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Abstract 

Management Control (MC) and Management Control Systems (MCS) have been 

examined mostly in large organisations. This study attempts to understand more about 

them in the SME context. Additionally, the lens is turned to workplace friendships 

when looking at the human factor from a critical perspective. The SME environment 

allows for more human interactions, providing the participants with more chances for 

strong organisational culture, high trust, and the development of friendships, which 

can also occur between manager-owner and employee. The interest of this study is to 

identify if these friendships are influenced by MC and MCS, or if they influence the 

nature of MC and MCS in SMEs. An additional step is taken to identify ways forward 

in which workplaces can use friendships in their environments to be emancipated 

from oppressive accounting practices by shaping accounting practices with an aim to 

realise their emancipatory potential. 

This research project was based on two case studies, in Agriculture and Clothing. The 

researcher observed the two organisations for approximately 100 hours, and 

interviewed 19 of their organisational participants, between 12-45 minutes. The 

findings show that the SME context provides grounds for workplace friendships to 

develop and through them the shape of MC and MCS from formal and impersonal to 

informal and engaging, to even providing chances for a collective management and 

participation ignoring the structures of the status quo. Where MCS seem to have an 

impact on workplace friendships is when management, in the name of rational 

decision-making, chooses to detach itself and force formal controls. Then, not only 

the employees and the management are distant from each other, but internal trust 

building also becomes difficult. The theoretical contribution of this research lies in 

understanding the importance of critical research in SMEs and their fruitful context, 

as well as reimagining SMEs and their internal structures from a critical standpoint, 

by understanding their pressures in the capitalist world. 
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1. Introduction 

This chapter introduces the subject and makes the opening points towards the 

rationale and focus of this research project. The motivation of the researcher to pursue 

this topic is also provided later in this chapter. After the aims of this research project 

are detailed, the research questions are formed based on the theoretical framework 

that the researcher has chosen to follow. The methods used to answer these research 

questions are provided right after. Finally, a brief overview of the chapters included in 

this thesis close this introductory chapter. 

1.1. Background and Rationale for Investigating the Topic 

This research project is focusing on three main points and their relationships with 

each other. The first point is Management Control (MC) and Management Control 

Systems (MCS). This topic has been heavily discussed in the literature over the years, 

but still has many gaps in areas concerning the other two points of this study. The 

second point is workplace friendships. There is an extensive literature on this topic as 

well, with various disciplines and theoretical perspectives involved in it over the 

years. Infrequent are the times however that these two points have been combined 

(Sias, 2009). The final point is combining these points in the SME context. SMEs 

have been an under-researched area for a long time, but they do provide fruitful 

grounds for research opportunities. All of the above are studied under the Greek 

national context, which has historically been turbulent, displaying the extremities of 

the capitalist structure (see chapter 5). Furthermore, the Greek economy is heavily 

reliant on SMEs and governing parties over the years have been trying to support 

them, seemingly in vain (Bourantas and Papadakis, 1997; Eurostat, 2021; 

Giousmpasoglou, 2014; Lyberaki and Tinios, 2017). From a critical theoretical 

standpoint, these three points added with the national context create a rich, well 

interconnected background for a research study. 

Adults tend to spend most of their daytime at work and the workplace provides them 

with all the opportunities to develop close relationships (Nielsen et al., 2000). Most 

frequently such relationships are friendships, or flirt and romance, between the 

participants, even though the latter might be prohibited in certain organisations (Cole, 
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2009; Lickey et al., 2009; Morrison, 2004; Nielsen et al., 2000; Pierce et al., 2012; 

Quinn 1977; Wilson, 2015). These relationships, usually, have no hierarchical 

restrictions and they can be developed between employees on the same level, or 

between subordinates and superiors (Wilson, 2015; Sias, 2009). It has also been found 

that relationships between superiors and subordinates are more likely to develop in 

small businesses rather than in large ones, although them developing in large 

organisations is not unlikely (Lahdesmaki, 2005; Wilson, 2015). The more informal 

of these relationships can be maintained in the organisational environment, or even 

develop outside of it (Morrison, 2004). Organisational participants might initiate this 

relationship and that might not always be the employee, aspiring to climb the ladder. 

Some researchers suggest that leaders should take actions to form closer relationships 

with their organisational members (Li and Hung, 2009; Sias, 2009).  

Accounting brings strongly element of control in the workplace, along with the 

creation of distance between people (Cooper, 1995; Quatronne and Hopper, 2005). 

Therefore accounting, and especially management accounting, play a major part in 

controlling people and their relationships. Management accounting provides 

information about the performance and efficiency of the organisation and its 

participants, to the higher ranks of the organisation, in order for the latter to make 

decisions on changes in strategy, systems and high or low-ranking personnel (Cooper 

and Hopper, 2006; Covaleski et al., 1996; Hopper and Bui, 2016; Otley, 2016). Such 

changes and directives might cause negative feelings between managers and 

employees or inside the employee cohort, if they think some receive better treatment 

than others, and a general negative working environment in the organisation. 

Relationships created in the workplace are affected through the indirect, oppressive 

nature of management accounting practices. This connects accounting and 

management accounting with their social face frequently mentioned in critical 

accounting rhetoric (Chua, 1986; Gallhofer and Haslam, 2003; Laughlin, 1987; 

Walker, 2016), in the way that these practices affect directly the society and the social 

around them. This research delves deeper into if management accounting has an effect 

on workplace relationships, specifically friendships, or if the opposite is actually the 

case.  
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One research aspect that both management accounting research and critical 

accounting research have left limitedly explored is research in SMEs, even though 

contemporary development in both rich and developing countries puts households and 

micro-small-organisations in the centre of interest (Hopper et al., 2009). This research 

project reaches for insights from SMEs, trying to contribute to that area and fill in part 

that literature gap, while opening the way for other researchers to dive deeper into it. 

It is very important to note that this research is conducted under the perception that 

accounting has a social face. As a consequence, and even more explicitly, 

management accounting and MC are social practices and should be treated as such by 

researchers, since these practices have their immediate focus on people and their 

behaviour, even more than in conventional accounting practices (Chenhall et al., 

2010; Otley et al., 1995). Accounting literature which accepts that social face has 

been focused on revealing how accounting is affected and how it affects the social 

world (Chua, 1986; Gallhofer and Haslam, 2003; Laughlin, 1987; Walker, 2016). 

Therefore, since this study is heavily influenced from this line of literature and the 

critical theoretical framework they follow, it attempts to study management 

accounting and how it affects society through changing workplace friendships. 

Furthermore, this literature also promotes social change and research that seeks such 

change. This research explores ways in which the SME context can be reimagined, so 

that accounting practices such as MCS can change to facilitate workplace friendships 

in an empowering, emancipatory way, instead of prohibiting them. 

According to the points given above and that will be made even clearer in the 

literature review in the next chapter, three gaps have been identified that create the 

focus and drive of this research, while they also show its importance in the current 

literature. The first gap identified concerns the factors that affect the creation and 

termination of relationships of organisational participants, focusing on workplace 

friendships as the scope. Both the accounting and the management research is 

reluctant to admit an employee perspective on organisational matters. They rather 

focus on the higher management or instrumentally in the organisation as a whole and 

how organisational performance can be increased and that is where most related 

theories are applied. This research is trying to take an employee perspective on the 

organisational friendships and see the reasons behind their formation, maintenance 
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and termination and even consider ways in which these friendships are formed and 

maintained under social reasons and not just for profit. The second gap focuses on the 

lack of management research from the perspective of the employees. There is a heavy 

leader/manager focus in management literature. MCS are embedded in organisational 

life, and they are important tools for organisational functionality, making MCS used 

in everyday functions of it. They also affect both employees and managers, their role 

in an organisation and most importantly, for this research project, their interactions 

with each other. The perspective of both the managers and the employees are set to be 

explored in this research project, in order to understand their views on MC and their 

perception of MCS. When combined with the first gap, this second aim provides a 

narrower context and a specific disciplinary combination that forms the theoretical 

and methodological background of the research and allows for some thoughts on the 

research questions. 

Combining the first and second point, the effect of MC in organisational participants’ 

relationships becomes the exploratory focus of the research project. The third and 

final gap identified is a lack of research in SMEs in qualitative management 

accounting research and MC research (and in the critical inquiry, see 3. Theoretical 

Framework). This gap provides the underlying context for this research to explore the 

two gaps named above, while also providing a specific focus on theory and 

methodology and forms a clear scope for the research questions. Delving into the 

formation, maintenance, and termination of workplace friendships, whilst always 

looking from both the employee and manager perspectives, this research attempts to 

gain insights into if and how management accounting, and specifically MC and MCS, 

affect the friendships of the organisational participants and also if and how those 

friendships affect the MC and MCS. SMEs provide an interesting, resourceful context 

for this research project, considering the lack of insights in the accounting literature, 

while also taking into account the closer, informal relationships of their participants as 

a valuable component for this research project. 

1.2. Motivation 

Perceiving matters from the point of view of the lowest levels of the organisational 

pyramid is one of the researcher’s motivational forces in conducting research. Critical 

theory, influenced by Marxist theory and other revolutionary authors, such as Lukacs, 
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and developed by The Frankfurt School (Horkheimer, Adorno and Marcuse and 

further later by Habermas), has its roots in emancipating and empowering workers to 

overthrow the capitalist system that suppresses and exploits them (Broadbent et al., 

1997; Cooper, 2015; Gallhofer and Haslam, 1997, 2003; Gallhofer et al., 2015; 

Gaffikin, 2010; Mumby, 2001; Roslender, 2006; Thompson, 2017; Wiggershaus and 

Robertson, 1998). These are achieved, through developing a common class 

consciousness and clearing the social norms, passed down through institutions 

(Thompson, 2017; Wiggershaus and Robertson, 1998). It is the spreading of class 

consciousness and the breaking of the norms in social institutions (such as schools 

and universities) that the researcher of this research project is seeking and that 

motivate both this, but also future research projects. Critical theory is the 

encompassing framework for this research project. Social inequalities have many 

research frameworks tied to them when seeking a solution. The researcher in this case 

has a driving force in the roots of the Marxist theory and this is a choice that drives 

their lifestyle and not just the motivation behind this research project. As it will be 

explained in chapter 3, critical theory defines researchers beyond their academic life. 

Arguably, it is a choice to conduct critical research because of political beliefs and 

constant fight for change, rather than adopt critical theory and then slowly transition 

that into a way of life. Thus, the researcher’s views motivated social research in the 

accounting field and the theoretical framework was already carried in the project with 

the researcher. 

Furthermore, conducting research in SMEs is another central motivator for the 

researcher. There is a significant difference in the percentage of accounting research 

conducted in large entities versus the one conducted in SMEs. This 

underrepresentation of SMEs in research does not coincide with their representation 

in the business world. SMEs comprise a striking percentage of the world’s businesses 

(above 90% in many regions, see 5. Context Chapter in this thesis). That fact is 

intriguing since we know little about the biggest part of the organisational world, even 

if it is not the part of business that drives the flow of money. How can research claim 

facts about organisational culture and national culture in organisations when it 

experiences these aspects only through large organisations or global enterprises? 

Additionally, when combined with the critical theoretical perspective, there is little 

research done in SMEs through a critical theoretical lens. Apart from being a 
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motivation for the researcher, this last point is also a contribution this research project 

is adding to the literature. 

1.3. Aims 

This research project tries to address the most social aspects of management 

accounting. Specifically, by examining the psychological and sociological aspects of 

management accounting and how these aspects affect, and are affected by, the 

personal relationships of the people who use it and are used by it. Namely, the 

research aims to shed light in the way MC and MCS and workplace friendships 

interact with each other and provide a further understanding of the way we perceive 

these friendships, from a critical standpoint, when we are considering decision-

making and management rationality in actions. As explained an aim has been set for 

this research to look from the employee perspective, as much as from a management 

one, and try to provide insights on how to empower both of these groups when they 

are interacting in an organisational environment. There is an extensive literature 

explaining the inequalities between managers and workers, while mentioning their 

power struggle, especially in the critical theory side. This research aims to bring out 

some unconsidered elements by maintaining this critical standpoint, by looking at the 

SME context, where the similarities between management and employees are far 

more than the ones in the larger organisations. Furthermore, realising the importance 

of studying the smaller businesses and what they provide as a sample in both 

management and critical research, through providing further insights from MC/MCS 

in SMEs. 

There are specific gaps identified in the literature that this research aims to fill. First, 

examining the employee perception of MC and MCS in organisations. Second, 

conducting MC and MCS research in SMEs. Third, gaining insights from a critical 

theoretical standpoint in SME research. Furthermore, there are literature gaps tied to 

the Greek context which this research project is set in. First, workplace friendships 

examined in the Greek national and cultural context. Second, SME research in the 

Greek economical context, further combined with studying MC and MCS in that 

context. Finally, looking at the Greek accounting and management context through a 

critical theoretical lens. 



 
 

7 
 

1.4. Research Questions 

This part of the introduction identifies the research questions that this research project 

attempts to answer. These research questions are formed based on the research gaps 

that are identified in the literature, answering the need for MC and MCS research in 

SMEs. Furthermore, accounting research in SMEs from a critical theoretical 

perspective is lacking in the literature and this research project attempts to address 

that. The critical theoretical framework guides all of the aspects of this research 

project and also helps develop the research questions. It does so by placing the human 

in the middle of research (Armstrong, 1991) to dissect the interrelationship of 

MC/MCS and workplace friendships at all levels of SMEs, while also seeking 

emancipatory ways forward to the future, freeing organisational participants from the 

oppressive hand of accounting (Gallhofer and Haslam, 2003; Sikka, 2015), based on 

reforming the way we perceive MC and MCS and their connection to workplace 

friendships. Each individual question builds up the elements required to attain an 

understanding of the goals and focus of the research project as a whole. 

▪ RQ1: What are the characteristics of MC and MCS in Greek SMEs? 

There are many layers of understanding to be sought before delving into the main 

focus of the research questions. First layer of this metaphoric onion is understanding 

how MC and management control systems (MCS) work in Small and Medium 

Enterprises (SMEs). MC in SMEs is imposed in a more informal way and its use is 

not always visible to all organisational participants including the manager-owners 

(Lahdesmaki, 2005; Teittinen et al., 2013). Thus, it is important to see if the 

organisational participants perceive certain behaviours and changes as results of 

MC/MCS. SMEs present a better environment to research management accounting, 

since they are less complex than their large counterparts (Mitchell and Reid, 2000). 

Observing and interacting with the participants to see their understanding of MC and 

systems in their daily working life is the first important aspect. Additionally, figure 

their reaction to any controversial issues caused due to controls on their relationships 

with each other, both employee to employee and employee to manager-owner. 

Additionally, in that layer, which has been explored in the literature to some extent, 

the Greek context, which this research project takes place, needs to be added. The 
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Greek economy is much smaller than the usual Anglo-Saxon or even Eastern (e.g. 

Chinese) economies research is mostly conducted in. An indication of this is that 

public listed organisations considered large in Greek standards, are considered 

medium or even small enterprises according to the European Commission’s criteria 

for SMEs (2019). Therefore, the way organisations are managed significantly differs 

from the usual patterns of organisational management the literature is used to. The 

researcher believes that this applies to most economies, outside the spectrum of the 

few organisations and economies that are usually explored. Thus, first setting out to 

explore MC and MCS in a Greek SME context generates both a solid base for the 

research project and provides useful insights for future research. 

▪ RQ2: What types of friendships of organisational participants are evident 

in Greek SMEs? 

This second layer is important in the quest of getting to the core of the argument, even 

though it does not add a lot to the accounting literature by itself. However, in the 

quest of understanding how organisational participants interact with each other and 

how this affects and is affected by different management systems and strategies, we 

first need to set the base for the concepts of how organisational participants interact 

and more importantly create connections to each other in the Greek context. There are 

two main influences of relationships created in organisations. The first is not tied to 

the organisation itself, but rather has to do with the individuals and how they tread 

their social interactions in general, with national or regional culture. This is the main 

reason why, once again, exploring the Greek context has a significance in the setting 

of the research project. The second influence is contingent to each individual 

organisation with organisational culture, which affects all organisational interactions 

(Evans and Tucker, 2015; Henri, 2006). There are similarities in models adopted by 

every organisation depending on the participants’ personalities and most of the times 

the founder team’s principles. 

▪ RQ3: Do MC and MCS in an organisation affect the friendships of 

organisational participants of SMEs? 

After identifying the two main components as they were mentioned in the previous 

research questions, namely MC and MCS and Friendships in SMEs in Greece, the 
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next layer is to combine these two and see how they interact with each other. This will 

lead to the core of this research project. 

As mentioned, MC and MCS in SMEs are found usually in a more informal form 

because of the closer and simpler environment the organisational participants find 

themselves in (Durendez et al., 2011; Durendez et al., 2016; Lahdesmaki, 2005; 

Spence, 1999; Tocher and Rutheford, 2009; Whitley, 1999). This research project 

then is focused on observing and interacting with these participants to understand if 

this control and systems change the way they interact with each other and the way 

they form or maintain relationships, more specifically friendships. Additional 

attention is paid on the relationships of the employees build with the manager-owners, 

always trying to maintain an open point of view and always consider both 

perspectives, since a large percentage of management accounting research, even in the 

critical accounting theoretical wave, maintains a primarily management focused 

perspective (Bromwich and Scapens, 2016; Otley 2016). Furthermore, identifying the 

knowledge and comprehension of MC and MCS of the organisational participants 

might provide new insights on the level these friendships happen organically or 

deliberately after recognising the levels of control involved. 

Beyond the control that is usually administered by the manager-owner and exists in 

the organisational levels, another aspect that comes from the employees and transfers 

upwards and might affect the connections and potential friendships is resistance. 

Employee resistance might cause problems in the relationship from the bottom up and 

thus, it provides a reason to gain a research perspective that recognises the employees’ 

position as well as the managerial one. Resistance often appears in an informal form 

that is not easily detectable and, most importantly, is embedded in everyday practices, 

(Collinson, 1994). Thus, many factors might trigger various reactions in the 

workplace. Resistance most of the times develops in groups (Ezzamel et al., 2001; 

Ezzamel et al., 2004; Fiondella et al., 2016; Jermier et al., 1994; Nystrom, 1977), 

however it can be found in individuals, as well (Collinson, 1994). Since resistance has 

a possibility of developing in the day-to-day processes of an organisation and 

especially against MC, it is important to take it under consideration when studying the 

internal relationships of manager-owners and employees. 
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▪ RQ4: Do workplace friendships in SMEs affect how MC and MCS are 

applied? 

Apart from attempting to understand if MC and MCS have an impact on workplace 

friendships, this research project also delves into the effects these friendships have on 

MC and MCS. The common approach in management accounting literature, and from 

non-critical theoretical point of view, would be to just examine these connections only 

as in RQ3. However, where the contribution of this research lies is in understanding 

both ways of this relationship. Even though it is argued that relationships that transfer 

outside the organisation blur the boundaries of where work ends and life begins, so 

that employees continue to produce value for the organisation even at their time off it, 

in other forms than just producing work (Dambrin and Lambert, 2017; Fleming and 

Spicer, 2004; Fleming and Sturdy 2011; Land and Taylor, 2010). The friendlier work 

environment might create a situation where managers and employees identify with 

each other through similar interests and allows for an empowering working 

environment that both parties enjoy, which has a great impact in the way MC and 

MCS are handled in their environments and especially in the SME context. 

Part of the organisational management literature on relationships argues that the 

model of MC adopted from corporations is meant to restrict personal relationships of 

organisational participants, both on the inside and outside, to mitigate the risks (Cole, 

2009; Lickey et al., 2009; Morrison, 2004; Nielsen et  al., 2000; Pierce et al., 2012; 

Quinn 1977; Wilson, 2015), but lately the trend is to create better relations, more 

informal, in order to make a friendlier working environment. There are, however, two 

waves clashing in the reason behind the connection of the managers and employees 

with friendship and high trust. The one wave argues that friendships make 

organisational participants happier, committed to the organisation, satisfied with their 

job, more effective with their tasks and information sharing, better at teamwork, while 

friendships between managers and employees specifically make employees feel safer 

and supported and reduce turnover (Feeley et al., 2008; McBain and Parkinson, 2017; 

Nielsen et al., 2000; Robinson, 2018). The other wave of literature argues that this 

connection of organisational participants inside and outside the workplace might 

create a situation where the boundaries between work and personal life break and 

ends up in the organisational participants feel at a constant state of working, which 
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increases stress and turnover (Dambrin and Lambert, 2017; Fleming and Spicer, 2004; 

Fleming and Sturdy 2011; Land and Taylor, 2010). 

This research project attempts to understand what the implications of workplace 

friendships are on MC and MCS in the organisation, specifically by looking at how 

these form between manager-owners and their employees in SMEs. This 

interrelationship is not studied, either at all, or not in depth, in the aforementioned 

waves of literature. It also remains to see if there are ways in which workplace 

friendships go beyond just affecting MCS in the level of effectiveness through 

communication and employee satisfaction, but rather, if they elevate the workplace to 

an emancipated from management accounting practices state. This aspect connects 

this research project further to the next research question. 

▪ RQ5: How can the interrelationship between MC and MCS and 

workplace friendships in Greek SMEs be improved? 

Finally, one focus of this research project is to attempt to pave a way forward. 

Considering the insights that are created from the previous research questions, the 

researcher will present possible aspects in which either the organisations experiencing 

similar environments can use to improve their internal environments, or the SME 

management accounting research can use to create possible paths ahead, towards the 

expansion of our knowledge of this sector of research. In critical theory one of the 

most important aspects of it is to challenge the status quo and strife for changing 

(Bronner, 2011; Chua, 1986; Cooper and Coulson, 2014). Striving for betterment and 

even emancipatory change in all disciplines is also part of the critical theoretical 

movement (Broadbent et al., 1997; Cooper, 2015; Gallhofer and Haslam, 1997, 2003; 

Gallhofer et al., 2015; Gaffikin, 2010; Mumby, 2001; Roslender, 2006). Specifically, 

many researchers have argued and sought emancipatory change in accounting and 

accounting practices (Gallhofer and Haslam, 1997, 2003; Gallhofer et al., 2015), 

something that is part of the research focus of this research as well. Additionally, this 

research project seeks for emancipatory ways forward, not only in management 

accounting and MCS, but also in SMEs in a capitalist system that places more and 

more pressure on them over time. Therefore, this final research question aims to 

dissect these elements that can bring forth this change. 
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1.5. Contribution 

The contributions this research project makes towards the expansion of the literature 

rely heavily on the critical theoretical perspective being undertaken. The most 

impactful contribution is opening the way for research in SMEs through a critical 

lens, while reforging their image and place in the capitalist society. The structures, 

hierarchies, control and power relations inside the SMEs are not inherently based on 

exploitation and oppression of the worker by the capital holder, but a collective of 

pressured individuals with reified realities and lack of class consciousness. This 

provides grounds for emancipatory intervention. For that to take place, more research 

in these environments is required. This research project makes a small step towards 

that by examining MCS in SMEs, which is another contribution to the critical 

literature, as it helps understand the ways in which organisational participants interact 

and understand the tools they used and are being used from in these levels where their 

class realities are so similar. How friendships develop and are maintained and the 

interaction of them with the management of the organisations help understand if a 

collective, positive, open working environment is feasible and transcends oppressive 

accounting practices. Apart from the SME context, this project also contributes to the 

critical literature through the national context. Greek organisations have not been put 

to the critical lens enough and this research project provides an opportunity for 

insights through the examination of the two case studies. 

1.6. Method 

In order to be able to answer the questions posed above, engaging in close contact 

with the organisational participants is meant to provide the best results. Even though a 

longitudinal observation of a single, or multiple, organisations, would provide an 

array of insights in organisational relationships and the MC (Chenhall and Euske, 

2007; Ezzamel et al., 2001; Ezzamel et al., 2004), such a time frame is beyond the 

availability of this research project and might be a project to be undertaken in the 

future. However, studies have shown that observation and interviews are appropriate 

methods to gather data on both MC and human relationship (Ahrens and Chapman, 

2006; Ahrens and Mollona, 2007; Ahrens, 2018). Furthermore, the opinions of the 

organisational participants on the MCS used, and the opinions they have for each 

other, cannot be just observed, thus follow up interviews with the participants are 
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used. As it will be shown in the method and methodology chapter (Chapter 4) of this 

thesis, observation is a method that has a few variations that allow the researcher to 

extract different data depending on the nature of the research. Furthermore, the 

interviews produce a lot of qualitative data which help create the narrative in the 

discussion and analysis chapters (chapters 6,7 and 8). More information on the semi-

structured interviews are also given in the methodology chapter (chapter 4) and 

Appendix A and Appendix B are dedicated to providing information on the interview 

process and participants This method is still falling into the risks and caveats all 

researches fall, as explained in the methodology chapter, but the outcomes to be 

achieved from this choice are numerous. 

1.7. Chapter Overview 

The literature review in Chapter 2 is developed after this introductory part and is 

divided in two parts. The first part is making an historical and a contemporary review 

of how the systems have developed over time through management accounting 

research (MAR). Then, an overview of MCS and how these are formed and 

maintained in organisations is given, which provides the groundwork for the formal 

and informal controls in organisations to be explained. Finally, before closing the first 

part of the literature review, the importance of control in MCS is explained, as it bears 

great relevance to this research project. The second part of the literature review is 

concerned with key concepts for this research and making the first connection with 

the theoretical framework of this research. These key concepts are firstly, trust and 

friendships and how these are developed and maintained in the workplace. Secondly, 

employee participation in the management of the organisation and MCS is explored 

through the literature and then, resistance of employees towards MC and MCS, or 

towards changes is developed. Finally, culture, national and organisational, and how 

accounting and management accounting are affecting culture and are affected by it are 

discussed. These terms are tied to the critical theoretical perspective and literature in 

this theoretical framework is heavily considered. This allows for a better 

understanding of the perception the researcher, while also providing useful insights 

and frameworks for the analysis of the data later on in this research project in chapters 

6 and 7. 
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Following the literature review, the theoretical framework in Chapter 3 explains and 

defines the views on the themes explored in the literature and connects them with the 

perception of the social world, organisations and human relationships. Influential 

theoretical frameworks, such as the interdisciplinary perspectives on accounting, are 

developed, showing the applications they have in this research project. The larger part 

of the theoretical chapter is explaining the application and importance of concepts of 

critical theory in this thesis. First, by giving an historical overview of the development 

of critical theory and then placing it accounting, MC, and friendships. Second, 

through the development of concepts, such as the importance of context, the role of 

power, reification in life and business, employee and managerial interests, and 

consent and resistance. Finally, ways of emancipating accounting for a better 

tomorrow is discussed through the literature, linked with the importance of praxis in 

order to bring forth that emancipatory change. 

The theoretical chapter is followed by Chapter 4, which focuses on the 

methodological issues and research design. This chapter is devoted to developing the 

epistemological and ontological perspectives of the research. Since these 

philosophical assumptions are heavily based on Burrell and Morgan’s (1994) 

framework, a review of the framework and the criticisms it received in the literature 

are explained, ending with the takeaways of it for this research project. Following, the 

research design is broken down in the components that were chosen for this research 

project. The choice of a qualitative background, critical case study methodology, 

observations and interviews as a method, but also the sample choice and data analysis 

process for this research project are rationalised through theory and based on the 

research goals and research questions. Additionally, the limitations of all of the 

components of the research design are explained and the steps taken by the researcher 

to avoid caveats in this research project are presented. 

Chapter 5 is setting the context for the research project. The Greek national context is 

presented in detail, paying closer attention to the modern Greek history and how that 

formed the country economically and influenced businesses in the recent years. This 

provides an introductory point to explain how business is conducted in Greece, how 

businesses work, and which are the implications of these aspects for this research 

project specifically. In order to explain how businesses are managed in Greece and 
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what are common manager profiles and habits in the country, Greek culture is 

explained, focused on the human factor. 

