their staff
· Meet with public officials
· Tackle tough policy issues
· Present to various Parliamentary Committees
· Collaborate with other industry associations when necessary

· Pretty much everyone does Government Relations
· Anyone can do GR but you’re only as good as your first meeting – first impression!

· Most important person to lobby to = The Prime Minister  he’s the key decision maker
· Do not send your President if they are just sending their chief of staff and not meeting with the actual Minister

·  GR at the CFIB – Canadian Federation of Independent Business
· Research based organization 
· Non-partisan, not for profit, political advocacy organization
· Represent businesses across Canada
· Every sector of the economy, every region of the country
· Lobby federal, provincial, and municipal gov. 
· Entirely member funded (small business owners)

· Offers business counselling service
· Benefits/discounts

· “Never give up, never go away” 
· Tries to motivate employees/encourage

· Policy Process:
· Step 2: Question Formation – Issues come to Monique’s desk – she either has info on the issue or doesn’t and has to research 
· Step 8: Development of Brief or “Submission and Communication Strategy” – Monique comes in as a lobbyist

· “Mandate” Question – Minimum wage 
· Small businesses = first to hire, last to fire
· Invested in employees
· Some small businesses may not be able to afford the minimum wage increase
· “Stinky issue” 
· No benefit really to small businesses to raise min. wage
· Have to be thinking about your audience
· Be realistic
· Indexed to Inflation = when cost of living goes up, minimum wage goes up

· When asked for agenda + full presentation:
· Comply with request for agenda – remain professional
· Do not send full presentation – you want to be able to present/pitch at the actual meeting yourself 

· GEDS – Government Electronic Directory
· Used to find members of Parliament

· Marijuana Case Exercise:
· Once legalized, they can tax it
· Health/developmental/mental health issues/safety
· Tweets need to reflect their opinion, catch the gov. eye
· Think of different angles to encourage the public to think differently
· Be straight to the point
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