Chapters 6 and 7 of this thesis provide the analysis of the data collected from the 

sample organisations. The two chapters have separate foci based on the way the 

literature review is also parted. Chapter 6 analyses the way MC and MCS are formed, 

developed, maintained, and influenced by various factors in the sample organisations. 

For chapter 6 to provide a better understanding in these areas, it also opens with 

background information on the sample organisations and their organisational settings. 

Chapter 6 shows both the formal and informal controls existing and changing in the 

sample organisations and makes connections on how these interact with the 

organisational participants. Chapter 7 then takes these connections and tries to create 

insights using the data from the workplace friendships, organisational culture, and 

other relationships the organisational participants in the sample organisations had with 

each other. The workplace friendships and trust created between the organisational 

participants is explored from their everyday or occasional interactions, inside or 

outside of the organisational grounds, and through the  

As chapters 6 and 7 give answers to the first two research questions through the 

insights provided from the two sample organisations, chapter 8 attempts to answer the 

remaining three research questions as formed for this research project. Therefore, the 

discussion in chapter 8 is designed with these three research questions as a guide and 

attempts to answer them one by one, using the insights from the analysis in chapters 6 

and 7. 

Finally, Chapter 9, the conclusion, presents the findings from this research project and 

the contribution made to the literature. In the conclusion, the limitations of this 

research project are discussed, adding to the ones developed in the methodology 

chapter, but also adding any difficulties that were contingent to the circumstances of 

the researcher and the sample organisations of this research project specifically. Based 

on these limitations and on insights created through the making of this research 

project, suggestions for future research on the topic are provided, concluding this way 

this thesis by looking into the future.  
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2. Literature Review 

2.1. Introduction 

During a lifetime, people assume different roles. These roles change depending on the 

situation they are placed in and/or the people they interact with (Perkins, 1995). The 

roles assumed by each person may vary from a student, a teacher to an employee, a 

supervisor, a manager or a boss, and from a friend to a partner or a parent. Their 

stakes, power and expectations also depend on the role they assume (Perkins, 1995), 

while their action and reaction to fulfil their role is created by societal expectations, 

whether the individuals or groups enjoy their tasks or not (Katz and Kahn, 1966). It is 

most common that people act specifically to the role they have at the time. More 

importantly, some roles are defined by nature, such as the interaction between a 

mother and her child in the early stages, whilst others are defined by rules, laws and 

other written or spoken code, such as a company paying its employees for the work 

they delivered (the company is here taken as an organisational participant) (Katz and 

Kahn, 1966). Under Bourdieu (in Cooper and Coulson, 2014 and Malsch et al., 2011) 

any field can be conceived as the relationships of the roles the participants have at the 

time, and these relationships determine the power relations between them and their 

environment. 

However, there are times when there is a conflict of roles. A conflict of roles occurs 

when two people with more than one active role at that specific moment interact with 

each other. For example, a customer, who is also a friend of the sales employee, 

presents an internal role conflict to the employee. In this scenario, the employee will 

do what they can to provide the friend with the best of services and offer a better 

product price than the one they would offer to the rest of the customers. However, this 

might not be possible, and the employee will also try to comply with company 

regulation and put their position above friendship. Usually, people prioritise personal 

preservation, in this case their job position, to maintain stability in their life and then 

act according to other roles. This, of course, depends on the nature and intensity of the 

situation as well. The friend and customer, on the other hand, will be less hesitant to 

ask for information about products, prices, quality and best deals, which means their 

role as a friend does not conflict with the role of a customer, rather it creates a 

positive effect supporting it. However, there are complexities for every role taken by 
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individuals, and the amount of complexities depends on the activities expected from 

the role and the number of roles a person holds (Katz and Kahn, 1966). Every 

conflict, of course, has different implications (e.g. if a teacher’s child is part of their 

classroom) and some of them have been studied more extensively than others, e.g. 

workplace friendships, see Morrison (2004) and Nielsen et al. (2000), workplace 

romance, see Cole (2009), Lickey et al. (2009), Pierce et al. (2012) and Quinn (1977), 

supervisor-subordinate relationships, see Chiaburu and Harrison (2008), Cogliser et 

al. (2009), Dulebohn et al. (2012), Kamdar and Van Dyne (2007), Li and Hung 

(2009), Othman et al. (2010), Tse and Dasborough (2008) and Tse et al. (2008). 

For a definition of MC to be provided for this project the following need to be taken 

under consideration. For Efferin and Hopper (2007), MC is used to align employee 

interests with organisational objectives and goals both internally and externally of an 

organisation. They argue that context, such as society, culture, political and economic 

conditions interact with the MC affecting and being affected by them. This argument 

is supported by Ahrens (2018), who, based on Hopwood (1987), argues that MC is 

“highly context-specific”, and its practices and systems interact and shape both other 

systems and organisations. For Jollands et al. (2018), MC breaks the boundaries of 

just accounting controls and internal influence on employees and they suggest that 

MC can influence external factors and groups. However, they too suggest that MC is 

an account, information that can be utilised in decision-making. Nixon and Burns 

(2005) even argued that performance management and measurement are starting to 

separate from components of MC into individual elements. 

Thus, from the above discussion, two important elements appear for the scope of this 

research. First are MC and MCS, which are presented below as the first part of this 

literature review, and the sociological aspect, which comes after to explain the 

relationships, and specifically focuses on trust and friendships, between the 

organisational participants. The first part includes an historical review of MAR and 

MCS, followed by an extensive review of contemporary MC and MCS and the 

separation between formal and informal controls and their definitions, which apply in 

this research project. The first part ends with how the term control is put in context in 

management control, which is very important to explain and analyse the results of this 

project as well. The second part of the literature review belongs to the sociological 
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aspects of the research. In this part the oppressing and emancipatory aspects of 

accounting and management accounting are explained, with matters such as the 

distribution of power, resistance. Furthermore, the literature on trust and friendships is 

explored in order to create a better understanding of the themes this research project is 

dealing with. Finally, the second part closes with the impact of local and 

organisational culture on the above elements. 

Part 1 

2.2. Historical Review of Management Accounting Research and 

Management Control Systems 

The literature on MCS dates as far back as 1965, when Robert Anthony released his 

seminal work “Planning and Control Systems: A Framework for Analysis”. Otley et 

al. (1995) explain that Anthony (1965) refrained from considering every aspect and 

every detail of what makes and surrounds MCS, but that was a wise reaction, 

considering he was the first to cross that path. In his definition, Anthony (1965) 

identifies MCS as the catalyst that helps management use information and resources 

to reach organisational goals and objectives. This definition, however, is very 

narrowly focused on operational activities, which caused, in later years, the MCS 

literature trying to refine it. In the beginning, the definitions were broadened and the 

general definition of MCS, but also for both management accounting and what was 

included in it, was very different, mainly depending on the context and theoretical 

perspective each researcher was adopting (Bromwich and Scapens, 2016). Later on, 

researchers tried to adapt the definitions of MCS to specific contexts and narrow 

down the focus again. As a result of this stretching and shrinking, there are various 

definitions of MCS with slightly different meanings, which include various different 

aspects of the organisational life, or reject them as part of the MCS package, while the 

academic community has not reached a consensus as to which are the specific 

elements that make a management system, or package, or simple measures, an MCS 

(Bromwich and Scapens, 2016; Otley, 2016). 

The literature on MCS after Anthony’s (1965) work was scarce and not very 

influential, since there was not much acceptance of the management accounting 
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literature at the time (Bromwich and Scapens, 2016). A further reason for the lack of 

research in MCS was the fact that most of the MAR in the early 1970s was based on 

neo-classical economics (Bromwich and Scapens, 2016). However, that lasted until 

the late 1970s and early 1980s, when contingency theory-based research started to 

flourish and researchers employed organisational, psychological, sociological and 

social theories (Bromwich and Scapens, 2016; Burchell et al., 1980; Chua, 1986; 

Otley et al., 1995; Otley 2016). Bromwich and Scapens (2016) argue that the reason 

for this increase was the foundation of a “home” for researchers to publish articles. 

Accounting, Organisations and Society journal was founded in 1976 accepting 

alternative theories and research areas. Furthermore, theorising, methodology, and 

data collection slowly started to become more robust, when concerning non-

economically grounded MAR, so their work became more widely accepted 

(Bromwich and Scapens, 2016). However, the research at the time could still not 

connect to the practice, even though attempts were being made. Bromwich and 

Scapens (2016) mention that the connection of theory to practice is a very important 

factor for MAR, while Laughlin (1991; 1995), broadening the scope of this argument, 

argued that it is important for all accounting theory to try and connect to the 

accounting practice (also Chua, 1986 and Hopwood, 1983). The concept of 

contingency theory was to study each organisational context as a separate case, 

because management accounting, specifically, has so many parameters to take into 

account that are not same, but only similar, between organisations (Bromwich and 

Scapens, 2016; Hopwood, 1983; Otley 2016). However, Hopwood (1983) argued that 

this approach was limiting the ability of contingency research to study and contribute 

to accounting change research and how societal phenomena and processes would 

affect accounting. 

This wave of MAR advanced the knowledge on MCS and made them a topic to be 

developed (Otley, 2016). Otley et al. (1995) argued that the development of literature 

on MCS has been held back by its inseparable connection to accounting. They argue 

that accounting helps form a part of these systems, but they are not entirely dependent 

on it. Burchell et al. (1980) take such an approach and explain that accounting takes 

different forms and changes depending on the roles it serves every time. Perceiving 

accounting as a broader term rather than just techniques for measurement of economic 

performance and efficiency helps understand MCS as always being part of accounting 
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and not some aspects of them belonging to it and some being distant. Also, that 

perception of accounting helps understand how it is affected by the organisation and 

its environment according to roles and expectations of them from its use. 

Even though contingency based theory MAR started in the late 70s it has not stopped 

until today, even though, as seen from Image 1, it is in a slow decline for the past 15 

years. It is a very prominent field of MAR providing not only its researchers, but also 

the researchers outside the theoretical view, with useful results and frameworks to 

conduct research. However, due to the nature of MAR, these frameworks are not 

applicable in all situations. Contingency MAR is situational, conducted in certain 

contexts and focusing on producing result for that specific one, meaning the results 

are not to be generalised (Bromwich and Scapens, 2016; Otley 2016). Most 

researchers advise caution when using contingency based theory models for that 

reason. Furthermore, the chart above shows the rise of social and critical theories over 

the years and how these have become prominent. This research project also follows a 

critical perspective on the matter of MCS, which is also an area that is rapidly rising 

in popularity according to Bromwich and Scapens (2016). 

One of the researchers that is a major influence for this research and has played a role 

in advancing the MCS research, based on Anthony (1965), is Simons’ (1995) and his 

work on levers of control. Simons’ (1995) research is a very influential to the MAR as 

well (Berry et al., 2009), providing a framework for further researchers later on 

Figure 1: Management Accounting. Topics researched (Bromwich and Scapens, 2016 p. 4) 
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(Ferreira and Otley, 2005). The levers of control consist of four dimensions. The 

Belief Systems, which are general rules and missions of an organisation, designed to 

inspire and guide its people to support the organisation and work toward its success. 

Boundary Systems are limits, and constraints placed on the organisational 

participants, to prevent them from taking any unnecessary risks and also discourage 

them from adopting any opportunistic behaviours, pursuing personal profits, while 

jeopardising the organisational wellbeing. The Diagnostic Control Systems (DCS) 

include performance and effectiveness measures and other procedures designed to 

incentivise and monitor employees. DCS are usually used as a ‘stick and carrot’ 

strategy to either reward or punish employees for their good or bad performance 

according to organisational goals. Finally, Interactive Control Systems (ICS) are 

aimed to promote education and the generation of new ideas through organisational 

flow of information and communication. 

Simons (1995) divided the four levers in two teams, based on the Chinese philosophy 

of yin/yang. Specifically, Belief Systems and ICS are considered positive controls, the 

part of yang, which means light. This is because they provide motivation and rewards 

to the people of the organisation and allow them to develop their skills and 

knowledge. Boundary Systems and DCS, on the other hand, are negative controls and 

represent yin, the darkness, because they are meant to restrict, monitor and control the 

organisational participants. However, as in the yin/yang philosophy, so in the 

organisational philosophy, both light and darkness must co-exist in order for the 

organisation to work properly. If there are only positive controls and rewards, the 

employees will feel safe, thus putting less effort and receive bonuses. If there are only 

negative controls and punishment, the employees will feel less motivated to put effort, 

or even continue with the organisation, since they feel their efforts are not recognised 

and no positive prospects in their future with the organisation (Simons, 1995). 

This separation between four dimensions is helpful for this research. It is making a 

very visible and easily definable distinction of MCS in an organisation, while also 

providing the rationale behind actions, strategies and selection MCS in it. Through 

Simons’ (1995) framework, a clearer view on the objectives, goals, and motives of an 

organisation are given and so the MCS in place are surfacing. Realising the existence 

of formal, but most importantly, informal controls in an organisation, even when the 
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participants do not name or perceive them as such, is key to this research and most 

research on MCS in a workplace. As will be shown later the controls in place and 

their effect are not always clear, while the distinction between formal and informal 

controls is very thin (Evans and Tucker, 2015; Perren et al., 1998; Tucker, 2010). The 

importance for this research is the fact that MCS first needs to be identified in order to 

be able to explore the effect they have on the relationships of the organisational 

participants. 

Simons’ (1995) framework is not without criticisms. Even though the levers of 

control did try to include informal controls in belief systems and ICS, these are mostly 

neglected, especially the aspects of national and organisational culture, and most 

importantly for this research, social connections between members (Berry et al., 

2009). Secondly, the levers of control were applied in senior management levels. 

Berry et al. (2009) argue that this might mean they cannot be applied in other 

management levels. However, as portrayed above, the levers of control can be applied 

to different contexts and this allows them to be adapted to various levels and 

organisations. They also help identify controls in various contexts even if the levers 

and the systems they support are not directly applied, and this is the way they are 

being used for this research. They also helped in the way of development of MCS 

literature to this day. However, the levers of control still have a dichotomic nature, as 

mentioned above with the positive and negative systems, and a neutral set of controls 

that might just help the functionality of the organisation do not easily fall into one of 

the four categories identified. Furthermore, this dichotomy is applied for what is 

positive and negative for the employees of an organisation according to the ones that 

apply power through management from above, but not in what is a positive and 

negative effect for the organisation or the organisation depending on how the 

employees react or how internal processes change. For this research, MCS are not 

positive or negative inherently, but they will be classified based on the effect they 

have on the personal relationships of the organisational participants. 

From their review on the research on MCS, Berry et al. (2009) suggest that MCS 

research is still a fertile field for modern research and can identify certain emerging 

themes and gaps to be filled, both in the literature and in the practice of management 

accounting. Amongst others, they identify a challenge to create MCS that orchestrate 
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both vertical and horizontal member relationships in organisations, a need to connect 

MCS control with cultural differences in organisational contexts, considering they are 

socially constructed by people to regulate people, meaning they will accept and deny 

them, and finally to remain grounded and be able to connect theory with practice. It 

has been noted that models of MCS that are ignorant of the influence of culture are 

incomplete and tend to fail (Harrison and McKinnon, 1999). For the final part, they 

also prompt researchers to be present in organisations and have a direct experience of 

the practices in place. As Chua (1986) argues via Kaplan (1984 p. 415) “get involved 

in actual organisations and muck around with messy data and relationships”. Or, as 

Laughlin (1995) states, empirical research is important in both economical and 

behavioural-based accounting research. It is also interesting to see that something that 

was argued to be lacking in accounting and management literature in the mid-80s is 

still missing today. Additionally, from Image 1, it becomes obvious that emerging 

themes for research are MCS, psychological and social theories and social network 

theory research. Finally, from the historical review conducted in this sub-chapter of 

the literature review, two further issues are identified to be missing in contemporary 

MCS literature, first the lack of research in MCS in SMEs, that also take into 

consideration the contextual differences and secondly, undertaking research from a 

perspective that includes both managers and employees. 

All of the above gaps and emerging themes are to be covered in this research. The 

vertical and horizontal relationships between manager-owners and employees will be 

examined, with a focus to conceive MCS that allow for co-operation and 

understanding between them, which automatically tries to connect theories perceived 

and developed to real life examples, practiced daily. Furthermore, due to the context 

of the research, organisational and national culture are an overarching veil covering 

every piece of theoretical and methodological aspect, because as Henri (2006) argues 

it “is an omnipresent factor which affects practically all aspects of organizational 

interactions” (p. 97). Thus, culture and its implications are to be treated with caution, 

especially when making assumptions about the nature of the organisation, MCS used, 

and its people. Additionally, in order to study and understand human relationships and 

how they are affected by their environmental changes (i.e. workplace), sociological 

theories will be employed, which are mentioned as an emerging theme in MAR and 

needing of attention and additional research in order to develop. Further details on the 
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way these matters will be covered will be given in the Theoretical Framework and 

Methodology chapters. 

2.3. Management Control Systems 

In the context of SMEs, the role of the leader is taken by the owner-manager. The 

literature proves that managing a company, however small it might be, is a difficult 

task (Lahdesmaki, 2005; Spence, 1999; Tocher and Rutheford, 2009). An owner-

manager needs to first, manage the financial aspects to make sure the organisation is 

moving towards goal achievement, secondly, manage the employees, which includes, 

their working environment, conditions, benefits and even the relationship and 

communication between them and, finally, most of the time, work in production or 

service him/herself. The tools to achieve that are provided by management 

accounting. It is important to note here that management accounting is the set of 

practices that include MCS, because as Chenhall (2003) shows, the terms have been 

used interchangeably in the past. Yet, as Malmi and Brown (2008) point out, even 

after four decades of MAR on MCS, the term MCS does not have a specific definition 

following it. As such, problems are caused in the literature, by perceiving the term as 

broad as possible and including many systems and techniques in MCS. Malmi and 

Brown (2008) further define MCS, as the systems used to influence and change the 

behaviour of employees and not just the systems that are solely focused on decision 

making. They also separate MCS into different types according to their place in the 

organisation and how they interact with each other (see Image 2). It is this same 

variety of definitions of MCS that has created conflicting results in the literature about 

their use in SMEs (Perren and Grant, 2000).  

Since researcher perspectives on the definition are important when realising the 

outcomes of the research, this research agrees with Malmi and Brown’s (2008) 

definition of the MCS package but does not exclude informal controls from them. 

Rather, this research admits that informal controls are included in every aspect of the 

formal ones, even though they can exist separately (as seen in SMEs), and influence 

one another. As Tucker (2010) explains, this interaction between formal and informal 

controls is not clearly visible and has not been explored by the literature. The reason 

he gives for this is the difficulty of identifying and measuring informal controls. This 

aspect will also become a relevant obstacle to overcome in this research, as informal 
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controls are part of the SME everyday life, as they are paired with normal accounting 

techniques (Moilanen, 2008) and might affect the relationship between owner 

manager and employees more significantly than formal ones. However, even if this 

proves to be an obstacle, when overcome, this research will provide useful insights on 

the nature of informal controls and their effect on organisational life. As it becomes 

relevant throughout this research project, MCS are not simple tools that are used by 

decision maker, but are also affected and affecting each other and their environment 

(i.e. Organisational participants, strategies, physical spaces) (Ahrens, 2018). 

It has been shown that formal and informal controls can affect inter-organisational 

relationships by affecting behaviours and norms, or by building trust (Berry et al., 

2009; Dekker, 2004; Nixon and Burns, 2005; Varoutsa and Scapens, 2018). This 

shows that managerial control and specifically MCS can affect relationships between 

groups of people or between leaders, since organisations are social constructs 

themselves. However, the aspect of intra-organisational effectiveness of these controls 

(MCS) on relationships between the organisational participants has not been deeply 

explored. 

MCS were created in answer to the relevance and importance of control in 

management accounting. They were first conceived as processes, to help a manager 

make effective use of resources and make right decisions, to maintain and change the 

organisation, and to lead it to competitive advance (Chatterjee, 2014). They were 

traditionally formed to implement standardisation in organisations and from that, a 

mechanical way of producing that is effective. That way, creativity and innovation is 

Figure 2: MCS typology interaction (Malmi and Brown, 2008, p. 291) 
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restricted in organisations by MCS implementation (Moulang, 2013). The 

conventional MCS literature perceives MCS as mechanisms that maximise 

performance, intra-organisational efficiency and value creation. However, for the 

critical accounting researchers, MCS are another management accounting tool. Their 

control is formal organisational boundaries aimed on monitoring employee task 

performance and correcting their actions to achieve organisational goals (Whitley 

1999). For Alawattage and Wickramasinghe (2008), this use of MCS pushes class 

dichotomies, allowing for capital to rule over and suppress labour even more 

effectively. 

A similar approach is taken by Cooper (2015), where MCS are not only pushing class 

wealth and income dichotomies, but also creates a framework for individuals to 

control and form themselves as the capitalist system requires them to. Cooper (2015) 

calls these in the title of the paper ‘entrepreneurs of the self’. MCS in place allow 

employees to assume an organisational identity that allows for a self-understanding 

which enables self-monitoring and presenting one’s self in the way that is expected by 

the industrial society (Alvesson and Willmott, 2002). If the inextricable connection 

between accounting and social is to be accepted, then MCS have a social and political 

role. That political role is currently determined by the hegemonies in place. Through 

this perspective, the political thinking in organisational life and literature must 

change, before an equilibrium state can be reached, if indeed there can be one, 

between capital and labour through accounting techniques and control systems. 

There is another part of the management accounting literature that perceives MCS to 

have a power to inspire creativity and innovation in organisations, both to managers 

and employees (Davila and Oyon, 2008; Simons, 1995). In this light, management 

accounting can create an empowering environment for both managers and employees 

to co-operate and innovate systems that would allow them to have less tension and 

struggle between them. However, that would mean transfer of control. Thus, as long 

as the manager does not decide to reduce their power at hand, instead of increasing it, 

such creation and innovation would be either restricted, or be made to favour mostly 

the management part, without providing a lot of freedom to the employees. As it will 

be shown in the second part of this literature review, such systems of freedom to the 

employees have been attempted but have not produced the desirable outcomes. In the 
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next two sections, the formal and informal controls in organisations and in this 

research are explained. 

2.4. Formal Controls 

Management accounting has created various frameworks to help make managing a 

company and its employees easier (Chenhall, 2003). These frameworks are different 

ways of applying formal and informal MCS in an organisation. MCS are control 

mechanisms that regulate the organisation and communicate information to the 

participants (Whitley, 1999) and are applied differently, according to the type of 

production in the organisation, the number of employees and the size of the company. 

Some of them are very basic financial techniques, such as budgeting. Budgeting is not 

only used by organisations, but also by governments (Chan, 2004) and even everyday 

households, in order to provide a clear or approximate picture of a specific time 

period (week, month, year, fiscal year) and help plan for the future. Budgeting 

techniques used in an organisation, such as capital budgeting, have the intention of 

informing organisational participants of the available funds and plan ahead, execute 

actions, but also motivate and control them accordingly (Chan, 2004). 

Budget participation, or participative budgeting, is meant to allow all organisational 

participants to influence or determine their budget together (De Baerdemaeker and 

Bruggeman, 2015). The effect of this technique is to provide managers with better 

information on the employees, namely, which targets are more likely to motivate 

them, and which actions taken by the management will be adopted favourably and 

which will be resisted (Agbejule and Saarikoski, 2006; De Baerdemaeker and 

Bruggeman, 2015), thus increasing their control over them. Capital budgeting also 

involves a degree of performance measurement, comparing current results with the 

previous budget targets (Chan, 2004). However, it is not the most commonly-used 

way of measuring performance. 

The most developed performance measurement framework in MCS is the Balanced 

Scorecard (BSC), developed by Kaplan and Norton (1992, 1996). The BSC was 

developed to help managers measure, not only the financial performance of their 

organisation, but also measure the non-financial aspects, such as customer 

satisfaction, internal processes and innovation. The outcome of these measurements, 
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however, was still controlling the processes and the organisational participants 

according to the scorecard goals, to achieve short- or long-term financial results 

(Kaplan and Norton, 1992; Kaplan and Norton, 1996). Also, the focus was, again, 

placed on the manager, as the only powerful decision maker, while the rest of the 

organisational participants involved did not have any power over the process, the goal 

setting and the strategy to achieve them. The BSC has been heavily criticised over the 

years, but it is still the most popular performance measurement tool used. 

Setting performance goals before the BSC was done through Benchmarking. 

Developed initially by Xerox (company) (Martínez‐Lorente et al., 1998), this 

technique is used to compare organisational performance within the industry and set 

goals for performance accordingly (Tucker et al., 1987). One of the comparisons 

made was the volume of costs and the cost strategy however, later, other MCS were 

developed, aiming at controlling the organisational strategy by adjusting 

organisational costs (Tucker et al., 1987). Such systems are Activity Based Costing 

(ABC) and Target Costing (TC). Apart from the BSC, Kaplan also helped develop 

ABC. As it is reasonable, the system follows the same mentality as the BSC, meaning 

that it is aimed to allow the decider (high level managers) to control organisational 

participants according to costs, with an aim to do such actions that lower the latter to 

the minimum.  

TC, on the other hand, was developed by Japanese car manufacturing companies to 

support and complement their Just in Time (JIT) production policies (Kato, 1993; 

Monden and Hamada, 1991). TC takes a very similar approach to both benchmarking, 

by reviewing the competition but only focused on costs, and to ABC, by keeping the 

costs at a minimum, by manipulating the production process and supply chain. 

Despite the similarities, TC was developed in the Japanese context, for Japanese 

companies, meaning that a lot of its functions and plans were specifically created to 

fit the way the people and organisations work in the country, thus it encountered 

implementation problems in the west (Kato, 1993; Monden and Hamada, 1991). 

However, TC was very quickly recognised and adopted in Japan. The ABC, on the 

other hand, had implementation issues, especially rejection from both management 

and employees, from the beginning, until even later on in most of the regions it was 

introduced (Kaplan and Anderson, 2003). Resistance to MCS and to broader 
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management practices is usually one sided (Ezzamel et al., 2001; Ezzamel et al., 

2004), as will be explained later. When managers try to implement a system, and later 

to its rejection there is, probably, a problem with the system itself and not with its 

implementation, as Kaplan and Anderson (2003) initially argued. Usually, the 

problem is the way the employees are pressured to change, since that was the case for 

TC and JIT in the western world (Kato, 1993). 

Both of the systems (ABC and TC) influence the production stages. TC makes use of 

JIT production, which means creating products as fast as possible when an order is 

placed, so products in stock are kept at a bare minimum (Kato, 1993). Jarrar and 

Smith (2014) separate these MCS, in Management Accounting Systems (ABC, BSC, 

budgeting), which are employed to monitor performance and costs, and Operational 

Systems (JIT and TQM), implemented in the operational levels of the organisation 

and affect the production phase. TC and JIT are the results of the implementation of 

the Japanese philosophy of Kaizen in the costing and production phases. Kaizen 

means continual improvement and applies to all perspectives of the organisation. In 

order to keep their competitive advantage, and since the Kaizen philosophy and TC 

and JIT could not be implemented directly, western organisations created Total 

Quality Management (TQM). TQM has many similar characteristics to the JIT, but it 

is adjusted to western company philosophy (Martínez‐Lorente et al., 1998). This 

shows the importance of culture and employee resistance when changing company 

strategies. Leaders are not the only ones affecting MCS and employees are not the 

only ones affected by MCS. However, it is obvious from the literature on MCS, that 

measuring performance, efficiency in production and reducing costs is supposed to be 

a top-down process, from top management to the service or production level. 

Despite efforts to implement non-financial measures (Kaplan and Anderson, 2003; 

Kaplan and Norton, 1992), formal MCS have mainly been used by major 

corporations, especially in the Anglo-Saxon context, as financial indicators and 

performance measures (Tucker et al., 1987; Whitley, 1999). Additionally, 

performance measurement has been recorded to be implemented in organisations for 

various different reasons and with different results (Dobija et al., 2019). From the 

obvious evaluation, control budgeting and motivation to promotion, celebration 

learning, and improving (Behn, 2003). Furthermore, performance measurement seems 
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to be used for symbolic reasons as well (Dobija et al., 2019). This means that there is 

no practical need for them at the organisation but are rather used either because they 

have been used in the past, or to provide external legitimacy to peers (Dobija et al., 

2019). Finally, MCS are based on the flow of information, but not all informational 

systems, such as the ERP for example, that influence control are not necessarily 

themselves MCS. Even though, specifically for ERP systems, Teittinen et al. (2013) 

argue that ERP make control possible from a distance and with minimum interaction 

between participants. 

2.5. Informal Controls 

The plethora of control systems described above are formal controls embedded in 

organisations, most frequently large ones, as written regulations to allow for better 

management of personnel, goal setting and task performance. Informal controls are 

direct relations of the organisational participants, resulting not on standard setting and 

monitoring, but rather on supervising and guiding through spoken word on every-day 

work (Whitley, 1999). In major corporations, it is difficult for management to interact 

with each employee separately, thus management networks are formed, from top-

management to field supervisors. However, the large number of participants makes it 

easier for stories and gossip to be spread, since anonymity through crowd is available. 

Also, field supervisors are likely to closely communicate and side with employees, to 

either help insert new systems with less resistance, thus administering informal 

control, or reject these systems, providing a more credible line of resistance (Ezzamel 

et al., 2001; Ezzamel et al., 2004). Furthermore, as it has been pointed above, cultural 

differences affect formal controls, especially their implementation in different 

cultures. 

Informal controls may vary according to the context they are set in. In contexts where 

there is strong hierarchical control, such as with Anglo-Saxon context, formal controls 

are more likely to be used, as informal relationships are less likely to be created. 

While in contexts where relationships are more fluid, or where there is patriarchal 

control, managers might be more involved with employees and thus making use of 

informal controls (Whitley, 1999). It has been argued that “traditional” MC as we 

know it has become obsolete in the 21st century (Manzoni, 2002 in Nixon and Burns, 

2005). Either because MC research has paid too much attention on Simon’s 
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Diagnostic and Interactive controls, or because informal and social controls are 

becoming more relevant (Nixon and Burns, 2005). There have been many cases 

documented in the literature, where the informal controls support the formal ones in 

place by allowing management to communicate with each other and with the workers 

in various ways, bypassing the faults embedded in the formalities (Berry et al., 2009; 

Davila, 2005). Kennedy and Widener (2019) argue that socialisation, both inside and 

outside of the company, between managers and employees and between employees 

themselves, increases goal agreement and organisational behaviour of both groups 

without relying so much on performance measurement. 

Direct involvement with employees is allowing for informal controls to be developed 

in SMEs as well (Durendez et al., 2011; Durendez et al., 2016; Lahdesmaki, 2005; 

Spence, 1999; Tocher and Rutheford, 2009; Whitley, 1999). In SMEs, the direct 

involvement of management with employees allows for a faster adaptation of the 

employees to the organisational culture and a better control over them (Davila, 2005). 

Durendez et al. (2011) argue through the literature that owner-managers in small and 

medium organisations chose to move from informal to more formal controls as the 

life cycle of their business progresses, as the structure of the organisation becomes 

more complex and its informational needs increase, the use of management 

accounting in general, and MCS specifically, increase as well (Lopez and Hiebl, 

2015). Furthermore, the ability of the organisation to employ and maintain 

accountants and management-educated personnel increases as it grows thus, being 

able to implement more sophisticated formal systems (Lopez and Hiebl, 2015). As it 

is explained in Perren et al. (1998), this process is neither clearly visible, nor do 

informal controls disappear from the organisational life. They further argue that small 

entities should not try to replicate the MCS of large firms. It is important to note that 

they purposely mention only small entities, since as Lopez and Hiebl (2015) find, 

through an extensive bibliographical study, medium-sized entities are much more 

comparable to large-sized entities than small- and micro-entities. This finding has 

great implications for the understanding and analysis of the results in the final 

chapters of this research. 

Some of the literature on the matter has focused on different national contexts, 

bringing various insights from non-Anglo-Saxon, or western backgrounds, Ahmad 



 
 

32 
 

and Mohamed Zabri, 2015 (Malaysia); Cosenz and Noto, 2015 (Italy); Durendez et 

al., 2011 (Spain); Ibarra and Velasco, 2015 (Philippines); Kosaiyakanont, 2011 

(Thailand). It becomes clear through their research that SMEs have little, if any, 

differences between national contexts, when it comes to MCS. The identified 

characteristics are that they tend to mainly use simple, formal MCS. The power is 

mostly in the hands of the owner-manager, who is the main decision-maker. They are 

relying on informal, direct controls when managing their firm, while the simple 

formal MCS are in place mainly to create a better image for the company to the 

immediate environment and regulate employees. However, the MCS in these contexts 

can be easily transformed in tools of coercion and external legitimacy through the 

hierarchical culture that might be prevalent in less developed countries (Hopper et al., 

2009). 

Evidently, most formal control mechanisms are costly and time consuming for the 

organisation (Vazquez, 2006) since the manager needs to spend time and/or tools to 

monitor the employees. Also, strict monitoring and formal controls can create a 

negative environment in the organisation (Simons, 1995). A possible way to 

effectively monitor employees, without them understanding that they are being under 

surveillance while significantly reducing the costs of monitoring, is for management 

to make use of self-control (Vazquez, 2006). By standardising some internal norms 

and values, through communication, the employees develop processes and patterns of 

controlling each other and reporting unfitting behaviour, while at the same time 

remaining satisfied as a team and working towards organisational goals (Ouchi, 1980; 

Vazquez, 2006). This way employees are controlled individually and collectively, 

while their knowledge, ideas and initiative are combined and aimed towards creating 

an organisational competitive advantage. 

Towry (2003) found that horizontal control, i.e. being controlled by equals, such as 

people on the same work level, is much more effective than vertical control, being 

controlled by superiors. From a psychological perspective, this way of control is much 

subtler, the power struggle between employees and managers is less obvious when 

employees control each other (Ouchi, 1978). However, in order for this to work, the 

systems in place must be clear and understandable by all participants. Specifically, the 

appropriate behaviours or desirable outcomes must be communicated and easily 
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interpreted according to the technologies in place (Ouchi, 1978). This is feasible if the 

employees are educated and rewarded for their socialization for example having a lot 

of dependents so that they are inclined to commute, educate and do what is best for 

the company (Ouchi, 1980). Ouchi (1980) supports that this is not control by the 

organisation. However, under the scope of this research, it is obvious that this 

technique is combining informal controls and channelling them through the formal 

procedures of the organisation, such as education or floor management. Furthermore, 

non-performance indicators, despite not explicitly promoting higher performance and 

visibly make an effort to control employees, still determine behaviours and actions in 

the workplace, by requiring trust and devotion to the company and following the 

organisational strategy. It is interesting to explore how these controls are transferred 

in an SME environment and if they are still effective and function in the same way, 

where the manager-owner is much closer to the employees, than in a large 

corporation. 

2.6. Importance of Control in MCS 

In Otley et al. (1995), it is mentioned that the ‘control’ and ‘power’ perspectives on 

management accounting, and specifically on MCS, is specifically undertaken by the 

more radical of researchers. However, as they later mention, control is a very 

ambiguous term and, as with MCS, it can be perceived and interpreted differently by 

people, organisations and societies. In Neimark and Tinker (1986), the ‘orthodox’ (as 

they call it) management accounting literature defines control as the informational 

systems and strategies a manager uses to achieve goals and objectives (usually profit 

maximising) for the organisation, while in their ‘dialectical’ approach control is 

embedded in productivity, controlling production in a way of accumulating capital, 

while caring for wages. As it is portrayed by the discussion above, and as will be 

explained in more detail in the Theoretical Framework Chapter, this research takes the 

radical view that Otley et al. (1995) mention on the matter and looks specifically on 

the use of MCS to control individuals, rather than the perspective Otley et al. (1995) 

take, which is focused on organisational survivability. As Neimark and Tinker (1986) 

explain, the social and organisational control systems, such as financial and 

management accounting, are not neutral (also Hopwood, 1983). They are used to 

enforce power of a class over the other and serve particular interests (Hopwood, 

1983). It is through this power struggle perspective that the evolution of these systems 
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makes sense and do not appear as random or experimental implementations of new 

techniques. 

Thus, it becomes now relevant that control, power and struggle are very important 

factors to study, to deeply understand both management accounting (Cooper and 

Hopper, 2006) and more specifically MCS. Furthermore, the control aspect of 

management accounting and accounting in general has been extensively discussed in 

the literature. Quattrone and Hopper (2005) reveal that control is a consequence of 

accounting creating distance between people. Specifically, accounting grants people 

power, so they distinguish themselves from the rest and they use that power to control 

over these people. Broadbent and Laughlin (2014) argue that accounting creates 

control through controlling money, and money is the most powerful resource in the 

organisational life. Furthermore, since organisations connect to society, this control is 

then passed through the ‘steering institutions’ into societal control. Thus, accounting 

has an impact on the control of people not only in organisations but also, indirectly, 

into society as well. By giving a twist to the established agency theory in accounting 

research, Armstrong (1991) argues that the main power that regulates the agency 

problem under his radical theorisation is not contracts, but control. However, control 

can be both enabling and constraining (Duane and Finnegan, 2003). Enabling, 

because it helps co-ordinate large groups of people, suppressing opportunistic or 

disturbing behaviours (Duane and Finnegan, 2003). Constraining, as it may not allow 

for innovative behaviours to evolve, thus limiting individual options and outcomes 

(Duane and Finnegan, 2003). 

As explained above, in management accounting theory, control can be administered in 

two ways, formal and informal. Formal controls are ‘articulated practices’ placed in 

an organisation to plan, organise, analyse and optimise production, effectiveness and 

other procedures (Chenhall et al., 2010). Informal controls, on the other hand, are not 

visible. They are unwritten policies passed on by communication, and their effect on 

change and control is dependent on the relationships of the organisational participants 

(Evans and Tucker, 2015; Tucker, 2010). They are based on the free flow of 

information, adaptive decision making and interactions between participants within an 

organisation (Chenhall et al., 2010). Large firms have been found to rely more on 

formal controls (Quattrone and Hopper, 2005), while SMEs tend to use more informal 
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controls (Durendez et al., 2011; Durendez et al., 2016; Lahdesmaki, 2005; Moilanen, 

2008; Spence, 1999; Tocher and Rutheford, 2009; Whitley, 1999). That does not 

imply that informal controls in large corporations have a less powerful effect or not 

used in the same manner as in SMEs, or that SMEs do not make any use of formal 

controls. Perren et al. (1998) found that owner-managers in SMEs use informal 

controls and then, in fear of their own or the company’s failure, start implementing 

formal controls, as safety guards. At that point, the informal controls do not disappear, 

but they evolve supporting the formal controls in the process. Evans and Tucker 

(2015) also found, in their case study of a major corporation, that informal controls 

supported the formal ones and created a better communication protocol between 

employees and between managers and employees. Even though they present their 

findings in a positive light, their findings are showing how formal and informal 

controls combined in the company to help implement a new practice, thus change the 

organisational landscape, with minimum or no resistance. Specifically, formal 

controls were used, as they say, to “absorb the shock” the change was to create. 

Informal controls, such as close discussion, gossip and socialising can also be used to 

dissolve resistance (Chenhall and Euske, 2007). 

Management authors and organisational psychologists have repeatedly tried to create 

frameworks and provide management with the appropriate tools to overcome 

employee resistance (Collinson, 1994). Oakes et al. (1998) argue that control can be 

forced upon the organisational participants through formalities and hierarchies, but at 

the same time it can be made subtly and be communicated, making use of intelligence 

and education, which is an informal control approach. The hierarchical control with 

both formal and informal measures was also mentioned earlier by Ouchi (1978). The 

author argues that top management should not only monitor, evaluate and provide 

feedback to its subordinates, but also ensure that they do so for those under them. 

Control this way becomes global, as every person with or without power is 

monitoring and manipulating the ones in her/his environment. Ouchi (1978) also 

separates controlling mechanisms between behaviour control and output control. 

Behaviour control is the pre-emptive monitoring of employee activities and 

understanding patterns, while output control relies on the evaluation of outputs 

created. Both controls are important in this research, because they have a different 

effect on the relationship (intra- and inter-organisational) between the owner-manager 
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and the employees, depending on their use and the understanding of the participants 

on their existence and the reason for their use. 

2.7. Part 1 Summary 

As explained in the introduction of this section, the aspect of control in MCS research 

and especially the perspective from which the researcher takes are very important, 

defining the research. This research is taking a critical (or radical in the words of 

Otley, 2016) approach to control in MCS, meaning that control in this research is the 

management’s effort to manipulate the workers in a way that brings more profits to 

the organisation and themselves. This approach allows for a condensed understanding 

of what MCS are and what belongs in them and generally in management accounting 

practices. The theoretical framework, developed in the next chapter, allows for a 

perception of MCS, as part of management accounting techniques, belonging in the 

more general (social) accounting practice. MCS, formally and informally, are meant 

to not only measure costs and performance and “optimally” organise the work floor, 

but also provide information bottom to top for the organisational participants, in order 

to monitor and control them. This focus might emit a certain bias towards the way 

MCS are studied in the organisational context. However, as Laughlin (1995) argues, 

all research is already biased due to the perception of the researcher. 

The MCS review in this first part of the chapter shows that both formal and informal 

controls are important and should both be under the scope of a research study, in order 

to have a complete view of the organisation/s it is examining. Berry et al. (2009) 

argue that the lack of attention in informal controls is what causes problems in both 

the research and the practice when studying or implementing various MCS. It also 

comes to show that management accounting is not a single, simple, linear activity 

which managers follow, but rather a set of various practices which require time to set 

up and decision making, but once in place they allow the organisation to function 

better. They do so, though, by interacting and changing the social and economic 

aspects of organisational life (Cooper and Hopper, 2006). It is clear from this 

perspective that management accounting has deep roots within the field of sociology 

and social psychology (Hopper and Bui, 2016), since it is created to deal with people 

and their social interactions and many of its theories stem from that science 

(Covaleski et al., 1996). As Walker (2016) mentions in a historic exploration of its 
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social role, accounting is equally affected by, and affects the social. This argument 

has been developed by researchers many decades ago (Hopwood, 1976; Laughlin, 

1987; Lowe and Tinker, 1977) and is still under development (Walker, 2016). Thus, 

many researchers, by studying MCS, have found that accounting is better understood 

in a social context, rather than a strictly organisational, or economical one (Cooper, 

2015). It is a practice made by people, for people and that especially applies to 

management accounting. Thus, the sociological aspect of management accounting is 

what will concern this research, since the purpose is to study the creation and 

maintenance of relationships under a MC context. 

The next part of this literature review explores important concepts that are found in 

this research project, such as resistance, trust, workplace relationships, and culture 

and how all of these interact with MCS and change each other, starting with how 

employee participation in the management of an organisation can shape decisions in 

it. 

Part 2 

2.8. Participation 

Currently, there is a wave of literature that concerns itself with employee participation 

in management practices, especially budgeting (Agbejule and Saarikoski, 2006; 

Aleksandrov et al., 2018; De Baerdemaekr and Bruggeman, 2015) and forming and 

changing performance measures (Groen et al., 2012; Groen et al., 2017). However, 

despite the original, good-willed, development of the participation literature in 

management accounting, there are many caveats in both literature and how 

participation is put into practice. Most authors argue that participation increases 

performance through employee input, motivation, commitment, innovation, goal 

clarity and information exchange (Agbejule and Saarikoski, 2006; De Baerdemaekr 

and Bruggeman, 2015; Groen et al., 2012; Groen et al., 2017; Jermias and Setiawan, 

2008; Sholihin et al., 2011), but the results, most of the times, are mixed when these 

researches are replicated (Aleksandrov et al., 2018; Sholihin et al., 2011). 

Furthermore, the way participation is portrayed is different from its outcomes. It 

either has nothing to do with employee interaction, or is used in order to extract 
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information from employees in order to assume better control over them. Through 

given the illusion of participating in managing aspects of the organisation, employees 

feel like they are part of organisational decision making and have control over 

management, but that participation is mostly used as another way of controlling them, 

since information is flowing from bottom to top (employees to management, or lower-

management to top-management), and decisions are still delivered from top to 

bottom. Jermias and Setiawan (2008) argue, through Argyris (1998, p. 288) that 

“while managers love the participation model in theory, the command-and-control 

model is what they know best”. They also show that, in some cases, employees are 

afraid of being held accountable for some decisions made and refrain from 

participating. Jermier et al. (1994) have also studied participation, as part of resistance 

in white-collar (office work or other professional environment) firms, where 

employees, by recognising their unfair treatment, consented to comply with the 

minimal regulations and not join “the management’s efforts to make them part of the 

team” (p.12). Finally, they show that in different contexts (specifically, the 

Indonesian one) employees are participating in management processes in fear of being 

punished for not doing so, while managers do not communicate information in fear of 

being manipulated themselves or the information they provide being misinterpreted. 

Participation is considered as an empowering practice in the workplace. However, it is 

important to note that since empowerment is a state that is sought by both managers 

and employees, and both sides are aware of this, MCS have many times tried to 

present new techniques as employee empowering (Ezzamel et al., 2001), while being 

a tool in management’s hands. Control attempts to empower employees while at the 

same time creates new subtle ways of controlling them (Lewis et al., 2019). 

Management claims that being part of the control process and sharing information is 

empowering employees, while the latter feel empowered because they determine 

minor aspects of the organisational life and maintain control over some parts of their 

own working environment. However, as mentioned before, these are illusions, since 

management participation aims for better control over employees, while it does so in 

subtle ways. Despite their “invisibility”, employees have understood in the past that 

they were being controlled under participatory schemes and rejected such practices 

(Ezzamel et al., 2001; Ezzamel et al., 2004).  
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Employee contribution provides them, effectively, with no additional power at all in 

the organisational landscape, as hierarchical structures are strongly preserved in that 

culture. Aleksandrov et al. (2018) propose a lot of changes and applications of 

participatory budgeting through dialogic accounting theory, but they also admit that 

employee exclusion, unequal power relationships and material interests make these 

changes difficult to implement. Once again, the cultural differences question the 

prevailing literature conducted in the Anglo-Saxon, or western, context. Despite these 

heavy criticisms, Bryer (2014) argues that there is a way for participation to provide 

better working conditions and equity between managers and employees. Bryer (2014), 

taking an anthropological approach in Argentinian co-operatives, shows that 

participation in budgeting, accounting techniques, and management practices can bear 

remarkable results for all the participants, but can also create negative effects when 

participants are constrained or feel excluded from decision-making. This suggests that 

the managerial system can change in order to facilitate better conditions for 

employees, if the human is placed in the centre of attention. This research prospect 

does not imply that conflict will disappear, but that it can be held under fairer terms. 

As Shook (2010, p.65) argues, “employee motivation comes from assuring 

membership in the organisation rather than from buying and selling time, whatever 

the price tag”. Furthermore, Chryssides and Kaler (1993, in Gowthrope, 2009) argue 

on the morality of treating people as means to an end in organisations rather than 

respecting them as individuals. It is important to understand that “labour is not an 

asset but almost all that labour does is an asset” (Spence and Carter, 2011, p. 309). 

The quotes above stress the importance of employee treatment in organisational life, 

as well as their treatment in the literature. Furthermore, treating employees as assets 

and placing different values on individuals, apart from being an unethical evaluation 

of human life, implies that people are not equal (Cooper, 2015). This evaluation is 

strong in capitalist rhetoric, but organisations will hide or deny such treatment and 

point to other rights such as equal rights to speak and vote. However, in the workplace 

where they spend a significant amount of their lives their rights are very specific and 

not so “democratic”. 
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2.9. Resistance 

Organisations, or their representative managers, and employees have different ways of 

applying pressure to each other to achieve better conditions. Organisations have 

formal tools and management accounting techniques, as well as the power to relocate, 

fire, and lower the wage and benefits of the employees. The employees, on the other 

hand, have their trade unions and each other to rely on, to claim better rewards, or to 

resist incoming changes in their everyday work (Cooper, 1995; Ezzamel et al., 2001; 

Panozzo and Zan, 1999; Sikka, 2008; Sikka, 2015). Collective thinking and acting by 

employees are important in a workplace environment. Resistance is argued to be part 

of MCS, and they should be studied together (Jermier et al., 1994). However, in 1994, 

resistance theories, mainly coming from labour-process theorists, were not developed 

yet and, according to Jermier et al. (1994), they were falling in many methodological 

caveats when conducting research on it. Employees can influence accounting’s 

oppression and other oppressive attitudes against them, by staying united and 

spreading class consciousness (Jermier et al., 1994; Sikka, 2015). This unity aspect of 

the employees is important since in many cases the law, which is supposed to treat all 

sides equally, might be supporting the side of the capital heavily, or the law 

enforcement might be minimal. Furthermore, trade unions might underestimate 

accounting’s power in oppressing the employees (Panozzo and Zan, 1999), or even 

become a tool in accounting’s hands (Cooper, 1995). Thus, employees usually have 

each other to support.  

That is not a power to be underestimated. As research from Ezzamel et al. (2001; 

2004) shows, employee resistance enables them to postpone or completely refuse 

incoming changes in the workplace, regarding management accounting techniques or 

control tools to be implemented. They stress that managers and organisations are 

dependent on employees without realising how strong this dependence is. The most 

interesting find of the Ezzamel et al. (2001; 2004) research, under the scope of this 

project, which is not explicitly mentioned in their papers, is that management 

accounting techniques intervene in, stress out and recreate workplace relationships, 

even between employees themselves or between higher or middle-low level 

management.  
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Resistance also appears in the implementation of control tools, when various 

stakeholder needs conflict, and such tools end up as formalities, instead of effective 

procedures (Fiondella et al., 2016). However, identifying resistance in many cases is 

not straightforward. Laughlin (1991) argues that resistance is a natural reaction of 

organisations towards change. He backs this argument with Greenwood and Hinings’ 

(1988, in Laughlin, 1991, also in Broadbent and Laughlin, 2005) concept of 

organisational ‘inertia’. This concept supports the argument that organisations prefer 

to not move at all, and reject changes, in order to remain in their original stage. Under 

this concept then, resistance to change is not accredited to employee reaction and 

rejection of, for example, managerial control, but it is created by the instinct reaction 

of an organisation towards any change in general. Thus, close attention must be paid 

when performing research, to identify the movements and the willingness of 

employees to resist and, also, when studying research on the matter. These facts are of 

relevance in this project due to dealing with MC and its effects on employees. 

The research in resistance of MC is not a new one. In 1977, Nystrom took as a given 

that MCS are resisted from low-level employees and went further to examine why 

they are resisted by middle and high-level managers. The most important finding of 

Nystrom’s (1977) research is the fact that autonomous divisions’ managers would 

adopt or resist new systems depending on what they thought would fit their division 

and what would create a better image of themselves towards their employees. This 

finding shows that managers, first are aware of their employees’ opinions and are 

trying to maintain an appropriate leader image towards them. Secondly, it shows that 

middle and low-level managers (and that might apply to employees with more 

responsibilities in a small firm), might resist incoming measures and change for their 

personal interests. 

Through the years, research has shown that resistance may appear in various different 

ways. Employees may deny the systems implemented and managerial power with 

them as shown in Ezzamel et al. (2001; 2004), or take for granted managerial power, 

as managers take for granted employee compliance and ease of replacement but chose 

to distance themselves from management and comply with as less as possible, tricking 

the management about practical issues due to experience, whenever available 

(Collinson, 1994). However, the extreme forms of resistance in these examples have 
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controversial effects. Employees are able to resist even the more subtle, informal 

forms of control, but at the same time, they are blocking every possible way of 

communication, reclamation of rights and challenging of authority, if it is assumed 

that under the capitalist system equity between the two groups is unattainable. 

Furthermore, on the context of this research, resistance affects the personal 

relationships between managers and employees, when the latter chose to distance 

themselves from or look down on management. On the other hand, if the arguments in 

the literature stand correct and SMEs have a much closer relationships between 

managers and employees, and also manager-owners are involved themselves in the 

production and selling process, then employees cannot easily distance themselves, or 

they do not want to, and they cannot trick the managers about the practice, in order to 

work less, since the managers possess the same experience as the employees, 

sometimes even more. 

Resistance can be achieved either at individual or group level (Jermier et al., 1994). In 

a critical perspective, considering the strife for social class consciousness and unity of 

the working class through it, the group level resistance is more probable in 

constituting organisational change. Individual resistance, even though it might entail 

micro-emancipation, makes employees vulnerable to organisational manipulation and 

engages in pursuing personal success rather than social progression (Alvesson and 

Willmott, 2002). Individuals can empower themselves or empower others. In an 

organisational setting, relationships between people can help empower individuals 

and constitute change through that (Huy, 2001). However, relationships between 

people take time to develop, while the organisational setting in many modern 

enterprises is based on rapid changes, thus constituting change only based on 

relationships between members might prove slow (Huy, 2001). 

“Resistance constitutes a form of power exercised by subordinates in the workplace” 

(Collinson, 1994, p.49) 

In this sentence, Collinson (1994) explains that employees are empowered through 

resistance. The employees themselves through their actions are being empowered to 

achieve more. Furthermore, this quote reveals that power in the workplace is an 

important element of resistance. Thus, if the employees feel more empowered in their 

working environment, they are more likely to resist incoming managerial changes. 
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Unless it is management and MC the ones providing employees with that power. 

Then, situations and interrelations begin to complicate and the concept of consent in 

organisations through critical theory becomes relevant (Deetz, 2005). This is 

something that will be explained further in the next chapter that deals with the 

theoretical perspectives of this thesis. Furthermore, in the context of this research, if 

managers and employees share a very positive relationship in and out of the 

workplace environment, such demonstrations of resistance might cause a rapture in 

that, thus both sides might be wary when deciding their movements. An owner-

manager, for example, might not propose changes that are likely to be resisted, while 

employees, on the other hand, might feel less compelled to argue with the owner-

manager for seemingly small and insignificant changes. 

Through the struggle between managers and employees, management accounting 

creates emotional tensions to individuals (Boedker and Chua, 2013). As they are 

trying to achieve their personal goals, which are conflicting, and since accounting, 

and more explicitly management accounting, favours the ones in power more, one 

side is receiving feelings of empowerment and euphoria, while the other is acquiring a 

sense of futility, anger and fear (Burchell et al., 1980; Cooper, 2015). Furthermore, 

management accounting is providing individuals and groups with metrics and goals to 

measure themselves. They are, thus, made visible and through these metrics and goals 

they are trying to confirm themselves through others in their environment (Cooper, 

2015). Through that visibility of individuals and emotions, accounting is able to 

control and discipline people in a subtle way, as they are trying to identify with each 

other based on the, now known, mutual feelings they have with the rest of the 

organisational participants in their workplace environment (Boedker and Chua, 2013). 

In this situation people are not only under the control of accounting, but they are also 

united through the mutual feelings of oppression, providing them with more 

opportunities to resist that control (Roberts, 2005). Even though Boedker and Chua 

(2013) find that currently there is not much resistance and employees are easier to 

adopt changes and new systems, this situation could change if the employees 

developed consciousness of their position.  

Despite being able to see that they are being controlled, by denying these metrics, 

individuals would be resisting the very goals that bring them closer to being a person 
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who has achieved something and is worthy of others’ attention. This personal denial is 

not in human nature, according to Lacanian theory (Boedker and Chua, 2013; Cooper, 

2015; Roberts, 2005). Both Cooper (2015) and Boedker and Chua (2013) used 

Lacan’s concepts of ‘confirmation of selfhood’ and of ‘autonomous self’, in order to 

show the power of accounting and management accounting in controlling individuals. 

For the latter concept, the authors argue is an illusion, since no one is autonomous, an 

individual is dependent on other individuals’ love and attention. Finally, Roberts 

(2005) uses many concepts developed by Lacan over the years when studying MC. It 

is important to notice that while developing the struggles and inequalities accounting 

creates, these authors are using concepts developed for psychoanalysis, meaning using 

psychological research to identify and explain management accounting phenomena. 

This is relevant for the concept of this research, as is explained later in the theoretical 

framework chapter, due to the interdisciplinary nature of this project and its 

theoretical perspective. 

2.10. Trust 

Trust in all contexts is a very complex matter and, to study it, this complexity needs to 

be simplified (Luhmann, 1979). Trust in an organisation bears a few elements that can 

help bring that complexity down. Familiarity and trust are interlinked, Luhmann 

(1979) explains, as familiarity helps reduce complexity in situations and 

environments. One aspect of this familiarity is routine. Routine generates trust by 

giving individuals the sense of constant motion but unchanging circumstances, thus 

they trust that the setting they are in with the individuals involved will continue 

moving forward and will be unchanged (Giddens, 1990).  

Trust has many definitions tied to it that are also depended on the context of the word 

being used, such as trusting an event will occur tomorrow and trusting somebody will 

do something have different implications (Giddens, 1990). In most cases, trust is tied 

to risk, confidence and faith (Giddens, 1990; Luhmann, 1979). The risk comes from 

leaving oneself, or a party vulnerable to another’s or another party’s actions and 

decisions, based on the confidence that they will act in a non-harmful or beneficial 

way for the former and will not betray the other party (Das and Teng, 1998; 

Luhmann, 1979; Mayer et al. 1995; Zaheer et al., 1998). Faithfulness is tied to the 
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belief that the trustees will act in a certain way, but also in the fact that reality will 

keep consistent in a routine way (Giddens, 1990; Tomkins, 2001). 

Trust comes through information attained (Luhmann, 1979). Sources of information 

in organisations are MCS and they are also systems that are set to repeat processes, 

create routines. Therefore, it has been argued that MCS can generate trust, especially 

between organisations (Berry et al., 2009; Dekker, 2004; Nixon and Burns, 2005; 

Varoutsa and Scapens, 2018). However, trust develops easier through interpersonal 

communication, in similar communities and cultures, rather than it being based on 

systems and organisations (Giddens, 1990; Gulati, 1995; Knights et al. 2001; 

Tomkins 2001; Velez et al. 2008). Allegedly, trust in people is much more rewarding 

that trust in systems (Giddens, 1990). However, it can also create situations where 

individuals trusting each other can feel free to be more open with each other which 

can lead to generating situations of unwanted friction and conflict (Zaheer et al., 

1998). Openness and conflict do not always lead to unwanted results, sometimes they 

can be bearers of good change. They are particularly relevant for the purposes of this 

project, as they stem from personal interactions and might lead to change in 

organisations and they might also have roots in the control systems embedded in an 

organisation. 

Control and trust are equally diverse, with a variety of contextual and contingent 

definitions (Das and Teng, 1998). As Varoutsa and Scapens (2018) explain there is an 

interplay and a thin layer between control and trust sometimes. It has been argued that 

the two are complementary, or substitute each other in organisations as alternative 

strategies, so when control exists trust is not high, or when trust levels are high, the 

organisation eases up on controls (Das and Teng, 1998; Knights et al., 2001; Mayer et 

al., 1995). In some cases, control creates trust, while at the same time too much 

control can break it. Because of this “fragile” difference between the two, it might be 

challenging to understand if the level of trust between manager-owner and employees 

is reaching the point where the levers of control are ignored, or else, how much trust 

fits before certain controls can come in or other to become irrelevant (Mollering, 

2005). Organisations or managers that rely a lot on control tools and strict supervision 

might be considered as having low trust on their employees, because when trust is 
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generated, the employees tend to outperform without additional controls needed (Das 

and Teng, 1998; Mayer et al., 1995). 

The ignorance of the employees on MC and MCS is arguably making the controls 

more powerful, since they do not realise that the control exists and they just follow 

through with the procedures as usual, while at the same time trust is being freely built 

between the participants, when they do not feel like something oppressive or out of 

the ordinary is happening. “… if the relationship is open-ended and expected to 

continue, additional control mechanisms could contribute to the stability of the 

relationship and facilitate its continuing evolution.” (Varoutsa and Scapens, 2018, p. 

116). More recent organisational research on trust makes the distinction between 

formal and social (informal) controls, or a distinction between formal control and 

formal cooperation (Khodyakov 2007a, 2007b; Velez et al., 2008; Vlaar et al., 2007). 

Control usually has a negative meaning and tends to be associated with manipulation, 

while coordination and trust have a more inclusive meaning and seen a better light 

(Knights et al., 2001; Vlaar et al., 2007). Formal controls might undermine trust, but 

since social controls are based on personal interaction, and as explained earlier, trust 

is an interpersonal phenomenon, they tend to be better in generating it (Khodyakov 

2007a). Trust is said to bring out the cooperative elements of control allowing for 

organisations to have better interactions with each other and ease up on the formal 

controls (Coletti et al., 2005; Velez et al., 2008; Vlaar et al., 2007). 

Usual frameworks for trust in organisation involve three levels, Contractual trust, 

Competence trust and Goodwill trust (Langfield-Smith and Smith, 2003; Mayer et al., 

1995; Velez et al., 2008). Contractual trust is based on the contract that individuals 

have with an institution, an organisation or with each other. It is a thin trust that is 

based on formal agreements and is usually not deeper than that. Competence trust is 

trust based on the ability of another person to perform an action, but it is still a thin 

trust when considering the willingness of that competent person to perform that action 

for the benefit of the trustor. This trust bears elements to faith as Giddens (1990) 

describes in trusting the person to do said action is a hope. Goodwill trust comes 

closer to deeper trust as it is based on the benevolence of the trustee to do something 

for the benefit of the trustor. Khodyakov (2007a, 2007b) uses institutional trust to 

describe the contractual trust, but then uses the terms thin and thick trust. These last 
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two aspects have interpersonal implications on the levels the individuals involved 

know each other and have some sort of relationship developed, and how that has an 

impact on which actions they will perform and what expectations they have on each 

other. These elements are more relevant for the scope of this research and 

Khodyakov’s (2007b) framework has been used primarily in the analysis of the data. 

As explained above trust develops under specific circumstances and Luhmann (1979) 

argues that the setting that this trust is developed for does not necessarily transfer 

further than that setting. Trust is important for developing personal relationships, as 

the former must be established for the latter to form and a constant exchange of 

information is needed to maintain both thereafter (Giddens, 1990; Langfield-Smith 

and Smith, 2003; Tomkins, 2001). As explained in this literature review, the 

workplace offers a few fruitful areas in which trust and relationships can develop. In 

the next part, the literature on workplace relationships is explained, in order to 

specifically find how workplace friendships work, focusing on the scope of this 

research project, while also explaining how through these relationships can transcend 

the setting they are into and transfer outside it. 

2.11. Friendships 

Before exploring friendships in the workplace, the relationships formed in the 

workplace as a whole need to be put into perspective. Individuals interact in the 

workplace in a variety of ways and due to the amount of time people spend together in 

their working environment with their colleagues, evolve relationships further from 

just basic ones (Nielsen et al., 2000). These interactions change their behaviours 

significantly, as humans act on emotion as much as they do on rationality and try to 

fulfil their social needs in all contexts (McBain and Parkinson, 2007). Relationships in 

the workplace can positively influence individuals more than monetary rewards 

(McBain and Parkinson, 2007). As mentioned in the introduction to this thesis, these 

relationships can vary from the basic relationships of supervisor and supervised and 

the colleague relationship, to friendships and romance (Cole, 2009; Lickey et al., 

2009; Morrison, 2004; Nielsen et al., 2000; Pierce et al., 2012; Quinn 1977; Wilson, 

2015). The subject has been very prominent in research however, in most business 

studies until the mid-1980s, research was mostly focused on the management side of 

the relationships, especially biased towards management and how they can control 
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employees better (Sias, 2009). The bulk of literature concerning supervisor-

supervised relationships comes from Leader-Member Exchange (LMX) literature. 

LMX explores the quality of the relationship between the manager and the employee 

(Graen and Ulh-Bien, 1995). However, it does so in a dyadic way and the most 

epistemological approaches followed are positivist (Chiaburu and Harrison, 2008; 

Cogliser et al., 2009; Li and Hung, 2009; Othman et al., 2010; Tse et al., 2008). These 

studies perceive organisations and relationships involved only in the manner that it 

affects how business is made and have very specific power relationships involved 

(Sias, 2009). 

Another aspect of relationships in the workplace that is not friendships and has been 

extensively explored by the literature is workplace romance. This aspect is as 

complicated as workplace friendships, since it involves human interactions and strong 

emotions. As with friendships, so much more with romantic relationships, there is 

research that supports instrumental reasoning behind their formation, as individuals 

use these relationships to “climb the organisational ladder” or benefit from 

favouritism (Sias, 2009). Literature argues that managers avoid workplace romance 

and, in some situations, organisations prohibit it through company regulation (Lickey 

et al., 2009; Pierce et al., 2012; Quinn, 1977; Wilson, 2015). Romance in workplaces, 

can have severe consequences, as the individuals involved and their colleagues in the 

workplace perceiving that relationship might develop feelings of jealousy, both 

towards the relationship, or because of some favouritism (Pierce et al., 2012; Quinn, 

1977; Wilson, 2015). Ending such a relationship might also create problems in the 

workplace, as one of the individuals involved might choose to quit the organisation, 

which is why some researches argue that workplace romance increases turnover 

(Pierce et al., 2012; Quinn, 1977; Sias, 2009; Wilson, 2015). Lickey et al. (2009) 

found that in most cases the organisational participants do not care for romantic 

relationships developing in the workplace as long as the effects of it does not meddle 

with the daily functioning of the organisation. The communication created between 

these individuals might have some positive effects in the effectiveness and 

commitment to the organisation as happens with friendships (Feeley et al., 2008; 

McBain and Parkinson, 2017; Nielsen et al., 2000; Robinson, 2018). Despite their 

interesting outcomes and influences, romantic relationships in the workplace are 

beyond the scope of this research, but it might be an area to explore in the future, 
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since there are some common elements in them with friendships, such as trust 

developed. 

Friendships cannot be quantified or detected scientifically, since they depend on 

human emotion and they are an aspect of everyday human life (McBain and 

Parkinson, 2017). Friendly mannerisms and communications do not inherently mean 

the existence of friendships or even trust (Chang, 2013). It might mean the 

development of these aspects, but that is relative to the time the individuals involved 

have been interacting with each other (Chang, 2013). The definition of friendship 

adopted for this project is a relationship between organisational participants that exists 

both inside and outside of the organisation. However, this definition might include 

relationships that are not friendships, but also family and romance as well. While 

these are interesting directions to explore, they are too broad for the scope of this 

research. Therefore, for the purposes of this research project an additional parameter 

needs to be placed to achieve a better definition of the relationships considered as 

friendships under its scope. Friendships are relationships between organisational 

participants, who are not already related in some form before they enter the 

organisation, and their interactions traverse the boundaries of the organisation itself. 

According to Sias (2009), friendships in the workplace develop due to three different 

factors. First, individual factors, based on the individuals involved, their personality, 

characteristics and situations that generate their compatibility with each other to 

develop such a deep relationship. Secondly, contextual factors, meaning their 

individual and collective circumstances outside of the workplace, such as their family, 

free time and will to be involved in a friendship, but also their interactions and their 

nature outside of the workplace. Finally, workplace contextual factors, which include 

the proximity of the individuals involved in the workplace, their social exchanges and 

their frequency, and in some cases the hierarchy might influence that development. 

Just as with trust, friendships in modern workplaces are developed out of choice and 

not because of societal and cultural necessity (Giddens, 1990; McBain and Parkinson, 

2017; Sias, 2009). They can develop through all levels of the organisation, between 

all participants involved (Sias, 2009), which is particularly important to note for this 

research project. The effects of the manager-employee relationship can vary, but these 

relationships frequently develop when the two groups consider each other similar and 
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work closely and frequently with each other (Sias, 2009). This is particularly relevant 

for SMEs, because the small environment with few people causes the participants to 

have more frequent interactions, and the manager-owners tend to get involved in 

some physical work themselves. 

Friendships in the workplace can cause a variety of benefits to both the participants 

and the organisation itself. Friendships in the workplace increase the speed of flow of 

information as the individuals involved have their own way of communication and 

code (Sias, 2009). Friendships also allow for easier transition to change, especially 

when friendships between management and employees have developed, due to the 

trust involved in the relationships of the participants (Sias, 2009). As seen in the 

‘Resistance’ subchapter in this part of the chapter, resisting changes in an organisation 

is a usual, and arguably, even natural phenomenon in organisations (Ezzamel et al., 

2001; Ezzamel et al., 2004; Laughlin, 1991). However, easing the way to change, and 

especially managerial change, is not always the best possible outcome for the 

employees and sought by managers (Ezzamel et al., 2001; Ezzamel et al., 2004). In a 

more romanticised idea of an organisation, where friendships between management 

and employees develop, the changes created in that organisation would benefit both 

sides instead of only one. Additionally, friendships between manager and employee 

make the latter feel supported and safe (McBain and Parkinson, 2017). Evidence of 

the impact of this relationship on the manager’s mental state are not usually provided 

by the literature. This is another area that this research identifies a gap to be filled. 

Workplace friendships not only have effects from the manager-employee exchange 

but also in the peer-to-peer relationship, as colleagues that share friendships tend to 

feel more satisfied with their work, have a feeling of belonging, which allows them to 

create trust with each other, share the norms of the everyday work in their 

environment and create better communications and teamwork (McBain and 

Parkinson, 2017; Nielsen et al., 2000; Robinson, 2018). 

Informal social structures in organisations have the effect of these networks sharing 

information faster and more efficiently with each other, raising teamwork and 

effectiveness in the organisation (McBain and Parkinson, 2017; Nielsen et al., 2000; 

Robinson, 2018). However, informal social structures can go beyond than just the 

friendships of the participants and can extend to even the organisational culture, 
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which will be further examined in the next part of this review. Furthermore, 

friendships and personal relationships in organisations allow the organisational 

participants, through being comfortable and faster with sharing information, to have 

better expectations of what the organisation can do for them and have more tolerance 

to certain situations (Sias, 2009). 

Creating friendships in the workplace, and getting involved in social networks raises 

the commitment of individuals to the organisation in all levels of it (Feeley et al. 

2008; Robinson, 2018). From these group relationships with each other, the 

participants become more emotionally involved in their organisations, something that 

raises that feeling of belonging mentioned earlier, which makes participants happier to 

be in the organisation (Feeley et al., 2008; Lickey et al., 2009; McBain and Parkinson, 

2017; Nielsen et al., 2000; Robinson, 2018). In turn, this commitment and satisfaction 

also decreases the turnover rate, especially when the participant has a wide network of 

friends rather than one or two close ones (Feeley et al., 2008). These are the informal 

structures of the organisation and, they are said to support the formal structural 

hierarchies of the organisations and in some cases supersede them (Nielsen et al., 

2000; Robinson, 2018). Through these informal structures, friendships can increase 

the speed with which information is moving, but also create gossip, which can bring 

positive and negative outcomes, depending on the perspective taken (Sias, 2009). 

Gossip can increase the resistance network of employees, but it can also help promote 

the organisational culture and the organisational controls in a form of peer control 

way and a voluntary coercion of the employees, which are concepts that have been 

explored by the critical theorists and will be explained further in the next chapter 

(Sias, 2009). The two aspects of gossip can, thus, benefit and damage an organisation 

and also benefit and hinder the employees, depending on perspective and use. As with 

gossip, friendships and wide networks can have negative effects on an organisation as 

well. As mentioned previously in trust through Zaheer et al. (1998), trust can lead to 

openness and conflict, and this can also happen with friendships, as they involve high 

levels of communication and trust and openness with individuals (Sias, 2009). 

Furthermore, individuals left outside the friendship network, or choosing not to 

participate, might feel detached from the organisation and its culture, miss out on 

information, and end up not trusting and being trusted by their colleagues (McBain 
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and Parkinson, 2017; Sias, 2009). This has also been described as the in-group 

mentality, where people on the inside of the group do not accept people on the outside 

easily and is usually studied under cultural studies, as it is either tied to national 

culture, or accounted as a culture itself (Bourantas and Papadakis, 1997; 

Giousmpasoglou, 2014). This detachment is argued to allow individuals to make more 

rational decisions since they are not affected by the feelings towards friends and do 

not show favouritism, but also if they exist in leadership positions, it might cause a 

general fear of attachment in all participants in the organisation (Dellaportas, 2019; 

McBain and Parkinson, 2017). 

Relationships, specifically friendships in the workplace, can have a variety of 

changing effects in organisations and are worth studying. Especially in larger groups, 

the effects can shift the structures of the organisations and form the organisational 

culture. The cultural elements and how these are important in the shaping of an 

organisation, its systems and its participants are explored in the next part. 

2.12. Culture 

The leadership literature is very rich in identifying leader characteristics and 

behaviours in various environments and different situations (Cray and Mallory, 1998). 

Also, as mentioned earlier, the role of a leader might change depending on the 

context, so the same leader might have to act differently depending on the 

organisation and the country s/he is found in. Of course, a major part in the behaviour 

of the leader is also affected by the culture and behaviour of the employees. Even the 

term leader and team have been implemented in organisational research and the 

organisations themselves to avoid the use of negatively painted terms such as 

supervisor, superior and workers (Alvesson and Willmott, 2002). According to 

Hofstede’s (1980) theory, countries are scored on a four-dimensional framework 

consisting of Power Distance, Masculinity/Femininity, Individualism/Collectivism 

and Uncertainty Avoidance. Based on this framework, leaders and employees act in a 

very specific way because of their traditional and cultural background. Despite such a 

vast generalisation of population traits being dangerous, Hofstede’s framework has 

been excessively used in the past decades by numerous researchers in various 

disciplines. 
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An interesting finding in Hofstede’s (1980) research is that even similarly developed 

countries, such as the Anglo-Saxon ones, still avert from each other in one, or more, 

dimensions of the framework. Thus, assumptions cannot be made for countries that 

did not belong to the original research and have not been researched afterwards, even 

if they belong in the same continent, or are neighbouring, since diversity between 

people influences the results. For Haire et al. (1966), the development level of a 

country reveals a lot for the way leadership takes form. For example, leaders in 

developed and industrialised societies act in a collective way, whereas leaders in 

developing countries tend to rely more on their power to manage their organisation 

and co-workers (Haire et al., 1966). In a sense, this study might be giving an 

explanation, towards developing and developed countries’ score on Hofstede’s 

dimensions. 

The results from both these studies are not entirely reliable in this day and age, since 

both Hofstede’s (1980) and Haire et al. (1966) studies were conducted half a century 

ago and since then countries’ governments and regimes have changed entirely (Orr 

and Hauser, 2008), organisations have changed their policies and the global 

community has modernised. Hofstede’s research, in particular, has been heavily 

criticised by various authors. Baskerville (2003) argues that the most important 

misstep of Hofstede’s theory is “equating nation states with culture”. Effectively, 

there is more than one culture active, and presumably many more extinct, in a single 

nation (Birnberg and Snodgrass, 1988). Geographical borders do not contain only a 

single set of people. Thus, one just cannot assume that all people of a specific 

nationality act in the same way and make the same decisions, when presented with a 

situation. McSweeney (2002) made some remarks on the validity of the research 

methods used by Hofstede. Specifically, using a sample of employees from only one 

corporation (IBM) could not provide robust results on national level. Furthermore, the 

sample from most countries was small (less than 200 questionnaires), with some 

countries having less than 50 respondents. Finally, both of the above researchers 

argue that organisational culture is not considered correctly. 

Organisational culture might differ between subsidiaries in different or the same 

country and even differ between departments, something that Hofstede acknowledged 

himself later on (McSweeney, 2002). Apart from the perspective on culture and the 
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methodological criticisms, the separate dimensions have been subject to criticism, as 

well. The masculinity/femininity dimension has been the most controversial over the 

years, bringing the most discourse (Hofstede, 1998). This is mainly because it 

assumes specific traits for genders and then generalises these into societal behavioural 

patterns. Thus, many sociologists and anthropologists avoid using this dimension as 

politically incorrect (Baskerville, 2003; Hofstede, 1998). Furthermore, Uncertainty 

Avoidance has been found to have no correlation to the Chinese population, thus 

excluding it from being a universal dimension (McSweeney, 2002). What these 

criticisms prove is that Hofstede’s dimensions cannot be applied in every nation and 

they are not studying cultural traits. 

Despite these criticisms, the dimensions provide insights that help understand that the 

environment, be it a country or and organisation, in which people operate affects them 

in some way (McSweeney, 2002). Therefore, the nation a study is conducted in, plays 

an important role in the results produced by said research (Cray and Mallory, 1998). 

As it will be shown in the context chapter and is argued in Cray and Mallory (1998), 

national culture has a great effect in the way managers behave and their style of 

managing their organisation. Since this study’s context is Greek SMEs, it is important 

to take under consideration that there might be implications imposed by the Greek 

leadership, also employee culture influenced by both possible national and SME 

traits. It is important to note that this research is not using Hofstede’s framework, but 

the implications that cultural differences exist, even in a single nation, affect the way 

this research is conducted and the results it produces. 

It is not only the nation that affects the culture of people. The economic system is a 

“sub-system” made by the culture and society around it and, as it is affected and 

transformed by it, so does the society and culture from it (Gruchy, 1994 in Scapens, 

1994). Apart from the macro context, culture affects the organisation as well. 

Organisational culture is created both from inside the organisation, the objectives and 

goals that has, but also from the cultures the people that constitute it bring together. In 

SMEs in less developed countries, where multicultural environments are much less 

likely to be formed, a hierarchical or oppressive national or political culture might 

create MCS that are more oppressive or focused on legitimising the operations to the 

public and government (Hopper et al., 2009). Organisational culture is also used to 
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legitimise objective, social and even organisational control to societal factors and 

even organisational participants themselves (Alvesson and Willmott, 2002). 

“For example, a theory built on a particular definition of tie (e.g., friendship) will run 

into problems when we try to apply it cross-culturally, because friendship has 

different implications in different cultures and settings.” (Borgatti and Haldin, 2011 

p.1176). 

Culture is also a major factor affecting empowerment (Chang and Liu, 2008; Foster-

Fishman and Keys, 1997). Either be it tradition, or organisational culture, 

empowerment is stronger or weaker in individuals according to their background 

beliefs and values (Carless, 2004; Lamm and Gordon, 2010; Perkins, 1995; Peterson 

and Zimmerman, 2004). Individuals might also feel empowered by resisting and 

defying these assigned cultural traits, because according to Burrell and Morgan 

(1994), such sociological values and norms might exist to unite people and, thus, they 

wish to preserve them, but from another point of view, they are means to control 

masses by conforming them into having specific behaviours and ideas. This is in line 

with the argument that each individual or group perceive empowerment differently, 

but, also, means that each organisation varies, when it comes to empowering its 

participants. Thus, arguably, making generalisation on which factors empower 

employees might not be able through a single setting. 

Organisational, and even national culture affects the way MCS are implemented in an 

organisation and the effect they have (Birnberg and Snodgrass, 1988; Evans and 

Tucker, 2015). Belief systems are clearly affected by cultural differences, because the 

latter provides a behavioural stage for people affected by it, and in the process 

affecting their decision making, while also arguably forming organisational culture. 

At this point, Laughlin’s (1987) argument that accounting affects and is affected by 

organisational culture becomes clear and relevant. By accounting here is meant both 

theoretical framework and research, but also, the practice and technical aspects of it. 

National and organisational culture bear a significant effect on both financial and 

management accounts (Hopwood, 1983), even though with the rise of fast information 

exchange and globalisation in the wake of the 21st century, these cultural differences 

seem to intermingle with each other and provide a much more colourful cultural field 

for countries and organisations (Berry, 2008; Smolicz and Secombe, 2005). 
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Furthermore, culture has an impact in the way people interact with each other, thus 

affecting the informal controls (Evans and Tucker, 2015). In combination, MC and 

culture can lay the foundations for understanding empowerment in an organisational 

level, by not only knowing which are the factors that empower people and which of 

them are missing or are being misused through MC, but also helping to change and 

form systems that enable the organisational participants to interact and connect with 

each other in a less conflicting manner. As this research is studying SMEs in the 

Greek context the culture aspect needs to be considered heavily, when examining the 

data and discussing the results. 

2.13. Part 2 Summary 

In this chapter, the fundamental terms and definitions of this research project were 

provided, starting with the literature review on management accounting and MCS by 

making an initial historical review of the subject. Following this, MCS were more 

extensively explained and defined, by showing the contemporary uses of them and 

breaking them down to formal and informal. Then the definition of control and the 

MCS framework that are relevant and used in this project was given and explained. 

The second part developed the literature surrounding the societal factors that 

influence organisations and have a visible or subtler effect on their daily running and 

systems. Firstly, the participation in the management of the organisation from non-

managing members of the organisation, and the ability for employees to have a saying 

in the aspects that affect their daily work, was explored. This has implications for the 

emancipating aspects of accounting and how this freedom can be sought through the 

systems, which will be better explained in the next chapter through the theoretical 

framework of this research project. Resistance is another aspect that ties in the 

theoretical support of this project, since it involves the power relations of the 

organisational participants and how the constant back and forth struggles of them 

affect not only organisations but transcend these into society. After the two 

subchapters that explored organisational and managerial aspects of the organisations 

and slowly transitioning to sociological areas, this literature review developed the 

sociological aspects that surround this research project and the research questions set 

with trust and friendships and how these are applied in the workplace environment 

and organisations. Exploring the literature surrounding these areas helps place the 
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literature gaps and the interest of this research further into perspective, especially 

following part 1 of this chapter. Finally, the cultural elements in both national and 

organisational settings are explored through the literature to conclude this literature 

review. 

As it has become relevant and mentioned numerous times in this chapter, the 

theoretical views of this research project belong in the critical inquiry and most 

specifically a view for interdisciplinary aspects on accounting issues is pursued. These 

theoretical aspects are extended and explained in the next chapter. 
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3. Theoretical Framework 

3.1. Introduction 

This chapter will develop the theoretical framing of this thesis. Before delving into the 

specifics and making a historical expansion on the development of the theory this 

research is following, these elements need to be identified, dissected and briefly 

explained to provide a better, more holistic picture. 

As explained a few times already and portrayed in the previous chapter, this is a 

management accounting research PhD thesis, which, in order to extract meaningful 

insights from the contextual settings it explores, draws from first, the management 

accounting and control literature adopting a sociological perspective and second, from 

research on workplace friendships. Insights from the two areas will be combined in 

developing the theoretical framework this research is taking. A large percentage of 

theoretical perspectives of accounting, and arguably the most popular or mainstream, 

have been affected by the rhetoric of the prevalent accounting research and the 

literature surrounding it (Burchell et al., 1980; Chua, 1986; Laughlin, 1987; Cooper, 

2015). As mentioned earlier in the literature review, the general focus of the 

accounting literature was heavily in favour of the capital owners and their agents, 

neglecting or underestimating employees and their value (Broadbent et al., 1997; 

Cooper, 2015; Gallhofer and Haslam, 1997, 2003; Gallhofer et al., 2015; Gaffikin, 

2010; Roslender, 2006). 

Especially, the positivist and functionalist focus of the literature and even popular 

culture, created and still creates a stale impression of accounting to the masses, in 

which accounting consists only of processes meant to record information, mainly 

numerical, and its research is focused only in these aspects, through quantitative 

techniques, through economic and finance theorising and methodology (Cooper, 

1995; Cooper, 2015; Gallhofer and Haslam, 2003; Gray et al., 2009; Laughlin, 1987; 

Miller, 2001; Neimark and Tinker, 1986; Sikka, 2008; Sikka, 2015). The critical wave 

of accounting research following different perspectives inspired by Marxist theory, 

the Frankfurt School or drawing from Foucauldian studies received less focus 

(Laughlin, 1987; Walker, 2016). However, Hopwood (1983) argued that in the late 

1970s and early 1980s, organisational accounting research was fragmentary and 
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atheoretical, which might have put the qualitative research in a bad light in the 

scientific ‘war zone’. This wave was aware of the social role of accounting and tried 

to explore its possibilities by engaging with other disciplines in the social sciences 

and humanities and, thus, conducting interdisciplinary research (Roslender, 1992). 

Even though certain methodologies where dominant in each theoretical wave 

(quantitative in positivistic research and qualitative in critical) (Richardson, 2015), 

each of them used the “opposite” method or even mixed methods approaches when 

conducting research. 

An important step in developing the theoretical framework for this research is linking 

the accounting research and the theoretical aspects mentioned earlier with the 

sociological aspects of workplace friendships. Critical theory has been said to bind 

many different disciplines together when making assumptions about the social 

(Roslender, 2006). This way, critical theory allows the researcher of this thesis to 

connect and relate the disciplines of management accounting and control with 

workplace friendships and explore and explain their interrelation in order for useful 

insights to be developed. Critical theory also addresses the need for change, 

emancipation and betterment (Broadbent et al., 1997; Cooper and Hopper, 2007; 

Deetz, 2005; Gallhofer and Haslam, 2003; Gallhofer et al., 2015; Masquefa et al., 

2017; Roslender, 2006). Through this critical theoretical lens, the researcher does not 

only seek to explain the workplace relationships of the organisational participants, but 

also the impact that accounting has on these relationships and the impact that these 

relationships have on accounting. Further, the research uses this theoretical lens to 

generate key ideas behind organisations and society, so as to explain how all these 

elements interact with each other and, finally, what are the actions that could be taken 

in order for an accounting change that will bring forth a better, equality landscape for 

the repressed and least empowered social groups. 

In this chapter, the theoretical components constituting this research will be put 

together to form the theoretical framework that surrounds the assumptions and 

conclusions made when analysing the data. The theoretical framework will help 

provide the background in the way of thinking of the author and show not only the 

thought process behind the analysis, but also the rationale when forming the research 

questions. The structure of the remaining chapter is as follows. First, having briefly 
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introduced the main literatures that are drawn upon in the development of the 

theoretical framework of this research, the interdisciplinary perspectives on 

accounting movement is introduced to provide a background for the type of 

interdisciplinary work this research is located in. Then the critical theoretical 

framework is developed historically and explained in detail from both a general 

theoretical view, but also as it ties in with this project and linking the theoretical 

studies with a praxis that is also critical in nature. Finally, the chapter is summarised 

providing the key foci of the theoretical views. 

3.2. Interdisciplinary Perspectives on Accounting 

The literature review has revealed the major components and theoretical concepts 

followed by this research. It is interesting to point out that the theoretical frameworks 

and the literature mentioned above come from various disciplines and backgrounds. 

Harbouring the development of theories in accounting that seek to incorporate various 

other disciplines in it, is the Interdisciplinary Perspectives on Accounting (IPA) 

project. Developed by various critical accounting academics drawing inspiration from 

Lowe and Tinker (1977), when they tackled the issues in accounting ideology and 

practice and called future research to explore their emancipation, the IPA, as the name 

suggests, combines accounting with other, usually non-economic, sciences or 

disciplines (Roslender and Dillard, 2003; Roslender, 2006). The aim is to explore the 

possibilities and hidden potential of accounting to escape the positivist approach it has 

been given during the 80s with the rise of computerised hard research, by developing 

it in non-financial, non-economic sectors. The most usual uses of the IPA were 

introducing sociological and psychological theories into accounting research 

(Roslender and Dillard, 2003). 

The Critical Perspectives on Accounting (CPA) project is part of the IPA in the sense 

that it introduces the sociological aspects mentioned above in accounting research 

(Roslender and Dillard, 2003; Roslender, 2006). The CPA allows researchers to look 

at not only at accounting but also humans and other living beings though a different 

lens (Dillard and Vinnari, 2017). Furthermore, the terms IPA and CPA have been 

used interchangeably in the past, something that comes as no surprise, as they share 

many theoretical characteristics. They both share a vision for social change and an 

active research that has an impact and/or even intervenes in actual accounting practice 
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(Neu et al., 2001). Even though both the perspectives are concerned in entering social 

discourse for change of both organisations and society through accounting (Dillard 

and Vinnari, 2017), the CPA has a more politically heavy focus in the emancipation 

of the working class, and the relatively oppressed, from social inequalities, unequal 

power relations and social and environmental injustice (Dillard and Vinnari, 2017; 

Roslender and Dillard, 2003; Sikka, 2008; Sikka, 2015). Laughlin (1987) shows that 

under critical theory, accounting research and theoretical advances through literature 

can affect and change accounting in practice, something that, at that time, was missing 

from accounting research, although some researchers argue that it is still missing 

(Otley, 2016). 

Critical sociologists argued that their positivist counterparts were researching society 

from their ivory towers and not bearing any relevance to the actual world (Agger, 

1991; Neu et al., 2001; Roslender, 1992). Critical theory and theorists cannot be 

detached from the struggles that occur around them (Malsch et al., 2011). As is 

pointed out in the methodology chapter, but is also a fundamental value in critical 

theory, the researcher needs to adopt a more hands on approach to data collection 

(Chua, 1986; Laughlin, 1987; Laughlin, 1991). That final remark is valid only if the 

research admits to interdisciplinary focus and accepts the sociological connection in 

accounting and management research, because people in society (or organisation) are 

the ones that bear the experiences to share with the researcher (Scapens, 1994). For 

critical theory researchers in accounting, accounting is not a context free and neutral 

practice, it depends on the place, time and the way it is implemented, and it usually 

serves a specific group, or groups, of people (Broadbent and Laughlin, 2005; 

Broadbent et al., 1997; Chua, 1986; Cooper and Hopper, 2007; Deetz, 2005; Gaffikin, 

2010; Gallhofer and Haslam, 2003; Gallhofer et al., 2015; Hopwood, 1983; Laughlin, 

1995). Malsch et al. (2011) argue through Chua (1988) that accounting cannot be 

anything else but interdisciplinary because of all the disciplines involved in its 

formation and in its everyday use, not only in an alternative research, which uses 

psychological or sociological theories, but also in mainstream financial accounting, 

where economics is the basis for most theoretical frameworks. 

Some MAR has its roots in the IPA, with researchers from various critical theoretical 

standpoints with radical research (Cooper and Hopper, 2007). It has been noted that 
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the connection between theory and practice is especially important in MAR 

(Bromwich and Scapens, 2016) and this connection has been noted by various critical 

researchers (Berry et al., 2009; Burchell et al., 1980; Chua, 1986; Gallhofer and 

Haslam, 1997; Hopwood, 1983; Laughlin, 1987; Laughlin, 1991; Neimark and 

Tinker, 1986). Scapens (1994) concludes that MAR should not be concerned about 

the gap between textbook theories and practices, rather trying to identify the actual 

practices in the world and develop, adapt and evolve theories to match the actual 

world. From an IPA perspective, this would mean that the researchers should not only 

be concerned with ‘what is’ in MAR but also seek to learn ‘what might be’ and ‘what 

should be’ specifically and how to bring that latter part forth (Roslender, 2006). It has 

also been explained earlier that accounting is directly connected to society, since it 

forms individuals through the organisational structures. Thus, sociology, and 

especially how the Critical School has formed it, is relevant for the development of 

this research. Sociological concerns have always been a primary concern of radical 

accounting research that is focused on change (Alvesson and Deetz, 2004; Burrell and 

Morgan, 1994; Broadbent et al., 1997; Deetz, 2005; Gallhofer and Haslam, 2003; 

Gallhofer et al., 2015; Laughlin, 1987; Laughlin, 1991; Roslender, 1992; Roslender, 

2003). Furthermore, the social and cultural aspects involved in management 

accounting theory demand for a use of organisational sociology, when attempting to 

make sense of organisational structures and relationship formation. Finally, the 

accounting discipline, and especially its managerial part, acts like a dome, an 

overarching discipline to this research, covering and overviewing all the others. 

Accounting has been identified to contain many sociological and psychological 

elements in itself (Malsch et al., 2011; Roslender, 1992). The sociological movements 

most often used in IPA are post-structuralism and post-modernism, which tackle 

many prevalent issues in organisational studies, such as, feminism, colonial and post-

colonial theories, culture, nationality, sexism, sexual orientations (Roslender, 1992; 

Deetz, 2005; Mumby, 2001). As such, Foucault and Derrida are frequently referenced 

in these projects because they are major influences in the post-structuralist movement 

as well as for doing sociological research on such issues. Foucauldian theoretical 

explorations are based on Foucault’s work on archaeological and genealogical studies 

of medicine, discipline, sexuality, and madness (Mumby, 2001). The sociological 

perspectives Foucauldian work provides is power, human subjectivity, and strategies 
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for human emancipation, but have epistemological differences to Marxist theorists 

(Cooper and Hopper, 2007). Foucault, in accounting research, is usually found in the 

field of sexuality, feminism, and cultural studies (Cooper and Hopper, 2007). It has 

been argued that such undertakings have often seen accounting as a negative tool, not 

noting the possibilities for change through it (Gallhofer and Haslam, 2003). Lately, 

the work of Pierre Bourdieu has become much more relevant to research focused on 

political matters and power relations (Cooper and Coulson, 2014; Malsch et al., 

2011). Bourdieu’s work helped understand domination in accounting practice rather 

than just theorise about it (Hopwood, 1983; Malsch et al., 2011). Despite the post-

modernist inclination, Bourdieu’s work bears relevance to early Marxism and the 

original teachings of the Frankfurt School, while furthermore being more applicable 

to accounting and more modernised than the 19th century realities of Marx. The next 

part will explore and develop the critical theoretical framework both as a whole 

through its history and evolution and also as part of this study in the context of SMEs, 

MC and MCS, and workplace friendships. 

3.3. Critical theory in this thesis 

In this part, the theoretical background underlining this research project will be 

developed. In the first part, the historical development of critical theory will be 

provided through the Frankfurt School, which was the inception of the theoretical 

wave, moving onwards to the modern iterations of it. Then, the application of the 

theory in accounting will be also provided, before moving on to explaining how this 

theoretical framework, with its complexities and far-reaching principles interacts with 

the elements that surround and make up this research project. Furthermore, before 

moving on to summarise the chapter in the next part, this part will provide a glimpse 

into the emancipatory power in accounting and how the link between practice and 

theory can be made, something that has been mentioned to be important in this line of 

research. 

3.3.1. The Frankfurt School 

At this point in this chapter the sociological view of the research have been explained, 

as well as how these are combined under the IPA. Furthermore, as mentioned in the 

IPA section of this chapter, critical theory and the Frankfurt school played a major 

role in setting the path on which both the IPA and the CPA were created. The 
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Frankfurt School inspired more than just sociology and more than just Europe. Thus, 

in order to understand this project better and develop its theoretical views, a deeper 

discussion on Frankfurt School and critical theory is required.  

The term “critical theory” was taken to cover radical political views, because of the 

intense social and political state of the world at the time. The rise of fascism, WWI 

and WWII, resulted in tenuous societal phenomena and the thinkers of the time felt a 

need for perspective of to challenge the social world and the information it gave, so 

not to take anything for granted, as the positive theorists do, but rather critically 

question the social world. Inspired from the theorising and perspective of young Karl 

Marx and his Hungarian successor Georg Lukacs, the Frankfurt School explained 

world phenomena in a socio-political manner, aiming for a liberation of society from 

capitalistic oppression, through that explanation, in a need to develop and change the 

Marxist theories to be closer to the world events mentioned before (Agger, 1991; 

Bronner, 2011; Honneth, 2014; How, 2003; Roslender, 1992). The Frankfurt School 

started to become more widely known, when Horkheimer became director of it 

(Bronner, 2011). Under him Adorno, Marcuse, Pollock, Lowenthal and Benjamin 

theorised on the social world with a human emancipatory focus as a central piece to 

the research, as well as putting the human in the centre of it (Agger, 1991; Bronner, 

2011; Crotty, 1998; Honneth, 2014; How, 2003). 

Later, Habermas, a student of Adorno and Horkheimer, developed further the central 

ideas of critical theory with a sociological focus, but also departed significantly from 

many of the positions of its founders (Agger, 1991). Habermas contributed towards a 

vast array of research areas, such as systems theory, linguistic philosophy, 

psychoanalytic theory, cognitive psychology and the philosophy of knowledge 

(Roslender, 2006). Habermas’ most influential work is recognised as the theory of 

communicative action, which is concerned with social arrangements and how 

members of society understand the bonds between them and how they can work 

towards breaking them to transcend them towards emancipation, through democratic 

communication and social interactions (Roslender, 2006). This research is highly 

concerned with the way people interact with each other and the way they perceive a 

number of elements constituting their reality and maybe even constraining them. 

Thus, this part of Habermasian theory is important for the scope of this research. 
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Critical theory is not only concerned with how things were, but also, following on the 

view that the status quo should change, how things should be (Bronner, 2011). 

Focusing on change through all means and disciplines in society, and especially this 

radical change, means that critical theory is politically oriented (Roslender, 1992). 

Some of the founders of the Frankfurt School also claimed that all research and 

theorising that deals with people is political (Alvesson and Deetz, 2011; Bronner, 

2011).  

These aims for emancipatory research and change resonated with many accounting 

researchers in their search for alternative research paths that challenge the status quo 

(Broadbent et al., 1997; Chua, 1986; Cooper and Coulson, 2014; Deetz, 2005; 

Gallhofer and Haslam, 1997, 2003, 2019; Gallhofer et al., 2015; Roslender, 2006; 

Sias, 2009), as they did with the perspectives of the author of this thesis. Being critical 

according to the Frankfurt School meant to critique social phenomena, challenge the 

status quo of the capitalist society with an aim to emancipate the working class from 

its set illusions (Agger, 1991; Bronner, 2011; Crotty, 1998; Honneth, 2014; How, 

2003; Deetz, 2005; Roslender, 2006; Sias, 2009). Being critical in accounting meant 

to critique not only the techniques, practices and theories of accounting, but also the 

theories and techniques implemented from economics, psychology and law (Gaffikin, 

2010). Understanding the status quo of accounting in that sense and trying to, not only 

change the way it functions, but allow it to change in a way that enables and 

emancipates the people it is currently oppressing (Broadbent et al., 1997; Deetz, 2005; 

Gallhofer and Haslam, 1997, 2003, 2019; Gallhofer et al., 2015; Gaffikin, 2010; 

Laughlin, 1987; Laughlin, 1991). As explained in the research questions in the 

introductory part of this research project, these are aims that this research is trying to 

achieve. Thus, once more, the choice of critical theory was one that fit naturally in the 

views of the researcher and complimented the goals set out in the research project.  

The latest developer of the original Frankfurt School was Habermas, then later, 

although not as part of the School, the French philosopher, historian and social 

theorist Michelle Foucault developed his own frameworks with Foucault becoming 

one of the most recognisable figures in the development of Post-Structuralism and 

Post-Modernism in sociology (Agger, 1991; How, 2003). The post-modernist wave 

started as a cultural change in architecture and developed into music, literature and 
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film (How, 2003). Building on poststructuralist linguistic conceptions of reality and 

based on concepts of truth, reason and progress, the developers of the movement 

(Foucault, Barthes, Lyotard, Baudrillard) (Agger, 1991), developed cultural 

sociological concepts (How, 2003). However, since these concepts were not as the 

traditional Frankfurt School had developed them, Habermas and Adorno ended in 

criticising and rejecting this sociological wave (How, 2003). However, due to the 

similarities in the political and sociological views of the two movements, researchers 

frequently use them together (Agger, 1991). 

3.3.2. Accounting Control and Workplace Friendships in Theory 

Under a pure Marxist perspective, management accounting is presented as a tool with 

its sole purpose being to control and exploit employees (Bryer, 2006; Jermier et al, 

1994). This rather extreme presentation of the practice still fits the social/sociological 

role of management accounting that was discussed in the first part of the literature 

review, as it presents the social clash between classes. Accounting has historically 

been supporting one side of the owner-manager and middle-low level employee 

(Broadbent et al., 1997; Cooper, 2015; Gallhofer and Haslam, 1997, 2003; Gaffikin, 

2010; Roslender, 2006). With its ability to provide legitimacy to political decision 

making and shifts of resources, it provides power to those who have the technical 

ability and knowledge to manipulate and interpret it (Papi et al., 2019). It is mostly 

focusing on disclosures, reports, and performance, even though authors argue that the 

character of accounting practice goes beyond just that (Cooper, 1995; Cooper, 2015; 

Gray et al., 2009; Gray et al., 2016; Miller 2001; Pant, 2001). Alawattage and 

Wickramasinghe (2008) argue that traditional management accounting developers did 

not have the intention of providing a practice to control employees and give more 

power to the controlling class. Rather, they argue that these traditional authors 

completely neglected the social and political role of accounting and also the one they 

play in forming accounting practices (Gallhofer and Haslam, 2003; Laughlin, 1987). 

Various critical authors, on the other hand, argue that this nature of accounting is 

maintained due to business and capitalist hegemonies that are controlling the 

literature, research and researchers, thus creating an accounting research and practice 

that fits their purposes (Cooper, 1995; Cooper, 2015; Gray et al., 2009; Hopwood, 

1983; Miller, 2001; Sikka, 2008; Sikka, 2015). While, arguably, there are a lot of 
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benefits to be gained by both managers and employees through class consciousness 

(Cooper, 1995; Panozzo and Zan, 1999; Sikka 2008; Sikka, 2015), a more radical 

Marxist theoretical wave would suggest that the only way to end the exploitation of 

employees is to dissolve the capitalist system and form a new system, and only then 

equity between people can be achieved. 

However, “there is always room for freedom in systems of domination” (Foucault, 

1996, p.232 in Carmona and Ezzamel, 2016, p2), or as Hopper and Bui (2016) argue, 

in the management accounting context, there can be a cooperative solution, so that 

management and employees can co-exist in the current system without extreme 

struggles. For Dirsmith (1998), management accounting can provide positive 

outcomes for the cooperation of organisational participants and for organisations and 

society by changing theoretical and methodological perspectives and, instead of being 

aimed at governing individuals, allowing them to identify themselves in the working 

environment. This would be feasible if the prevalent management accounting 

literature was less revolved around leaders and tried to support cooperation and 

employee participation in decision-making. As it has been touched upon already, and 

will be developed in detail later in this chapter there are a few ways to look into 

management accounting and MC with a critical eye and to try to understand them in a 

more enabling and emancipatory way (Gallhofer and Haslam, 2003, 2019). 

The previous chapter has given a general idea on workplace friendships that tie in 

with organisations, management accounting and MC. However, to better tie in these 

elements here, and drawing from the analysis of the theoretical scope above, 

workplace friendships need to be placed under the critical theoretical lens. Sias (2009) 

provides a great look into workplace friendships through a variety of theoretical 

perspectives. Under critical theory, workplace friendships are treated with the basic 

characteristics of the critical theoretical framework, as management accounting is, 

reification, consent, technical rationality, communicative action and managerial bias 

(Deetz, 2005; Sias, 2009). These aspects are developed below, but before that the 

importance of context and the role of power need to be explored to place these aspects 

in organisations with a better perspective. 
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3.3.2.1. The importance of Context 

It has been explained in the previous chapter that organisations, and the form 

management accounting takes in them is highly contextual and so is the research 

surrounding it (Ahrens, 2018; Bromwich and Scapens, 2016; Efferin and Hopper 

2007; Gallhofer and Haslam, 2003; Hopwood, 1983; Otley 2016). Contingency theory 

specifically developed on the basis of this highly contextual nature of organisations 

and more specifically management accounting (Hopwood, 1983; Otley 2016). Critical 

theory takes into account both the contextual aspect of society and organisations. As 

an extension, critical accounting research realises this for accounting and management 

accounting, by accepting that these systems are highly political and ever changing 

(Broadbent et al., 1997; Cooper and Hopper, 2007; Gallhofer and Haslam, 2003; 

Masquefa et al., 2017; Roslender, 2006). 

Understanding that society and organisations are changing to adapt to political, 

societal, internal and external situations, processes, and pressures in order to keep 

unequal wealth and power distribution in them, means that the critical theorist must 

look to uncover these through intervention and praxis, and seek to tip the scales for 

these systems to favour the majority (Gallhofer and Haslam, 2003; Gallhofer et al., 

2015; Roslender, 2006). Therefore, in critical theory being able to identify contextual 

factors, go to the particular, and attempt to build upon that to find broader reasoning, 

means to be able to universalise (Gallhofer and Haslam, 2003). 

Even further, accounting research has to constantly critique itself, worry about its 

impact in society and how it can be more emancipating and empowering, exploring 

different contexts using the current and past knowledge (Broadbent et al., 1997; 

Cooper and Hopper, 2007; Gallhofer and Haslam, 2003, 2019; Gallhofer et al., 2015; 

Masquefa et al., 2017). Cooper and Hopper (2007) argue that in order to understand 

management accounting its social, economic, and political contexts must be 

examined. Furthermore, they argue that power and conflict play a very important role 

in understanding management accounting, something that will be best explained in the 

next part of this chapter. From the above it is obvious that to be critical in accounting 

and management accounting, there needs to be respect and recognition of the context 

within which they are embedded into, be macro (social, economic, political) or micro 

factors (organisational, local culture). Arguably, to not realise the context and strive to 
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bring it forth is not a neutral, apolitical act, nor naivety, but rather an intentional 

political act against the critical movement (Gallhofer et al., 2015). 

Workplace friendships are also highly contextual and the contexts in which they 

develop in change the assumptions one can make about them and even question the 

motivation behind their constitution. Sias (2009) shows that friendships develop based 

on three factors, individual factors, such as personal traits and compatibility of those 

and personal interests, general contextual factors, such as connection of livelihoods, 

living in the same area and meeting outside work, and finally workplace context 

factors that have to do with the time and area the individuals share and also their 

power relations. As seen in the respective chapter in the literature review, it is argued 

that workplace friendships can develop voluntarily and organically from the need of 

people to connect with each other, or they can develop with motives for gain of 

information, power and further control (McBain and Parkinson, 2017; Nielsen et al., 

2000; Robinson, 2016; Sias, 2009). As in accounting and management accounting 

research, so with workplace friendships, working under a critical theoretical 

perspective, it is important to understand the context and recognise how it affects the 

organisational participants and the relationships they build with each other and be 

aware of the power relations in place and if there are any repressive factors in place, 

to uncover them and be able to conceptualise ways in which they could be 

emancipatory and enabling in nature. 

3.3.2.2. The role of power 

Mumby (2001, p.3) defines power as the “production and reproduction of, resistance 

to, or transformation of relatively fixed structures of communication and meaning that 

support interests of some organisation members or groups over others”. Even from the 

definition that Mumby (2001) gives, the critical theoretical background is as obvious 

as the importance of looking into the role of power in organisations. As mentioned in 

the introduction of this thesis, power is a very important tool in accounting as well 

and one that only comes to life through human relationships (Dillard and Vinnari, 

2017). Power is important in accounting because it is as important in organisation 

setting in modern capitalist society (Mumby, 2001). Even more specifically, power 

and conflict are central in management accounting and understanding how the 

techniques work and change organisations (Cooper and Hopper, 2007). Power in 
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organisations and further in society creates a situation where the powerful are 

‘shaping the very wants’ of the ones without it (Lukes, 1974 in Mumby, 2001). Under 

critical theory, this power struggle exists because management (or capitalists) and 

employees are trying to reach a co-operative state through undermining each other, 

managers are trying to “buy” employee trust, as cheap as possible, because the system 

tries to minimize or eliminate costs (Berry et al., 2009; Dekker, 2004), while 

employees are trying to extract as much as possible, and this contradicting stage will 

not cease to exist within capitalism (Armstrong, 1991). The power struggle between 

classes (working class and capitalists) is acute in the capitalist system, even though it 

is not always visible, and society and literature are trying to make it seem as the norm 

or the natural development of societal life (Cooper, 1995; Panozzo and Zan, 1999; 

Sikka, 2008; Sikka, 2015; Walker 2016). Thus, this struggle becomes an everyday 

social reality (Chua, 1986; Gaffikin, 2010; Spence and Carter, 2011) worth studying 

and understanding. 

Reification, the concept of naturalising social concepts and making them appear as 

they are unshakable and irrefutable, will be examined in the next part. This helps us 

understand the perpetuation of the power struggles of the working class in society and 

organisations, as their place in the hierarchy is solidified by misconceptions of those 

who yield power and those who yield to power and the ability to do anything about it. 

As mentioned earlier, accounting has historically been in favour of the powerful and 

suppressing the majority (Broadbent et al., 1997; Cooper, 2015; Gallhofer and 

Haslam, 1997, 2003; Gallhofer et al., 2015; Gaffikin, 2010; Roslender, 2006). 

Historically, definitions of power have been focused on decision-making (Mumby, 

2001) and accounting and its information systems are used for decision-making in 

organisations (Laughlin, 1987; Laughlin, 1991; Laughlin, 1995), therefore power and 

accounting have a significant connection and they are better examined together. 

However, power is not always a negative tool. Power can result in productive 

outcomes as well as restrict people (Dillard and Vinnari, 2017). Through the critical 

accounting lens that bears the need to see emancipatory change in organisations 

(Broadbent et al., 1997; Gallhofer and Haslam, 1997, 2003, 2019; Gallhofer et al., 

2015; Gaffikin, 2010; Roslender, 2006), this means that the way power is distributed 

and forms relations in organisations can be used to enable people. Mumby (2001) 
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points out that communication is central to understanding power relations and, for 

critical theory, communication is “highly political and creates a reality through 

ideological meaning systems” (p. 12). Critical theory also argues that communication 

always serves the system and the ones in power (Mumby, 2001). Communication is 

also an aspect that affects friendships as much as information sharing and power 

relations, thus, it is interesting to view friendships through that lens. 

In order to explore the relationship of friendships and power in the workplace, the 

concept of consent that was mentioned earlier should be explained briefly, as it will 

be developed further, to understand the potential connection that can be made. Deetz 

(2005) explains that as the systems evolve, more subtle and indirect ways of control 

are born in it. These ways of control are enticing the controlled to act, behave and 

think in ways that facilitate their submission, with the promise of “money, security, 

meaning or identity” (Deetz, 2005, p. 14). That way they ‘consent’ to their control. 

Sias (2009) argues that if the workplace relationships are to be explored from a 

critical perspective, the researchers could focus on the power involved in these 

friendships and question how far these friendships are voluntary, or a result of power 

coercion. Being friends with someone gives access to more information from them 

and depending on who that someone is, might provide power as well (Sias, 2009). In 

accounting, information is power as well; thus, this argument bears great insights in 

both the research of workplace friendships and power, but also in workplace 

friendships and accounting information and accounting systems. 

3.3.2.3. Reification 

Reification means that aspects of society become naturalised, unquestioned, 

considered as standard and permanent (Deetz, 2005; Sias, 2009). As such, in 

organisations, certain cultural phenomena and personal connections are treated as the 

natural flow of things, while in reality they are perpetuating stereotypes, 

marginalising groups and providing the powerful with even more power (Deetz, 2005; 

Sias, 2009). Furthermore, reification is considering organisational aspects as set in 

stone and solidifying hierarchies and how people should act based on these 

hierarchies (Sias, 2009). Specifically, for accounting and management accounting it is 

frequently thought that their practices are considered standard and unchanged, passing 

as natural, while they are everything but that, because historically they have been 
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changing to fit the interests of those in power and those who control them (Cooper 

and Hopper, 2007; Deetz, 2005; Gallhofer and Haslam, 2003). Furthermore, Mumby 

(2001) argues that the focus in management accounting has recently shifted towards 

power relations, because of that perception of management accounting as a purely 

mathematical and economic driven discipline for decision making. 

As mentioned in this chapter, critical theory seeks to break these stereotypes and false 

naturalities of organisations and society and seek change in them and betterment 

(Broadbent et al., 1997; Cooper and Hopper, 2007; Deetz, 2005; Gallhofer and 

Haslam, 1997, 2003; Gallhofer et al., 2015; Roslender 1992; Roslender, 2006). In that 

sense, considering the relationships of the organisational participants and examining 

them closely could bear interesting insight in their conception of such falsities and, by 

intervening, trying to break the cycle of isolation, racism, sexism, hate and phobia. 

Specifically in management accounting, workplace friendships not only between 

employees or higher management, but also between these groups are to be considered 

by looking at how hierarchies and power relations are solidified and perpetuated, 

either intentionally or not. The focus should always be to identify these elements in 

management accounting and MC that would enable the repressed and bring forth an 

equality in the relations (Broadbent et al., 1997; Cooper and Hopper, 2007; Deetz, 

2005; Gallhofer and Haslam, 1997, 2003; Gallhofer et al., 2015; Laughlin, 1987; 

Laughlin, 1991). 

Again, in this case, and as previously explained, the context in which management 

accounting and control acts and these relationships are formed, plus the power 

relations that are in place, are very important in realising not only the specificities of 

oppression, but also how to break these. Mumby (2001) explains through Lukacs 

(1971) that reification leads to alienation and that can lead to social change through 

self-reflection. 

3.3.2.4. Suppression of conflicting employee interests and universalisation of 

managerial interests 

In this part, the aspect of consent as placed by Deetz (2005) and Sias (2009) becomes 

relevant again as it works towards suppressing the obvious conflict of interest 

between management and employees. Miller (2001) shows that not only employees 
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are treated as numbers and costs in management accounting techniques, but they are 

also encouraged and educated to treat themselves as such. What management 

accounting offers is calculative tools, for capital, management, and labour itself to 

turn themselves, others around them, and their efforts and time into “valuable” 

numbers (Cooper, 2015). It is, also, often mentioned in management accounting 

rhetoric that employees are a company’s most ‘valuable asset’ (Brown, 2009; Dillard 

and Roslender, 2011; Gowthorpe, 2009; Roslender and Dillard, 2003; Roslender, 

2011; Roslender et al., 2015). They are ‘competitive resources’ through their 

knowledge and initiatives (Pant, 2001), or knowledge, education, know-how and 

skills forming intellectual capital (Gowthorpe, 2009). This creates a situation where 

the employees are treated, and treat themselves, in a way that submits to the idea of 

“what is good for the company is good for me” (Deetz, 2005). 

In more recent literature, it has been observed that managers are considered, usually, 

as all powerful beings in the company who are the only ones with the ability to make 

important, relevant decisions for the future and wellbeing of the organisation and, 

thus, are consequently entrusted, by the owners of the means of production, with the 

mission to take actions that will lead the organisation to higher profits (Cooper and 

Ezzamel, 2016; Makela, 2013; Whitley, 1999). Employees, due to the object-subject 

distinction, are perceived as a powerless mass, which is meant to follow orders, 

unable to contribute to the course of action the organisation is taking (Chua 1986; 

Makela, 2013; Whitley, 1999). Furthermore, it is assumed that even though their 

individual nature is to work less and receive more, their group goal is firm profit 

maximisation, assuming that the more the company gets, the more they will receive in 

the end (Chua, 1986). It has been proven repeatedly, however, that this assumption 

cannot be confirmed in everyday organisational life (Chua, 1986). The owner-

manager is considered the decision-maker because they are usually the only one in a 

place of power in the company, since there are no other managers or middle and low-

level supervisors (Voss and Brettel, 2013). This way, the employees in an 

organisation find themselves considered to be the weaker counterpart and the ones 

that need to follow the decisions and ideas of the powerful decision-maker, whoever 

that is, and they do so believing that any additional wealth that will come to the 

organisation from their efforts will also be distributed to them, even though, as 
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mentioned a lot of times, the wealth distribution in organisations and society is not 

equal or fair. 

Workplace friendships also bear some of these elements that comply with the idea 

that what is good for the organisation is good for the employee (Sias, 2009). As seen 

in the second part of the literature review, workplace friendship has been found to not 

only provide information and power to both managers and employees (Sias, 2009), 

but also increase work satisfaction, teamwork, effectiveness, commitment to the 

organisation, decrease turnover and generate a sense of belonging, safety and trust 

(McBain and Parkinson, 2017; Nielsen et al., 2000; Robinson, 2016; Sias, 2009). 

Through the critical lens, these aspects could be as much aspects of control and 

coercion, as they could be empowering. The workplace friendships between 

management and employees, as seen earlier, could be genuine and based on reciprocal 

feelings, but they also could be instrumental as management is seeking to gain access 

to information and control, or the employees are trying to climb up the organisational 

ladder (Robinson, 2018; Sias, 2009). The employees in this case could share 

information to management believing that they would receive personal benefits, or 

that what they are doing is helping their department or organisation.  

3.3.2.5. Issues of consent and resistance 

The concept of consent in control in organisations has been developed earlier in this 

chapter (Deetz, 2005; Sias, 2009). Furthermore, in the literature review, it has been 

shown that resistance always develops when there is control (Collinson, 1994) and it 

comes in various forms, while it can also be individual and in groups (Jermier et al., 

1994). For Collinson (1994), resistance is a form of power that is only exercised by 

subordinates, meaning that the people in power cannot resist change, insubordination, 

or other forms of power by their subordinates. Mumby (2001) perceives resistance as 

not just a form of power, but rather as part of the very definition of power, which is 

exercised by all and is highly connected to communication in set structures. When 

combining the issue of consent as set in Deetz (2005), with the idea of resistance in 

organisations being natural when control or change happens (Collinson, 1994; 

Laughlin, 1991), then there are a number of possible outcomes which require research 

to understand. Subtle control could be a way of the powerful to subdue and bypass 

resistance, but it could also be that when the controlled realise their position, their 
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resistance to all control could be even more powerful. Furthermore, not all forms of 

control are invisible, there is formal MC and formal change, and that is where control 

and resistance could coexist in an organisation setting for different set of changes and 

controls. As seen in 2.9 Resistance in the literature review chapter, resistance is more 

effective as a group, as it leaves employees less vulnerable to manipulation whilst 

promoting a social progression through class identity and awareness (Alvesson and 

Willmott, 2002). As critical researchers in accounting and management accounting, it 

is important to point out the indirect control that falls under the concept of consent 

and not blindly promoting every act of resistance, but rather identifying the ones that 

are empowering and emancipating for the repressed majority (Broadbent et al., 1997; 

Deetz, 2005; Gallhofer and Haslam, 2003, 2019; Gallhofer et al., 2015; Roslender, 

1992; Roslender, 2006). 

In workplace friendships, Sias (2009) argues that the issue of consent is useful in 

understanding the extent to which those friendships are voluntary. Sias (2009) calls 

for research very similar to this one in understanding which of these factors that affect 

workplace friendships, and if there are specific tools and organisational practices 

managers would use in an organisation to force specific employees to befriend each 

other, or block others from ever meeting and creating opportunities to become close. 

Another interesting perspective in the concept of consent is looking into specific 

cultural identities in the workplace and identifying if these cause communities to 

marginalise themselves by creating a tight connection between them and not allowing 

for other cultural identities to enter. These are both aspects that this research sets out 

to see. Especially in the former idea of trying to understand through a critical lens if 

MCS are used in a way to force certain workplace friendships, or block others, or if 

the friendships act as an informal control tool themselves. Also keeping with critical 

theorising, seeing the potential good in all things (Deetz, 2005; Gallhofer and Haslam, 

2003) and figuring out the ‘what might be’ (Roslender, 2006), this research also looks 

to see if there are ways that the interconnection of MCS and workplace friendships 

can create emancipatory results in organisations. More on the emancipatory intent is 

developed in the next part. 
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3.3.2.6. Emancipation in Critical Theory and Accounting 

During this chapter, while also sporadically mentioned in the two previous chapters, it 

has been made clear that both the researcher individually, but also as part of the 

critical theory school, are set towards generating empowerment and emancipation 

from repressed forces in the contextual settings they are finding themselves in. Since 

the emancipatory change is a central idea in critical theory and it has many 

implications in the critical accounting research as well (Broadbent et al., 1997; 

Cooper and Hopper, 2007; Deetz, 2005; Gallhofer and Haslam, 2003, 2019; Gallhofer 

et al., 2015; Masquefa et al., 2017; Roslender, 2006; Sias, 2009), it is important to 

develop it individually as well here. 

Seeking change through challenging the status quo is placing the human in the 

middle, tipping the scales of unequal power and wealth distribution. All of the above 

are central in critical theory (Armstrong, 1991; Broadbent et al., 1997; Cooper, 2015; 

Cooper and Hopper, 2007; Gallhofer and Haslam, 2003, 2019; Gallhofer et al., 2015; 

Masquefa, 2017; Mumby, 2001; Roslender, 2006; Sias, 2009). The idea of 

emancipation goes even beyond social betterment while staying within critical theory, 

by maintaining a focus on context, power, fighting reification, universalisation of 

specific interests, technical rationality and consent (Deetz, 2005). Gallhofer and 

Haslam (2003, 2019) and Gallhofer et al. (2015) have extensively explored the ways 

in which social emancipation can be attained through critical theorising and praxis, 

the latter to be elaborated in the next section, and have portrayed various ways in 

which accounting can bring forth emancipatory change. Emancipation is not about 

rejecting, refusing, and resisting everything, but rather it has to do with suggesting 

and creating new societal values and aims (Gallhofer and Haslam, 2003). It is solving 

the particularities of each contextual relation and struggle, and not fighting one 

universal, unified force, while through these particularities and contextual work, the 

universalities of emancipation can be achieved, since nothing is cut-off in society 

(ibid.). 

In Broadbent et al. (1997), there are a number of approaches to an enabling 

accounting suggested, such as, critiquing and challenging the practice, worrying about 

accounting’s change potential and social significance through theory, using 

accounting disclosure in social struggle, making sense of the history and other cultural 
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contexts and finally finding ways to educate people on the emancipatory accounting. 

Through analysing Bentham, Gallhofer and Haslam (2003) conclude accounting can 

capture emancipatory intent by serving the oppressed and fulfil a duty to humanity. 

This happens through the power of accounting to make things visible, which could 

promote social emancipation through a rational and critical communication (Gallhofer 

and Haslam, 1997, 2003, 2019). They further portray this potential through social 

accounting, especially its history and how it became relevant over time, which also 

shakes the reification of accounting practices and mathematical or economic 

rationality. Thus, an enabling accounting is close to those repressed and 

disempowered and allows them to use it (Roslender, 2006). 

Further addressing issues of emancipatory accounting, in their 2015 article, Gallhofer 

et al. call for an accounting (or accountings) that, through its visibilities will 

emancipate, by representing the repressed and disempowered and by tackling the 

apolitical perception of accounting and the current political status quo. Cooper and 

Hopper (2007) make similar calls, but for management accounting specifically, 

through the own extensive experience in the Critical Accounting literature. Thus, for 

the focus of this project in management accounting and MCS, the above ideology 

applies. It can seek more emancipatory ways in both theory and practice. All of the 

literature referred to above mentions the importance of praxis in critical theory and 

this emancipatory undertaking and this is explored further in the next final section 

before the summary. 

3.3.2.7. Linking theory with praxis 

Change is an important aspect of the research and, as it has also been shown, through 

Laughlin (1987), critical theorists, making use of the social theories of Kant, Hegel 

and Marx, or the Frankfurt School of Habermas and Adorno, link theory to practice 

and try to change both of them, aiming to place ‘the human’ in the centre. This is a 

very important theoretical directive for this project. The connection between theory 

and practice has been noted before by various researchers (Berry et al., 2009; Burchell 

et al., 1980; Chua, 1986; Gallhofer and Haslam, 1997; Hopwood, 1983; Laughlin, 

1987; Laughlin, 1991; Neimark and Tinker, 1986) and has been noted to be especially 

important in MAR (Bromwich and Scapens, 2016). 
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From a critical theoretical standpoint, a discipline that is so closely connected to 

practice, such as accounting and management accounting, needs to concern itself with 

change and betterment, because not doing so is a political action and if the critical 

researcher does not subscribe to change, they allow the perpetuating notions of 

accounting to continue and allowing the research that is hostile or ignorant to the 

critical movement to make change (Broadbent et al., 1997; Gallhofer and Haslam, 

2003; Gallhofer et al., 2015). Yonekura (2009) shows through Gallhofer and Haslam 

(2008) that through critical transformation coming from a critical researcher in place, 

every accounting context can reach an emancipatory state. Again, Gallhofer and 

Haslam (2003) devote their concluding chapter to developing the importance of 

creating a praxis in accounting that strives for change and emancipation of the 

repressed and disempowered, an accounting praxis that seeks to tip the scales and 

work towards social betterment and not just organisational betterment. Cooper and 

Hopper (2007) also argue that in a critical praxis that influences and intervenes, 

management accounting researchers should try to design critical management 

systems. For this research, the element of praxis is met in the final research question, 

as seen in the introduction chapter of this thesis, and will be revisited at the end of the 

discussion chapter later on. As the researcher works with the theoretical framework 

developed here in mind, the link of theory to praxis is always a concern for the data 

analysis and discussion. 

3.4. Summary 

This concludes the theoretical framework chapter. As mentioned in the beginning of 

this chapter, the critical school aims for an interdisciplinary view on all research and 

aims to put the human in the middle, challenge the status quo and achieve a change 

towards a better reality (Alvesson and Deetz, 2011; Broadbent et al., 1997; Bronner, 

2011; Burrell and Morgan, 1994; Chua, 1986; Cooper and Hopper, 2007; Deetz, 

2005; Gallhofer and Haslam, 2003; Gallhofer et al., 2015; Laughlin, 1995; Llewelyn, 

2003; Roslender, 1992; Roslender, 2006). In order to understand the organisational 

participants’ relationships, two aspects need to be considered. First is the sociological 

aspect, which defines the way people relate to each other. Second is the way their 

organisations are formed and how they implement and use various systems, including 

MCS, but also the way they are meant to interact, their hierarchies in place and which 
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of these might be delusions created by capitalist rhetoric. If understanding of both of 

these aspects is created through the critical theory lens in research then, the ability to 

conceptualise ‘what might be’ and which changes need to happen to emancipate these 

participants, should come easier (Roslender, 2006). Critical theory serves as a basis 

for the sociological aspects of the project, as it provides a framework to not only 

explain social phenomena at the macro level, but also at the micro level, such as 

group and personal social phenomena (Agger, 1991; Deetz, 2005; How, 2003). 

Furthermore, through that explanation, it provides a perspective in which 

organisations are created, function and maintain themselves, through which 

accounting and its systems can be placed into. 

In this chapter, the fundamental ideas backing the theoretical views of the research 

were provided in the introduction, leading into the interdisciplinary perspectives on 

accounting project. Then the main bulk of the theoretical background was explored in 

the critical theoretical framework. Starting off with a historical run down of the 

Frankfurt School and moving on in the detailed analysis of the elements of critical 

theory which affect management accounting and control, as well as workplace 

friendships. First up, the importance of context and power were explained in both 

perspectives (i.e. accounting and friendships) as they shape a lot of the basic 

assumptions for research in these areas. Then, common concepts identified in critical 

theory that are found to have a large impact in management accounting and workplace 

friendships according to Deetz (2005) and Sias (2009) were developed. Namely, the 

concept of reification, which is the standardisation and naturalisation of social and 

organisational phenomena, the concept of suppression of employee interests and the 

universalisation of managerial interests, which are self-explanatory and try to 

perpetuate the power of the oppressors, and finally the concept of consent and 

resistance were explored together. 

Before concluding and summarising this chapter, two aspects that are central in 

critical theorising needed to be developed. Emancipation and delving into research 

with an intent to change and intervene for social betterment was the first one. 

Secondly was the link of theory to praxis, in making research not only for researchers, 

but trying to issue change even if it is in a small place, always trying to build upon 

that and creating a flow of movement that changes slowly universally. 
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The theoretical framing as developed in this chapter provides the grounds in which 

the methodological framework is created, as well as the methods are employed. These 

along with the epistemological and ontological views of this research are explained in 

the next chapter along with the methods employed to collect the data and information 

of the sample used in this research. 
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4. Methodology 

4.1. Introduction 

In the previous chapter, the fundamental ideas of the theoretical framework followed 

by this research project were explored and explained. As a continuation, in this 

chapter the methodological framework will be developed. The theoretical background 

of a research is very important in forming the methodological framework, choosing 

the methods and interpreting the results (Alvesson and Deetz, 2001). Depending on 

the theoretical views of the researcher, the same interview passage might be 

interpreted, in various different ways (Alvesson and Deetz, 2001). This is in-line with 

the theory that observations are dependent on the researcher’s perspective, explained 

in the theoretical chapter earlier. However, not only the theoretical aspects play a 

major role in the methodological and/or method choice of a project. 

The methodological aspects of this project are defined through the ontological and 

epistemological views it follows, which are established in the next part of this chapter. 

As explained in this second part, a large proportion of the conceptualisation comes 

from the work of Burrell and Morgan (1994) and their sociological paradigms for 

organisational researchers. However, their framework is not perfect and there has 

been extensive discussion of their work, thus, the following part also contains the 

discussion on the criticisms of Burrell and Morgan’s (1994) sociological paradigms. 

After this opening on the fundamental world conception of the researcher, the 

research design is developed. This third part links the research questions with the 

methodology and methods used and why these are fit for the project. It is then 

separated in two parts exploring these choices and explains their use. Finally, before 

summarising this chapter, a part delineating the limitations inherent in the method and 

methodology is provided and another part including the ethical considerations of this 

research is given. 

4.2. Philosophical Assumptions 

4.2.1. Ontology and Epistemology 

Before explaining the methods and the field work conducted in this research, the 

ontological and epistemological standpoints of this research must be stated. This way 

the theoretical perspectives of the project will be made clear, through developing the 
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author’s perception of the concepts and world. The ontology of this research will give 

an idea of what reality is for the researcher and epistemology explains how the 

researcher perceives reality. A positivist approach would entail the ontological 

assumption that there is only one objective reality that exists and epistemologically 

there is a way to measure and understand that one reality, but not fundamentally 

change it, since it is a natural status quo (Crotty, 1998). This also means that research 

can be neutral, with a theoretical framework that does not pick sides (Johnson, 1995). 

An interpretivist approach, or a constructivist approach, ontologically assumes that 

there are many realities, which are constituted differently in each individual’s mind, 

based on the way they interact with and experience it, and epistemologically, in order 

to perceive it, they need to constantly interpret it (Crotty, 1998). Through that 

interpretation, the researcher constructs a reality that is close to them and can 

influence the world events around them, instead of simply observing ‘facts’ as they 

would do in the positivist approach (Chua, 1986; Johnson, 1995). Interpretivist or 

constructivist research usually tends to fall in the critical research spectrum, since the 

critical researchers try to interpret reality in their context and try to change it. 

However, not necessarily all interpretivist research is critical and there is a large body 

of literature that follows the approach in order to explain a variety of world 

phenomena even without the intent to change. This research project finds itself in the 

interpretivist approach, as it accepts that the reality, of what MC and MCS are, is 

different in each individual’s mind and so are friendships and also the way these 

interact with each other, the structures and society around them constantly changes 

and can be influenced by a variety of factors and thus, these realities need the 

researcher to interpret them.  

The objectives of this research are trying to place the human factor in the centre of its 

scope and to gain a perspective that treats both manager-owners and employees as 

individuals with personal relationships (focused on friendships) and examining further 

their positions in the company as the roles that affect these relationships between 

them. Through this research, the researcher is trying to address a common conception 

in the mainstream management and leadership literature that managers are the sole 

decision makers in an organisation and that employees do not have power in the 

decision-making process and are only there to be managed (Chua 1986; Makela, 

2013; Whitley, 1999). Through Burrell and Morgan (1994), these aims point to the 
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Radical Humanist paradigm, which belongs to the sociology of radical change and 

follows a subjective view of social science. Better explained, this paradigm seeks 

emancipation from limiting structures of modern society and is concerned more with 

the potential society presents, thus may be considered utopian (Burrell and Morgan, 

1994; Crotty, 1998). However, for Bourdieu, people can create possibilities for 

utopias to be built and progressive social change (Cooper and Coulson, 2014), while 

Bronner (1994, in Gallhofer and Haslam, 2003) argues that a utopia is a vague 

concept, while the critical theorists are working for the betterment of imperfect 

settings and contexts. For Crotty (1998), challenging power and hegemonic structures, 

striving for social equity and justice are the basic elements of critical inquiry. Crotty 

(1998) explains that this theoretical movement is concerned with power relations, 

oppression and struggle, trying to raise class awareness through social and cultural 

criticism, in order to unite people and emancipate their way of thinking and 

themselves from oppression. He concludes that critical inquiry may be rather radical 

and (if the term is allowed) extremist, or it might take a less ‘revolutionary’ approach 

and try to make sense with the system, while always putting the ‘human’ in the centre 

and work towards emancipation. 

4.2.2. The Burrell and Morgan Framework 

 

Figure 3: The Four Paradigms (Burrell and Morgan (1994, p. 23) 
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Figure 3 shows the four sociological paradigms as developed in 1979 by Burrell and 

Morgan. As the figure shows, they argue that each approach has fundamental beliefs 

about the world. On the horizontal axis, the researchers either see the world as an 

objective reality that exists beyond the researcher, or as a subjective reality that is 

constructed to exist differently in each individual’s mind. The vertical axis shows the 

sociology of radical change, which strives for change in the world and researchers in 

it suggest ways in which society can change to be more equal and inclusive, while the 

sociology of regulation sees the world as a stable construct that is to be observed only, 

as it is a natural status quo. In Burrell and Morgan (1994), critical theory and theorists 

belong to the Radical Humanist paradigm, and this means that it follows a nominalist 

ontology, which is defined very similarly with Crotty’s (1998) constructionist 

epistemology, meaning that the world that exists outside of the person’s mind they 

construct themselves with their experience and perception. Thus, there is no objective 

truth for everything, rather, the person constructs the truth and reality, subjective to 

their perception. Furthermore, while Crotty (1998) defines positivism as a theoretical 

perspective a researcher might have, and his definition is similar to that of Burrell and 

Morgan (1994), anti-positivist is defined by the latter as a theory but is found in the 

definition of the constructionist epistemology by the former. Positivism in sociology 

refers to the wave that tries to explain social phenomena as natural phenomena, 

meaning they have laws and can be predicted (Crotty, 1998; Burrell and Morgan, 

1994). As seen in the previous chapter, this is a notion that has been criticised in the 

accounting discipline and this researcher, following the Critical Accounting Research, 

aims to avoid it. 

Historically, there has been a heated discourse between positivist and critical 

researchers and even other researchers that do not identify with either of these 

movements however, doing critical research (or any other research that is not 

positivist) does not mean that it is just anti-positivist (Johnson, 1995). The Radical 

Humanist Paradigm is about challenging the status quo, seeking change by changing 

the way reality is constituted in the minds of people (Burrell and Morgan, 1994). This 

research tries to place the human and human relationships in the middle, something 

that is important in critical theory, by taking a specific look at how human relations 

transcend the hierarchical organisational bonds. In that sense, this research is 

challenging the status quo of thinking of organisations and organisational 
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relationships and also taking a subjective world view. Additionally, and as seen from 

research question 5, this research tries to ensue change in organisations, something 

that again is central to the critical theoretical approach. Therefore, this research 

project finds itself firmly in the Radical Humanist Paradigm. 

Burrell and Morgan (1994) are very concerned about how the researchers form their 

perspective of society and organisations, and about how they make sense of the 

relationships inside them, thus the human factor. Crotty (1998), on the other hand, 

does not explore the researcher’s perception of the human factor. However, this is a 

grey area for Burrell and Morgan (1994) as well. They separate between voluntarist, 

which means humans are totally free willed, not controlled by any structure, and 

determinist, which means that every action the human does is predetermined by the 

social structures surrounding them and submit that both of these ideas are very 

extreme and most of the times researchers assume a position somewhere in the 

middle. They propose that the Radical Humanist Paradigm adopts a voluntarist 

approach, since they deny organisational social structures in their hard form, but most 

of the times they will admit, as this research does, that humans are not entirely free 

willed but are rather free to act inside some larger structural boundaries. This last part 

is where most authors find ground for criticism. 

Chua (1986) makes an extensive critical analysis of Burrell and Morgan’s (1994) 

work (first edition published in 1979). Firstly, Chua (1986) argues that individuals 

construct society, they exist in it and all they are and represent (i.e., partners, classes, 

leader and member etc.) are as much part of it, as much as they define it. Therefore, 

individuals are mostly free to develop their own ideas and seek emancipation, but 

there will always be some roles that bind them in some way or another, causing that 

oppression and fear of loss. If human beings were totally free to choose, there would 

be no power struggle, since they would be reluctant to be oppressed and subjugated in 

the first place. This is the approach that will be taken by this research. There is free 

will waiting to be achieved by humans, and this is why emancipation is available, but 

to reach that emancipatory state, oppression needs to exist in the first place in some 

structural form. 

Furthermore, in the appendix, Chua (1986), makes three further points. First, the 

dichotomies put in the paradigms for epistemology, ontology and methodology are 
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too strong and one sided, not giving many alternatives and accepting variation in 

them. Secondly, there is a “very relativistic notion of scientific truth and reason” (ibid. 

p. 626), which makes it difficult to rationalise inside the paradigms. Finally, the 

differences between the Radical Structuralist and Radical Humanist paradigms are 

blurred. It is not clear for researchers in these paradigms to identify themselves 

completely in one of them and some of them reject the classification scheme 

altogether. Even though the dichotomies are strong, maybe even, they are the ones 

that make identification even more difficult. Specifically, for the second part, about 

truth in research especially, Laughlin (1995) argues that the way the researcher 

perceives truth is important. He argues that all researchers are biased, specifically the 

way they perceive the world and its realities. Thus, when they are conducting 

empirical work there is a specific way they see the world, and their reality and truth 

are biased depending on their views. 

Another interesting point about Burrell and Morgan’s (1994) theory, and which 

applies to this research as well, is made by Armstrong (1991), which is the complete 

denial of organisational structures. Armstrong (1991) argues that in order to form a 

research plan on the current reality the wider capitalist structures must be taken as a 

given, more so in order to change and overturn these. Armstrong (1991) develops his 

arguments on agency theory and on how to create a radical theoretical perspective 

against the positivist view of this theory, trying to uncover the tensions between the 

owners of the means of production and their agents and the people who operate these 

means, in order to bring forth radical change. 

For all of this, the structural existence of organisations needs to be undertaken and be 

perceived and studied through a critical/radical eye, to avoid falling out from Burrell 

and Morgan’s (1994) Radical Humanist Paradigm. These points are particularly 

important for this research project, since the organisational structures both in the 

SME, but also in 21st century capitalist society, must be considered, in order for 

conclusions to be derived about the interrelations of personal human relationships and 

MCS. Even though the radical agency theory (Armstrong, 1991) will not be used here, 

the theorisation made by Armstrong (1991) becomes very relevant as to the way this 

research treats organisations. A single part in Armstrong’s (1991) theorisation that is 

not in line with this research is the conceding to the impossibility of trust between 
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management and labour through interpersonal relationships, monetary and other 

benefits being the sole means to form “trust”. 

4.3. Research Design 

“The small business sector has a notoriety for non-response to questionnaire surveys 

which, coupled with the heterogeneity of small firms, make quantitative methods 

inappropriate” (Marriott and Marriott, 2000, p. 478). 

As it becomes clear from the above quote, context can also influence the choice of 

method for a research project such as this one. Data are the most important aspect of 

conducting such a project and since SMEs are the main focus of it, even some 

qualitative methods might not prove fruitful. For example, questionnaires might not 

be answered, focus groups might not provide enough people or enough participation, 

and in a document analysis in an SME, the researcher might have to deal with missing 

or incomplete documents. Thus, all the factors, either explicitly mentioned or implied 

through the introduction, in particular the research questions, the literature review and 

the theoretical framework, must be examined in order to make a methodological and 

method choice that suits the needs of this project. When looking at the research 

questions that this project set out to answer, it becomes clear that some type of 

qualitative methodology has to be used. As explained in the literature review, 

management accounting and friendships are two very contextual elements, with a 

variety of definitions and interpretations in the literature based, not only on the setting 

they appear, but also on the world views of the researcher. 

The world views of this research project were just explained and from the theoretical 

chapter it was argued that taking a close approach to accounting practice is important 

(Chua, 1989; Laughlin, 1991). Furthermore, from the final research question and from 

the critical theory exploration, the researcher is looking to suggest changes for a more 

emancipatory, empowering workplace. The above points further suggest that the 

methodology followed needs to be one that places the researcher in the organisation(s) 

examined and involved with its (their) participant(s). Another aspect of this research 

that promotes qualitative methodology to be undertaken is the cultural aspect. Culture 

cannot be described with words, but rather its complex nature resides within the lives 

and practices of the people (Ahrens and Mollona, 2007). Therefore, the researcher 

needs to interact with the people, understand their culture first hand and try to 
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generate insights from the events and phenomena around them, by taking the lived 

and experience culture into account. According to Henri (2006), the components of 

organisational culture are specific to the organisation and the only way to understand 

them better is through a qualitative methodology. For understanding the culture of an 

organisation close contact with the organisational participants is required as 

mentioned in the introduction of this thesis. 

4.3.1. Critical Case Study 

Looking at the ontological and epistemological assumptions of this research project, 

the researcher has a subjective world view that needs to be interacted with and 

interpreted. Furthermore, from where this research project is situated in the Burrell 

and Morgan (1994) framework and from its theoretical framework, this research tries 

to interact with the world and bring forth change. This means that the researcher 

needs to be placed close to the organisational participants of the organisations they are 

studying. 

Case Study is a method that combines a lot of the elements mentioned, since it is a 

method that can investigate one or more organisations, focus on business phenomena 

and take the point of view of the employees into account (Eriksson and Kovalainen, 

2012), all of which are important for this research project, especially as it comes from 

the first four out of five research questions. Case Study can also take the point of view 

of society in general and explore and explain situations and phenomena happening in 

the case examined as they are from a societal and cultural point of view (Eriksson and 

Kovalainen, 2012), while it is argued that, in some extremes, it does so as a novelist, 

story writer or even poet would do (Hammersley, 2011). This makes Case Study a 

research method useful to the critical theoretical movement as the latter seeks to 

explain such societal phenomena from a lens that is not reified (Deetz, 2005; Sias, 

2009), and also takes an approach that puts the researcher in the centre of all these 

phenomena. It does so by allowing for the use of various methods of data collections 

that require physical presence in the field of study and interaction with the 

participants, such as interviews, observations and attending events or meetings 

(Eriksson and Kovalainen, 2012; Hammersley, 2011). 



 
 

89 
 

As mentioned in the introduction, and as it becomes gradually clearer in this chapter, 

observations and interviews as part of the case study method are very useful methods 

to use in this research. The observations of the day-to-day workings of the sample 

organisations and the interactions of their participants help understand how MCS 

function in the organisations (RQ1), what is the nature of their relationships and if 

these relationships are workplace friendships (RQ2) and how these two elements 

interact with each other (RQ3 and RQ4). When these are followed up by interviews of 

the participants, they provide an even deeper understanding of their point of view of 

all of these elements and how these intertwine in the mind of the organisational 

participants. When all of these elements are paired with the critical theoretical 

perspective as developed in the previous chapter, the method could be described as a 

critical case study. Such elements would be near impossible to put into perspective 

with quantitative data, considering the nature of human relationships, which makes 

case studies an even more appealing research method (Eriksson and Kovalainen, 

2012). 

Case studies can include a single case or a small number of cases (Eriksson and 

Kovalainen, 2012; Hammersley, 2011). Single-case case studies are usually 

longitudinal and tend to be historical through that extended time studying. An 

extensive case study involves the researcher mapping out specific phenomena that are 

to be elaborated and confirmed in order to be generalised in the future. This research 

project did not have the time available to get involved in an extensive case study and 

generalising specific theories or business phenomena was not entirely part of its 

scope. The current research, as will be explained in more detail later, started off with 

three mini case studies, but ended up with two intensive case studies. An intensive 

case study is when the researcher delves deep into the socio-economic and cultural 

context of the cases and generating contextual data, which cannot be statistically 

generalised, but rather create understanding and analyse the case and generalise 

slowly and carefully from that (Eriksson and Kovalainen, 2012; Hammersley, 2011), 

which is also another element of critical theory studies (Gallhofer and Haslam, 2003). 

This allows researchers to explore unique and complicated cases in organisational and 

social settings that would not be explored otherwise, even though the provide 

interesting and powerful insights towards understanding how these settings work, 
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interact and change society around them (Eriksson and Kovalainen, 2012). Aspects 

that this research aims to reach and understand. 

Furthermore, intensive case studies that include more than one case can create a 

comparative framework for them and generate insights through that (Eriksson and 

Kovalainen, 2012). This research project made use of the intensive case study 

comparative ability when examining the two case organisations that were finally 

picked for the data collection. However, studying only a specific number of 

organisations is not without fault in research. The pitfalls of Case Study are explained 

later in the limitations part of this chapter. The next part explains better the methods 

used to bring forth the case study method. 

4.3.2. Method 

This study takes place in a real-life working environment with the researcher 

observing and interacting with the participants directly. As explained in the previous 

two parts, Case Studies help with this endeavour (Hammersley, 2011). Case studies 

are built on the ethnographic methodology and, in the organisational studies, provide 

a closer and more detailed picture of a fraction of society that is organisations 

(Eriksson and Kovalainen, 2012). Ahrens and Mollona (2007), speaking of 

ethnography and participant observation, mention that it is a great way of 

experiencing an organisation as part of their community, society and culture. They 

also argue that ethnography can be a “more credible claim towards studying 

organisational practices” (Ahrens and Mollona, 2007, p. 312), something that this 

research aspires to do. 

As explained earlier in this chapter, but also in the theoretical chapter, critical 

research aims to interact with phenomena (in our case MC) in real time and also with 

the individuals that are creating or are affected by such phenomena (again, in this 

case, people who practice and are affected by management accounting). In order to do 

so, observations and follow-up interviews are used. This is a very common 

combination of methods used in case study (Eriksson and Kovalainen, 2012). Crotty 

(1998) lists two types of observation methods, participant and non-participant. As the 

names imply, they are determined by the position of the participant in the subject of 

study. However, Smith (2017) identifies more differences concerning the nature of the 
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observations, such as, if the researcher is covert or overt, so if they are explicitly 

mentioning that they are making research or blending in, if the observations made are 

direct or indirect and if the secondary data used are reliable. The observation is not a 

longitudinal one, but the researcher got involved in the firms studied. The researcher 

got to observe, converse and interact with the organisational participants on a daily 

basis for over a month, and all that in their community, which for the purposes of this 

research is the working place, during working hours and breaks. That makes the 

observation method a participant one, while also being overt and direct, as the 

researcher was known to the organisational participants to conduct research and was 

involved with them in a daily basis. This choice provides the researcher with as much 

freedom to observe various aspects and phenomena in the subject of study as an 

external peer. Even though that means that the chances of missing important events 

and information is reduced, it increases the possibility of the organisational 

participants acting differently than normal, due to being observed. 

The interviewing process that this research is following is a complementary method 

upon the observation of the case study. The participant observation will provide 

insights as to how the participants interact with each other and with the MC, but it is 

the interviews that help “understand (and test the understanding, cf. Holstein and 

Gulbrium, 1995) of the ways in which different interviewees comprehend the nature 

of MC in relation to their work” (Ahrens and Chapman, 2006, p. 822). Specifically, 

semi-structured interviews help with the identification of certain organisational 

processes, their control and their effect on people over time (Alvesson and Willmott, 

2002). Engaging with the organisational participants in the workplace provides most 

relevant data for researchers (considering the examples of Chenhall and Euske, 2007; 

Davila, 2005; Lahdesmaki, 2005; Masquefa et al., 2017; Perren, 1998; Teittinen et al., 

2013). 

In most cases, the methods employed in SME research were observation or semi-

structured interviews, or a mix of them. Interviews bear the benefits explained above, 

but specifically the semi-structured variance allows for a lead discussion that stays 

within the boundaries of the topic to be explored, providing both parties with enough 

freedom to venture into the important or interesting points made and share additional 

information that create context or explain situations (Alvesson and Willmott, 2002). 
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These points make the choice of interviews for data collection a reasonable one. 

However, this wave of research is almost repeating the mistakes of the past, in the 

opposite direction. Meaning that there is so much qualitative research under critical 

enquiry that Richardson (2015) finds a methodological bias under the theoretical 

background. This fact does not imply that both of these theoretical frameworks cannot 

be informed by qualitative and/or quantitative research respectively or together and 

Richardson (2015) calls for more quantitative or mixed research in the critical 

movement. Specific methods can be used by various methodological streams and, 

depending on their ontology and epistemology, backing the data received from these 

methods, that data might be completely different and/or reach different conclusions 

from a positivistic point of view, than it would from a qualitative one (Ahrens and 

Chapman, 2006; Alvesson and Deetz, 2001; Kvale, 2006; Roulston, 2010; Roulston, 

2011). 

Furthermore, the interviewer sought for knowledge on budgeting techniques and 

budget participation both from employees, but also from manager-owners, in case 

they formed their budget internally and/or if they allowed employees to take part in 

the budgeting process. Additionally, the interviews focused on identifying boundary 

systems, diagnostic and interactive controls (Simons, 1995), such as rewards and 

punishment systems in place, how monitoring is done and if there are educational 

opportunities from the organisation, either internally or externally. Finally, the 

researcher was also looking for signs of such systems and structures in place through 

the observations to back up the interviews directly or realise any controversies 

between what was said in the interviews and what was taking place. The observation 

periods helped create an image of the organisational participants’ understanding of the 

systems and structures. 

4.3.3. Sample 

The sample used consists of three separate organisations. A number of organisations 

were initially identified by the researcher that would make good case studies and were 

all from personal contacts. Following this, a negotiation phase took place, where the 

researcher spoke with the Manager-Owners to see if they could be allowed on the 

premises to observe the daily workings and be allowed to conduct interviews with the 

organisational participants. Further, the discussion was made to see if the 
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organisational practices would fit the premises of the research. Some of the 

organisations denied access to the researcher for business competition and 

information-leaking reasons. After evaluating the cases with the researcher’s 

supervisors, the three cases were identified. All three of the SMEs are positioned in 

the outskirts of Thessaloniki, Greece. Despite all three of them being SMEs in the 

same area, their similarities ended there. The first, and smallest one is a language 

school (hereafter referred to as the ‘Language School’), so the operation industry is 

services. It employs four (4) members in addition to the manager-owner and some 

members of family that occasionally help with the non-teaching operations. The 

second sampled company is a clothing manufacturing plant (hereafter referred to as 

‘Clothing’). It produces clothes and delivers them to customers in both wholesale and 

retail. It employs between 15-18 members, depending on seasonal members, and 

further some family members working under the single owner, who is also member of 

the family. Finally, the third company is a wholesale seller of agricultural equipment 

and products with a spare parts and service department for agricultural machines 

(hereafter referred to as ‘Agriculture’). This company employs 16 people in addition 

to the multiple owners that are all members of the same family. 

During the fieldwork, more than 100 hours in total were spent observing all three 

companies, while keeping simple notes and then filling in the specific details of 

events when more time was available. Interviews from 24 organisational participants 

from these three companies were taken, ranging from employees, departmental 

supervisors and manager-owners. The average time of interviewing was 23 minutes, 

while there are interviews lasting up to 45 minutes and others lasting under 15. All 

interviews took place in the work environment either taking a break from work to be 

interviewed, during the designated break time from the company, or finally, 

before/after working hours. Some of the interviews were completed in two parts, as 

two different sessions, either in the same day or another day. 

The interviews themselves were sometimes difficult to conduct, both for logistical 

reasons, since some of the employees or the manager-owners could not spare the time 

to have them, or because the employees were afraid initially to open up to the 

researcher. Furthermore, most of the participants did not want to take the interview 

before or after their work time and spared time only during working time, when they 
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were free or during their break in the case of Clothing. Seeing that some employees 

did not want to also ‘waste’ their break for the interview, they were not interviewed at 

all. Finally, the interview times for employees in the two organisations were usually 

lower, especially for Clothing where the employees had a 15-minute break that they 

could sit through an interview. The interviewees were mostly female (67%). The 

average time of each employee being employed in their respective company was 20 

years. Most of the people interviewed were part of their company for a very long 

time, which has implications in the findings. Further details specifically on the 

interviews are provided in Appendix B. Additionally, Appendix C presents the 

organisational structure of the two sample organisations to help identify the 

hierarchies and power relations, before providing the relationships these had with 

each other in the analysis and the discussion. 

During the process of analysing the data and understanding the implications of the 

sample companies in the research project, the first company, Language School, was 

considered too different from the other two organisations and removed from the 

process. The fact that the organisation is providing services, whereas the other two are 

in wholesale and production, while also being a micro-organisation instead of a small 

enterprise like the other two made it very difficult to compare the case studies, since 

the structures and connections between the organisational participants were very 

different form the other two organisations. As will be explained later in the discussion 

chapter, the two organisations that were used to address the research questions have a 

few similarities that make them very interesting to study in conjunction. Thus, the 

Language School case was considered as a pilot for the researcher, in order to 

understand if the chosen semi-structured interview framework produced the wanted 

amount of data and covered the data revealed through the observations. Conducting 

pilot interviews is a frequent technique in case study (Eriksson and Kovalainen, 

2012). 

4.3.4. Data Analysis 

In order to analyse the data, thematic analysis was used as a first step. Thematic 

analysis and thematic coding have, as their primary focus, to segment and categorise 

data under main concepts and themes so that patterns can be identified (Ayres, 2012). 

Thematic analysis is also very frequently found in management and organisational 
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studies (King and Brooks, 2019) and, as it happens frequently in these studies when 

using thematic analysis, during the process a few themes are modified or deleted, 

while also a few new themes are created where either the researcher or NVivo did not 

identify initially (King and Brooks, 2019). 

The notes from the observations were used directly in the analysis of the two case 

organisations. However, the interview material had a more complex treatment. The 19 

interviews that were part of the two case studies analysed and discussed in this 

research project were all in Greek. The researcher was the only individual involved 

with the translation and transcription of the material from Greek to English language. 

Despite the focus being given to directly transferring the meanings and intentions of 

the interviewee from one language to the other, the process inevitably led to some 

sentences being incomprehensible to English users, because of structuring, figures of 

speech and other expressions that could not be directly translated. These sentences 

were later amended with the help of the researcher’s supervisors. After the 

transcription was finished and amended, thematic analysis was used to identify the 

themes and group the interview material in the identified concepts. During this 

process NVivo was used to code the transcribed text into thematic nodes for easier 

access of the answers of the interviewees based on the themes touched. This process 

is the one most frequently used in thematic analysis (Ayres, 2012; King and Brooks, 

2019). This way, patterns are identified and the large pool of data, from the interviews 

in this case, are summarised and segmented, which also helps create a better narrative 

in the analysis and discussion chapters (Ayres, 2012; King and Brooks, 2019). 

Furthermore, as themes are explored, the researcher can search for the links of themes 

with each other, as well as how these link with one or more research questions (Ayres, 

2012; King and Brooks, 2019). 

4.4. Limitations 

In this part the limitations that are connected with the research methods followed in 

this project will be developed. The researcher is aware that no research is without 

caveats and the potential difficulties in every project should be recognised before 

setting out to do field work, for these to be respected and, where possible, avoided so 

that the project maintains a methodological integrity. 
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Case studies usually come under criticism by positivists that they cannot be replicated 

by other researchers and come to the same results. As explained, from the Radical 

Humanist point of view, reality exists in the mind of the researcher and can be 

interpreted differently each time. Thus, the insights coming even from a single case 

study are valuable to be studied on their own. However, in order to be robust, case 

studies need to be careful about their methods and interpretations and base themselves 

in strong theory to interpret the concepts and phenomena (Eriksson and Kovalainen, 

2012). Case studies, and specifically intensive case studies, could have a difficulty 

relating to theoretical concepts, especially if theoretical framework has not been 

chosen before the empirical investigation, but also after this has been done links need 

to be created constantly in the analysis and discussion (Eriksson and Kovalainen, 

2012). In this research project, the researcher was determined about the chosen 

theoretical framework and implemented that before the empirical investigation. 

However, the researcher had to be very aware and focused towards keeping the 

connections to critical theory when analysing and discussing the case study 

organisations and the insights that were gained from them. Another aspect that is a 

limitation of case studies specifically is the ability to generalise the data collected 

from them (Eriksson and Kovalainen, 2012). 

Kawulich (2005) argues that participant observations might fall into two pitfalls that 

have to do with the human factor. The first is the acceptance of the researcher in the 

ethnographic sample, as the research subjects might reject the researcher, or be 

reserved in acting around them due to different culture, ethnicity, gender, sexuality, or 

class (.ibid). Therefore, the researcher might feel excluded from participating in the 

society or social group they are conducting research in. Secondly, Kawulich (2005) 

mentions researcher bias as a potential limitation in the data collection of the 

researcher, where the researcher looks specifically for the situations, actions or signs 

that their sample provides and interpreting them in a way that will suit their research, 

instead of keeping a wide angled perspective and examining the situations for what 

they are. 

Interviews do not always provide perfect information and the data received is not 

always in the realm of power of the researcher, but also in the interviewees’ discretion 

(Roulston, 2010). Thus, the interviewee might provide wrong information, either 
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because they are not aware of the correct answer to a question, or because they 

misunderstood it, which is why both parties need to completely comprehend each 

other, or even because they do not wish to provide the researcher with the correct 

information and lie (Roulston, 2010). Follow-up is important (Roulston, 2011; 

Roulston, 2013). The interviewee might also evade the question (Roulston, 2010); 

however, Kvale (2006) argues that the researcher should be confronting that and try to 

attain the information needed or acquire an explanation for the interviewee’s evasion. 

The counterargument from Roulston (2011; 2013) is that the inexperienced 

interviewer might not be able to work his way around the interviewee’s resistance. 

Qualitative interviews are often referred to as a dialogue between two people, but 

Kvale (2006) argues that this is not the case. Interviews are meant to provide 

information to the researcher, as a one-way process of relaying very specific 

information, while dialogue is supposed to allow both participants to receive 

information from the other while keeping an open mind about what is to be received 

(Kvale, 2006). 

There are a few limitations and concerns with thematic analysis as well, which the 

researcher was careful to not ignore, being cautious that ignoring them could lead to 

an inaccurate analysis. King and Brooks (2019) identify through Chamberlain (2000) 

that thematic analysis is merely a descriptive process of the themes that appear in a 

research data pool and, if the researcher dedicates themselves to the thematic 

structure, they might ignore the interpretation. Additionally, since thematic analysis 

segments the qualitative data received from the participants under a theme, and 

specifically when this is done in nodes from a coding programme, as done here with 

NVivo, the researcher could lose the contextual forest that is the participants whole 

case or argument development and focus on their specific thematic tree that has to do 

with the specific analysis of the matter at hand (King and Brooks, 2019). 

The researcher did not notice any changes in the organisational participants’ actions 

and reactions when he was around their working space in the two organisations used 

in this research; however, this was apparent in some organisational participants in the 

pilot study, the Language School. This provided the researcher with familiarity to the 

changes. Since the researcher was familiar with some of the organisational 

participants already and familiar with the national culture, he was accepted in the 
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settings fast, which helped not only in the observations of the daily workings of the 

participants but also in engaging them for the interview part of the research. The 

researcher tried to keep a holistic view of the systems and the interactions the 

participants had, avoiding making assumptions directly about the events happening, 

but rather taking the time after every session to identify potential points to be made on 

the research matter. However, even through this process, bias towards the 

identification of which events and interactions of the organisational participants were 

important and the way the participants treated the systems and the interactions with 

each other might still exit. It should also be mentioned that, usually, any observation 

method research needs a long period of time for the researcher to familiarise 

themselves with the research sample and witness a wide spectrum of organisational 

events and interactions. This research project did not lend itself to a long period of 

observation, since the sample organisations were not in the base country of the 

researcher. This might mean that the observation sample is incomplete or biased. 

However, the researcher believes that the material is rich and can provide a lot of 

useful insights. 

During the interviews, it was identified that potentially the manager-owners could be 

trying to “sugar coat” the position of their organisation, either by habit or commitment 

to promoting their business, or believing it would be good exposure for them through 

the researcher. This specific aspect did not seem to have an immediate effect on the 

research project data, especially since their main points about the systems used and 

their relations with their employees were later confirmed by the management or 

administrative teams and their employees. Furthermore, some organisational 

participants seemed to provide contradicting information about their relationships and 

events in the same organisation. Special care was given to cross-reference and 

identify which events were substantiated and from which perspective were the 

participants stating facts. In the cases where this cross-referencing was not possible, 

the researcher avoided using that data in this research project. In all other cases, the 

interviewees were assumed to be truthful. 

As can be observed from Appendix B, the bulk of interviewees are from the clothing 

company and the total number of interviews made does not surpass thirty. Similarly, 

to the lack of time for the observations, this might mean that there is an incomplete 
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sample or a shortage of insights to be gained and an incomplete set of data. However, 

considering the total amount of employees in the sample organisations almost 80% of 

all organisational participants were interviewed in Clothing and almost 50% of all 

organisational participants were interviewed in Agriculture, which is a satisfying 

number of participants to get a clear picture of their knowledge and interaction with 

MC and the MCS and also their relationships with each other. Additionally, the set of 

data generated from the interviews was very rich and not only generated insights for 

this research, but also allowed for additional data to be used in the future. 

Finally, for the thematic analysis, the researcher took great care to make theoretical 

connections to every part of the project, since it is a great moving force of the project 

and the researcher himself. Additionally, when identifying the themes, before and 

after the use of the thematic coding with NVivo, the researcher made sure to keep an 

open outlook to all the potential points that had been raised through the interviews 

before specifically trying to set up the narrative for the discussion chapters, or 

specifically catering to the research questions one by one. This way the thematic 

analysis gave a spectrum of potential themes to be discussed, some of which were not 

directly used in this research. 

4.5. Ethical Considerations 

Every project that involves individual subjects and corporate and business 

information, falls into some ethical considerations when being conducted. In this part 

the researcher provides information on how these pieces of information were taken 

into account and how Heriot-Watt University is safeguarding the participants, the 

researcher and itself during these types of research projects. 

The researcher went through all the preliminary checks from Heriot-Watt University 

to be able to conduct field research in organisations and interview participants, 

receiving the university’s full approval. Furthermore, all participants’ information 

(e.g., names, e-mail addresses, phones) in this research were kept in the researcher’s 

personal computer, locked with a personal password and were not shared with any 

other researchers or supervisors. All data that were shared with individuals are 

available in Appendix B. Full anonymity of both the participants and the 

organisations was kept throughout this research project and thesis to protect from any 

sensitive or competitive information leak. 
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4.6. Summary 

This chapter provides the methodological aspects of this research. The ontological and 

epistemological considerations were explored providing an explanation of the 

researcher’s perception of the world whilst also explaining and supporting the 

theoretical views of the research project, and finally covering the details of the sample 

organisations chosen and the specifics of the fieldwork carried out. Considering the 

sociological weight of this accounting research, Burrell and Morgan’s (1994) work 

was used as basis, but also the various criticisms and the specifics that apply to the 

current project were developed as well. This research is using observations and 

interviews to create the data for analysis based on the case study method, as it is given 

a critical theory spin, to answer the research questions. The chapter also provided 

background information on the sample organisations picked for the case study. 

Additionally, the method of grouping and analysing the qualitative data gathered was 

developed here. Finally, the implications of conducting such research in an SME 

environment was explored in this chapter, while the limitations of the research 

methods and methodology and analytical tools were explained. The next chapter 

provides information on the context the research was made. 

  



 
 

101 
 

5. Context 

5.1. Introduction 

In this chapter, the contextual choices of this project will be rationalised, explained 

and developed. In particular, the cultural interest of the Greek national context and the 

way that business and management has developed in the years after the second World 

War is also explained and rationalised. Furthermore, the interest of the SMEs as they 

appear and develop in the Greek context will shortly be explored in this chapter and 

combined with the information about doing research in SMEs provided in the 

literature review chapter. A brief introduction of Greek background in modern times 

follows this introduction. In that, the socio-political situation of the country is 

described along with the economic developments. Additional information about the 

cultural background is provided that are very closely tied to the way the Greek 

businesses are formed, structured and managed, all of which form the second part of 

this chapter. 

5.2. Greek National Context 

Greece is located in a very strategic place in the southern part of the Balkan states, 

connecting Europe to Turkey over a small land area and the start of the Middle East 

through sea along with Cyprus and a connector through the Mediterranean Sea to 

Africa (Keridis, 2009). Over the years, from ancient to recent history, there have been 

many attempts to take over the area from various nations, some more successful than 

others, due to that strategic position. Greece is mostly known for its long coastline due 

to the Aegean and Ionian seas covering most of the country while containing a large 

number of islands. However, Greece’s mainland is mostly mountainous, with a lot of 

forests and with the middle and northern parts also having a significant number of 

rivers and lakes. Due to its climate and geographical characteristics, Greece is a 

highly popular tourist destination; therefore, the country’s income is based on the 

tourism industry and on trade goods. The economy is also mostly supported by SMEs, 

which are mostly family owned (Bourantas and Papadakis, 1997; Giousmpasoglou, 

2014). This, as it will be developed later, provides an interesting contextual 

background for this research to create insights.  

Greece has a population that is slightly under 11 million. The predominant and 

official language in the country is Greek and a lot of its cultures and values come 
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from the Greek Orthodox Christian religion, but also more recently through the 

connection and careful study of the ancient Greek history (Keridis,2009; Tziovas, 

2014). Greek ancient history has affected its culture in an artistic and cultural heritage 

way, while many of the values and ways of life in the modern days come from the 

teachings of the Orthodox Church instead (Tziovas, 2014). The Greek Orthodox 

church is highly patriarchal. The high priest position in every province is called the 

Patriarch and the church preaches about the power and importance of family bonds. 

The head of the family is a respectable person that works to provide to the family. It is 

not so much a strong stoic figure, but a caring one. Still, they have the power in the 

family and the final decision belongs to them (Giousmpasoglou, 2014). This is a more 

prominent cultural aspect that not only defines Greek families, but also how some 

communities are formed in terms of leadership and how businesses were mostly 

formed in the past (Giousmpasoglou, 2014). As lately, these strong ecclesiastical 

bonds are wearing off in the globalising age of fast media. The way Greek 

organisations developed through time and their situation today and how culture 

affected all of these will be developed later in this chapter. 

Modern Greek history begins after 1821 when the War for Independence began, only 

for Greece to take the shape we know today after more than a century of internal and 

external social and political struggle later. The Greeks did not experience renaissance 

and the industrial revolution as the rest of the Europeans did due to the Ottoman 

Empire’s reign over the country for approximately 400 years, between 1453 – 1821 

(Keridis, 2009; Ploumides, 2013). During the early 19th century, Greek traders, who 

were the richest and freer portion of the Greek population under the Ottoman rule, 

travelled and came in contact with the French enlightenment and German 

romanticism, which generated their own sense of what Greek national identity and 

freedom should be, which they spread and later led to the uprising (Keridis, 2009; 

Ploumides, 2013). The ideas developed at the time, from the then modern Western 

ideologies, were a heavy nationalism driven by the need to be rid of the occupation 

and find a national identity. This remained with a large part of the population until 

even more than a century later (Ploumides, 2013) and caused internal conflict in the 

forms of uprising against the government and even civil war. During the years 

between 1821 and 1881 Greeks were struggling to find a national identity that would 

create some unity in the socio-political stage, turning to the historical heritage of the 



 
 

103 
 

past (Stavrou, 2017). However, most of Greece as we know it today was still under 

either Ottoman control, with a large proportion of the Greek population still seeking 

to be united with the newly constituted country, but also a large part of Turkish and 

other Balkan populations being mixed in, especially in northern parts over the years 

(Keridis, 2009; Ploumides, 2013). Furthermore, Bulgarian forces in the north and 

Venetian forces on some islands had taken control of these parts of the country, 

having found an opportunity during the weakened state of the Ottoman empire during 

the Independence War (Keridis, 2009; Ploumides, 2013). With the help of the British, 

French, and Russian forces, Greece becomes an independent nation and, for the first 

time, a Republic with a president in 1830 which only lasted for three years, before a 

king was appointed from Bavaria (Keridis, 2009). 

Despite that, the newly formed Greek nation was in a very bad economic state, 

making it better for Greek traders to hold their entrepreneurial endeavours through the 

Ottoman empire instead of Greece (Keridis, 2009). Eleven years later, in 1844, and 

after a year of pressures and revolts, Greece became a constitutional monarchy 

(Keridis, 2009). Twenty years later, in 1864, the Ionian islands were given back to 

Greece after they had passed from Italian control to British control. It is that same 

year that for the second time, Greece became a republic, but a crowned republic. That 

was the end of the heavy British influence in the Greek formation, which was further 

strengthened by the retaking of the mainland middle-west parts of Greece, as known 

today, which still has, to this day, the largest Agricultural activity in the country, 

making the country self-sufficient but not financially stable in 1881 (Keridis, 2009). 

During 1890 the Greek government declared bankruptcy and some years later, some 

of the recently freed parts were lost back to the Ottomans (Keridis, 2009). 

During the same period, Bulgarian and Greek populations and forces started clashing 

in the central northern areas of Greece, as known today, especially in the city of 

Thessaloniki, resulting in continuous bloodshed through various forms in the next few 

years in the area until 1912 (Ploumides, 2013). The First Balkan War started in 1912 

when the Balkan kingdoms of Bulgaria, Servia, Greece and Montenegro united to 

push out the weakened Ottoman Empire from their grounds, only to a year later break 

out to the Second Balkan War between them in order to solidify their share of land in 

the newly freed areas (Ploumides, 2013). The partially unified Greece now fell into 

another conflict with the Bulgarian Kingdom and, in 1914, retook the northern parts 
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the country as it is known today, leaving only one final part to the Bulgarian kingdom 

(Ploumides, 2013). The rest provided by this victory, however, was short lived as 

World War I had initiated and, since Greece’s financial, political and social situation 

was still highly unstable starting from 1909 when a coup in Athens brings a liberal 

government that plans reforms in Greece for social and economic stability, in 1915 

and amidst the arguments between the King and the liberal Government towards 

Greece’s involvement in the World War a strong clash between royal traditionalists 

and liberal modernists broke out, which threw Greece into further political turbulence 

for arguably almost sixty years, while being pressured externally from the World War 

(Keridis, 2009). 

After World War I and supported by the allied forces between 1919 and 1922 Greek 

forces push back and retake the final parts of what is known as the Greek nation today 

and extend to Asia Minor and eastern Thrace, areas that are part of Turkey today 

(Keridis, 2009; Ploumides, 2013). Retaliation of Turkey in 1922 pushes back the 

Greek forces and establishes, through a treaty, the mainland boarders of Greece as we 

know them today. Through this treaty, Greece and Turkey exchange their populations 

that had remained since the Ottoman Empire years, finding Greece now with 1.5 

million refugees, throwing the socio-political scene into further turmoil (Keridis, 

2009). In 1924, the Greeks vote for the abolishment of the monarchy and the Second 

Republic of Greece is formed. This republic only lasts for nine years, as in 1935 a 

royalist coup recalls the king back to the Greek throne and, less than a year later a 

dictatorship is formed (Keridis, 2009). The country’s socio-economic position is still 

in turmoil, which the start of World War II and the constant pressures of the Axis 

Forces of Italy and Germany for the strategic position push that socio-economic low 

point even lower. After losing to the Axis forces in World War II, the dictatorship at 

the time surrendered a large part of the mainland and islands to Italy and the largest 

cities and part of Crete to Germany, while another part of Greece was again taken by 

Bulgarian forces (Keridis, 2009; Ploumides, 2013). 

Immediately after World War II, Greece found itself once more in a civil war between 

communist and anti-communist forces for four more years, between 1946 and 1949. 

In 1944, communists failed to occupy Athens and in 1946 a king is re-established in 

the country. In 1947, with the aid of the Allied forces once more, Greece took back 

the final few islands in the Aegean that remained under Italian occupation and formed 
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the complete map with the boarders as we know them today. With the victory of the 

royalist forces and monarchy is settled in Greece, finally the country manages to 

maintain some growth and a somewhat stable political situation. This stability was 

highly aided by the US and British governments, who were highly involved in the 

civil war, supporting the royalist forces, in fear of the then USSR gaining more allies 

in case the communists won the civil war in Greece (Keridis, 2009). However, the 

social situation was still at a low point, as high rates poverty, homelessness and 

unemployment were still a reality for a large percentage of the population, since the 

country had seen high waves of immigration in it and had been part of continuous 

internal and external wars since its establishment as a republic more than century 

before (Keridis, 2009; Ploumides, 2013). A wave of immigration to powerful 

industrial countries, such as Germany and the US was witnessed during that period. 

As the US aided the Greek re-establishment and proved an ally, in 1952 Greece joins 

NATO. 

During the 1950s, and while sponsored by the US, the Greek government tried to 

make reforms and modernise the country and the economy, which similarly to the 

clash that happened earlier in 1909-1915, ended up in another clash between the 

reforming and traditional groups, in this case royalists and the modernists (Keridis, 

2009). Taking advantage of the instability in the political matters, a military group 

found the opportunity for a coup d’état in 1967 (Keridis, 2009). Despite their 

traditionalist orientation, the military regime generals made the king resign. This 

military regime lasted seven years ending up with the dissolution of the monarchical 

regime and the constitution of the third Hellenic Republic in 1974. Even though the 

country was in a very bad state socially and financially, during the military regime, 

and based on the help that the country had received in the 50s and early 60s and the 

plans that had been made previously, there was some growth in industrial areas, 

especially in the larger cities. In the years to follow, 1974 the country saw political 

stability that lasts until today as a democratic nation (Keridis, 2009). 

In almost 150 years (1830-1974) the Greek government had declared public 

insolvency four times and it is still recovering from national debts to this day. Greece 

joined the EU in 1981 and, from that point onward the economy’s focus has been 

industrial and services-based, rather than agricultural as it was before (Bourantas and 

Papadakis, 1997; Giousmpasoglou, 2014). Ever since entering the EU, Greece has 
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been one of the weakest economies in it (Bourantas and Papadakis, 1997), to the point 

that it was called “the ‘black sheep’ of European statistics” (Giousmpasoglou, 2014, 

p. 19). Despite the struggles during the 2008 financial crisis and the global pandemic 

in 2020, the Greek economy lies somewhere in the middle of the 27 members of the 

EU in terms of GDP and purchasing power (European Commission, 2021). However, 

the GDP did see an 8.2% drop between 2019 and 2020 and the public debt covered 

the GDP by 180% in 2019 and 205% in 2020, while it continues to cover it by 208% 

in 2021 (European Commission, 2021). Uncertainty about the country’s recovery is 

still high (European Commission, 2021), and the population still feels that the 

financial crisis of 2008 is not over, this was only made worse with the recent 

pandemic of Covid-19, since the government keep introducing austerity measures for 

middle and low levels of labour (European Commission, 2021; Lyberaki and Tinios, 

2017). This financial situation is pushing a lot of highly educated and skilled youth to 

migrate to stronger industrial countries, where their skills and education can be used 

and rewarded; it is not usually expected that such individuals will return to the 

country, since the country’s situation and magnitude of operations does not attract 

such type of work force, since it cannot sustain it (Giousmpasoglou, 2014). 

5.3. Business in Greece 

After Greece’s entrance in NATO and the help from the US to revive the Greek 

economy after World War II, a lot of multinational organisations established 

subsidiaries in Greece (Bourantas and Papadakis, 1997). This effect was further 

enhanced with the entrance in the EU, where the trade market with countries members 

became easier (Bourantas and Papadakis, 1997; Giousmpasoglou, 2014). Despite 

these changes and the shift from agriculture to services mentioned earlier, the Greek 

economy remained reliant on the strong public sector (Bourantas and Papadakis, 

1997) and, with the recent privatisation of a large proportion of the public sector, also 

reliant on the small and medium business sector (Lyberaki and Tinios, 2017). 

According to the OECD (2014, in Cosenz and Noto, 2015) over 99% of all the 

enterprises in the EU were SMEs and so was the case in Asia, as well (Ibarra and 

Velasco, 2015; Kosaiyakanont, 2011). Meaning that SMEs compose a striking 

proportion of the businesses in the world. Furthermore, SMEs employ a large number 

of the population as well. Specifically, according to Eurostat (2017), SMEs employ 
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more than 85% of all the employed workforce in Greece. The Greek economy is very 

reliant on SMEs, which are primarily family owned (Bourantas and Papadakis, 1997; 

Giousmpasoglou, 2014). The Greek context is, thus, very fruitful to explore 

implications on the workforce, since it represents one of the highest employment 

ratios of the total workforce (not only that in the private sector) in SMEs. In a less 

industrialised environment, such as the Greek one, where the economy is moved more 

by micro transactions, instead of being run by multinational enterprises and heavy 

manufacturing, SMEs play a major role in keeping the flow of the economy stable and 

the people working in these organisations bear a greater relevance in maintaining the 

organisational and national culture concerning the economic part (GSEVEE, 2014). 

According to data on the OSIRIS database, out of the 164 companies in the Greek 

Stock Market with a stated number of employees, 91 of them have under 250 

employees. Based on the European Commission’s criteria for SMEs (2019), out of 

these 91 listed companies, 56 are Medium and another 23 Small. With Small 

enterprises being eligible to be listed, the perception of a small and a big company is 

significantly different in the mind of the Greeks than other cultures, such as the US or 

the UK. 

The Greek government has claimed to be significantly focused on the development 

and support of SMEs, after the devastating results of the 2008-2012 financial crisis 

(GSEVEE, 2014). Meaning that Greek SMEs have been undergoing a recreational 

process, trying to maximise their growth. It is argued that MCS play an important role 

in development (Hopper et al., 2009), so these SMEs might have implemented 

management systems for the first time in their organisational life. However, recent 

research argues that smaller enterprises have not been the focus of Greek governments 

and that through the austerity that the country has been undergoing, SMEs are the 

ones that lost most (Lyberaki and Tinios, 2017). Furthermore, the plan to promote 

SMEs mentioned above only rewards “dynamic” companies (Lyberaki and Tinios, 

2017), which seek to expand and compete, while the short-sighted, risk-averse 

“defensive” ones, which comprise the bigger percentile of Greek SMEs are not 

rewarded from that plan. Lyberaki and Tinios (2017), argue that keeping the ‘old 

school’ mentality that large companies are the future and not investing in small 

companies is what causes the Greek economy to be descending constantly. 

Historically, even through called periods of growth, Greece was experiencing large 
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unemployment ratios (Papalexandris et al. 2004), which have lately been increased 

(Lyberaki and Tinios, 2017). For the past decade the Greek employment has been 

dropping constantly. Unemployment rates went from 7.8% in 2008 to 26.6% in 2014 

(Gourinchas et al., 2017). Since then, the unemployment has gradually dropped to 

16.3% overall in 2020 (European Commission, 2021). However, the rate is still high, 

and this has caused a situation where the people employed are willing to endure 

unfavourable treatment and low salaries in order to keep their position, since the pool 

of potential replacements is high, but the demand for a newly fired employee is very 

low. Especially for employees close to their retirement, as were the employees in the 

sample of this research, the opportunities available after a potential redundancy are 

really low. 

5.4. Greek Culture and Management 

The Greeks as a population have some specific personality traits that define their 

culture. These cultural traits as mentioned in the beginning of the chapter and as 

comes from the historical explanation that made in the first part of the chapter were 

developed from a national sense in during a lot of wars and difficult social situations, 

the strong Christian Orthodox presence in society and at some levels from the ancient 

Greek heritage that has been a great influence since the first roots towards the 

Independence War in the 19th century (Lyrakos, 2011; Mackridge; 2014; Tziovas; 

2014). Further, the Greek culture promotes individuals expressing their emotions 

openly and depending on the situation they can get very animated in conversations 

(Lyrakos, 2011). This openness allows them to have ease in social interactions and 

seek them. Greeks tend to rely on their friends and family heavily and expect these 

groups to support them at all times, and if that does not happen, they feel disappointed 

and let down (Lyrakos, 2011). These aspects affect not only the way general society 

and the various subcultures in Greek local societies are constructed, but also affect 

how business is done and how organisations are structured. The social bonds of 

organisational participants are defined by strong bonds, need for acceptance and 

support from the people around them. A lot of organisations are family owned, as 

seen earlier in the chapter, which also brings the feelings of community and belonging 

along with the expectation for the company to care about the employee. 
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Greek business culture is very reliant on the concept of ‘philotimo’. The direct 

translation of this term would be love of honour, and it is a code of conduct that is 

based around a sense of trust and fairness in communities, including the workplace 

and promotes a cooperating and self-sacrificing behaviour (Bourantas and Papadakis, 

1997; Giousmpasoglou, 2014). Despite this value revolving around trust, Greeks are 

not known to trust others easily and have a general aversion to trusting strangers 

(Giousmpasoglou, 2014). Instead, they tend to create a group, a social cycle, around 

them and they trust these individuals and seek information mainly from them 

(Bourantas and Papadakis, 1997; Giousmpasoglou, 2014). They tend to accept and 

tolerate characteristics from the in-group that they otherwise would not, such as 

authority (Bourantas and Papadakis, 1997; Giousmpasoglou, 2014). The in-group 

mentality is also highly connected with the way Greeks accept their manager and how 

they expect them to act. A final aspect that directly influences the way management is 

handled in Greek organisations is what Tixier (1994) refers to as an oral culture, 

meaning that Greeks prefer to exchange words when it comes to sharing information 

and have a difficulty following regulations and procedures demanding written 

communication, such as formal MCS (Tixier, 1994). 

Greek management techniques and education were late to develop because of the 

socio-political situation of the country during the Industrial Revolution mainly, but 

also during the later (Bourantas and Papadakis, 1997). Considering the history of 

business management, Greece is relatively new and catching up in terms of 

management, business structures and techniques. That is the reason most 

organisations, especially smaller ones, are copying western models, but without the 

theoretical backup from research (Bourantas and Papadakis, 1997). However, in the 

start of the century the Greek education systems and corporate management was in a 

state of transition and new management techniques are being implemented more 

consistently recently in organisations (Bourantas and Papadakis, 1997; 

Giousmpasoglou, 2014). Still, progress in the sector is slow, since as mentioned 

previously in this chapter, a lot of the most skilled and educated personnel prefers to 

leave the country and not return, since the situation in the country is not appealing 

(Giousmpasoglou, 2014). 
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One important aspect of Greek organisations is that personal relationships are 

important. As Giousmpasoglou (2014, p. 15) mentions through Broomer (1996, p. 76) 

“in Greece you must manage persons, not personnel”. It all goes back to the in-group 

culture. The managers need to win their employees, enter their cycle and be accepted 

and trusted as part of the in-group (Giousmpasoglou, 2014). This is why many 

organisations prefer to hire individuals from a selected cycle of known individuals 

and with certain personality traits that they could get on well with, such as 

trustworthiness and friendliness, so that they are already part of the in-group and 

accept authority easier (Giousmpasoglou, 2014; Tixier, 1994). Furthermore, as Tixier 

(1994) argues, skills can be learned through training, but personality traits cannot 

change through a training course. The in-group mentality and culture runs so deep that 

it is also employed in public management, in that way it provides further power to the 

government as well, as employees and management in public services are in favour of 

the government that appointed them, even though that has created problems with lack 

of skills and knowledge on the position undertaken (Bourantas and Papadakis, 1997). 

Greek management tends to be less comprehensive; processes are less formal and 

streamlined, a lot of work daily is done spontaneously and often without a specific 

plan of action (Bourantas and Papadakis, 1997; Tixier, 1994). Additionally, Greek 

managers make less use of hierarchical and coordination devices than their European 

counterparts would (Bourantas and Papadakis, 1997; Tixier, 1994). They prefer to use 

direct communication, as per Tixier’s (1994) oral communication, and problem-

solving specifically is done after friendship or trust is established with the parties 

involved (Bourantas and Papadakis, 1997; Tixier, 1994). Greek managers and 

employees value their personal relationships and prefer to be considerate, create a 

community and reduce power distance first and then deal with and orient around 

business performance (Giousmpasoglou, 2014). Furthermore, family is another 

important value for Greek organisations, especially SMEs, since a lot of them often 

consist of the owner and their relatives in the managing positions (Bourantas and 

Papadakis, 1997). Usually in family-owned businesses in Greece there is no 

separation of ownership and management (Kapopoulos and Lazaretou, 2007). The 

family aspect is so embedded in the business side that the parallel that the 

owner/manager is the father of the organisation, and they manage the members, take 

care of them while always acting in their best interest and expect from the members 
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loyalty (Giousmpasoglou, 2014). In the wake of the 21st century, 80% of businesses in 

Greece were classified as family-owned, working in a variety of industries and 

contributing to a large percentage of the GDP (Stergiou et al., 2010).  

5.5. Summary 

In this chapter the Greek context was explored in order to place the research into 

perspective and understand the interest of a research placed in it and also make sense 

of the intricate characteristics of the national setting, the cultural characteristics and 

specifically how the economy is shaped over time, how business is made and how 

organisations are managed. The next chapter introduces the analysis of this thesis. The 

case organisations are introduced, and their individual background is set in order for 

their MC and MCS to be dissected and analysed in detail. 
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6. Management Control and Management Control Systems in the 

case organisations 

6.1. Introduction 

In this chapter and the two following, the discussion of the empirical data will be 

developed, laying out the support to the main arguments of this research project, 

while also returning to the fundamental research questions for this project to delve 

deeper into them based on the interview and observation material. Especially, this and 

the next chapter will further help realise potential research to be done in the future as 

these will be explained in the conclusion of this thesis. This chapter follows up on the 

literature, making use of the theoretical viewpoints that were laid out in the previous 

chapters and combines them with the data received from the interviews and 

observations, detailed in the end of the methodology chapter. 

Before unfolding the topic of MCS and informal control in this chapter, a short 

subchapter provides background information of the two organisations under 

examination to set a common starting point. Through the observations and interviews 

the researcher became aware that these organisations shared a few common aspects, 

which made them stand out from being two separate case studies, but rather be two 

comparable examples that can provide better insights in the research questions set. 

Furthermore, the former management leaders that were in place in the two companies, 

before the ones during when this study was conducted, had impacts in both the 

structures and the people and how these two interacted with each other. 

Before the informal control section an effort is made to identify possible formal MCS 

in these companies through order of operations and organisational structures. This 

effort starts with a set of questions in the interview framework accompanying the 

observations. Setting out to identify how information travels in each sample company 

through these structures and how hierarchies are set in them. The author was very 

aware before conducting the fieldwork that such constructs may not exist or be fully 

fleshed out in the sample SMEs (Perren et al., 1998; Scapens, 1994; Teittinen et al., 

2013). However, in the clothing company a form of an organisational chart with 

hierarchies set was forced, whereas in Agriculture the constructs were very loose and 

that had an impact on the relationships of organisational participants. Clothing was 

falling under what Ibarra and Velasco (2015) found that manager-owners and key 
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participants in SMEs knew about MCS and tried to enforce them. While Agriculture, 

on the other hand, is more in line with the side of the literature that argued that SMEs 

do use some MCS, but the organisational participants are not aware that these are 

tools and treat them like part of their daily work life, or a business status quo (Perren 

et al., 1998; Scapens, 1994; Teittinen et al., 2013). 

Finally, before summarising the chapter on MC and MCS, the informal controls, 

which are considered by the researcher to be part of the MCS of an organisation, are 

developed in the sample organisations. The aspects of organisational culture are 

discussed, how it is cultivated, which are the factors it stems from, considering 

national and local culture and also how it helps introduce employees easier to the 

systems in place, or generate a sense of unity between them. Then, a closer look to 

supervision is taken, which is different from the monitoring aspect of MCS, as it is 

less formal and bases itself on the personal communication of the organisational 

participants to work. Finally, the last part is not entirely exploring informal control, 

but how employees answer to MC and MCS through their resistance or lack thereof.  

6.2. Organisational Settings and Background Information 

 Despite dealing with different products and having a slightly different structure, the 

two organisations share a few similarities as well. In both Clothing and Agriculture, 

the main source of operational income was created by wholesale. Thus, their daily 

work was very similar. The workforce numbers were almost the same employing 

between 15 and 20 employees each. Furthermore, most of these employees have been 

with the organisation for a long period of time. Most of them counting over 15 years 

in the organisation and in some cases reaching over 30 years. This extended amount 

of time spent with the other organisational participants is bound to create some trust 

between them (Chang, 2013) and through this trust and closeness some relationships 

might reach the friendship stage, but it does depend on the individual’s compatibility 

(Sias, 2009). Under Khodyakov (2007b) this would be considered thick trust, since 

familiarity between participants is high, as it will be shown later in the chapter. Even 

though Tomkins (2001) argues that trust relations develop until a certain stage just 

with the passage of time, but then information sharing needs to become more 

transparent in order for trust to be established. This presents an implication in the way 

the organisations treated the employees and how the employees perceived and treated 
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the organisation and the manager-owners. On that last point, an interesting fact is that 

both organisations had experienced a change in leadership which resulted in shifts in a 

number of factors, such as MC, structures and hierarchies, but also in the relationships 

of organisational participants, mainly the relationship of the employees with the 

manager-owners. The first impression and early relationship building with the original 

manager-owners created different trust relationships with the employees, since most 

of them were employed before the change. In both cases the previous manager-

owners were leaders. They were figures that the rest of the organisational participants 

thought highly of, and in some cases, they were even thought of as close friends or 

even a father figure. However, the circumstances in which these figures were replaced 

in their respective organisations were different. 

In Agriculture, the organisation was left without a manager for the plant as the legal 

owner was managing downtown operations of the firm’s branch. When following up 

from an answer on goal setting and specifically if they were taking goal directives 

from the management or if it was their own opinions on which goals were important, 

an employee explained the internal situation as such.  

Ag6em: First it was mine and then it became the management’s as well. I see 

it as such, because we had some changes with the bosses and so on, but the 

goal was first ours, so that we can be in the market, so that we can have our 

clientele and then beyond that the management helps so that all of these can 

be materialised. 

At that point the MC and the systems set by the previous manager-owner had an 

effect on trust and devotion of both manager-owner to employees and from employees 

to each other and to the organisation itself. The employees were forced to manage 

themselves on a daily basis and administration and divisional supervisors reported to 

the remote manager-owner, until a new manager-owner was appointed in the main 

working plant. Most of the literature is divided around whether trust substitutes 

control and MCS (Das and Teng, 1998; Knights et al., 2001; Mayer et al., 1995), or if 

they complement or enhance each other (Langfield-Smith and Smith, 2003; Coletti et 

al., 2005; Mollering, 2005). In this case the trust that the manager-owner had built 

acted as MC for the future, even when they were not there. 



 
 

115 
 

The new manager-owner, instead of introducing a lot of changes and forcing 

hierarchies and/or MCS, they adopted the systems already in place and adapted before 

making small changes alongside and in consultation with the administrative staff. This 

move resulted in less resistance from the employees, since resistance to change is the 

most usual one and almost instinctual (Laughlin, 1991; Broadbent and Laughlin, 

2005). Furthermore, informal controls, such as close discussion, gossip and 

socialising can also be used to dissolve resistance (Chenhall and Euske, 2007). 

In Clothing the manager-owner was the founder of the organisation. An organisation 

that, at its prime, used to have over 50 employees and a production of more than 1000 

pieces daily. However, with the passing of time the employees have been reduced and 

so has production, even under the management of the founder. 

Cl11man: Lately, because we are doing a reorganisation of the company, as 

my brother is now the ‘new blood’ […] we are setting some goals every 

month, financial goals, so that we can pay our financial obligations and have 

a profit from the company. 

When the new generation took over, which are all members of the founder’s closer 

and broader family, and started acting as the new managing team, the founder 

continued to check-in the organisation every morning as normal and kept being a 

major contributor in the management of the business. They also kept all the habits 

they had before, such as greeting and chatting with the members of production. A 

younger member of the family gave more details on the former manager-owner’s 

routine, when asked about the overlap between the old and new management. 

Cl7em: Because my grandfather was growing older, even though he was 

coming here even last year (before passing away). He liked tending to things 

by himself, he wanted to have control of all things, he wanted everything to 

go through him, because he built this and he was used to working that way 

and everyone here was accountable to him, but he was always trying to 

introduce the current manager-owner to this whole work, so he slowly got 

into this position. 

Even though this situation further helped the motivation and dedication of the existing 

employees towards the organisation, it created a blockage towards the new members 
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of management and the new manager-owner and the other way around. Thus, when 

the founder passed away and the new management team decided that the 

organisation’s situation was financially crucial and the old ways needed to be 

remodelled to be more competitive, there was resistance from the work force. Maybe 

the manager-owner was implementing more formal control because of the bad 

situation the organisation was facing, which would be in line with Perren et al. (1998) 

and stopped relying on informal control as much, losing however the power to support 

these formal systems (Evans and Tucker, 2015) and the ability to detect and dissolve 

resistance (Chenhall and Euske, 2007). Even though this resistance was very subtle, 

most of the staff kept working with the old techniques and while they did not dislike 

the new management team, they were reluctant to create relationships with them and 

come closer. 

This type of resistance is in line with Collinson (1994) who argues that the employees 

might be subtle in their way of resisting. The employees pretend to comply but 

because of their experience in their work, they keep their old habits on their daily 

tasks, where they can (Collinson, 1994). As it will be analysed and shown in more 

detail later in this and the next chapter, this resistance might stem from the fact that 

the new management itself was creating distance from the employees. Furthermore, 

both the employees and the managing members were very fond of the previous 

manager-owner, which made it difficult to accept the change in the status quo of the 

organisation and create a different organisational culture, a situation opposite to 

Agriculture, which is argued to cause more resistance (Laughlin, 1991; Broadbent and 

Laughlin, 2005). Moreover, making even the smallest changes in an organisation 

where the organisational participants have been working in for 22 years on average is 

obviously a very daunting task. Specifically, the employees have created their own 

organisational culture and their own work habits, making them less flexible to new 

systems and workflows, which is in line with some of the literature that argues that 

organisational culture affects accounting and management accounting in organisations 

and how these are implemented (Alvesson and Willmott, 2002; Birnberg and 

Snodgrass, 1988; Evans and Tucker, 2015; Hopwood, 1983; Laughlin 1987) and that 

culture is not only affecting formal, but also informal controls (Evans and Tucker, 

2015; Henri, 2006). 
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In the case of Clothing relationships did not develop as in Agriculture because as 

Tomkins (2001) argues, trust needs to be established after some time in order for the 

relationship to develop further. Khodyakov’s (2007b) thick trust could not develop 

because not both of the parties were making an effort to create that trust. However, 

even though there was thin trust between the organisational participants, especially 

between the managing part of the organisation and the employees, the latter seemed to 

have a very high commitment to the organisation itself. This bond seemed to stem 

both from an obvious sense for survival (considering the Greek economy as explained 

in the Context chapter), but also from the trust created with the previous manager-

owner. 

In both cases, there was a change in management, but the circumstances surrounding 

the amount of control and trust and how they were enforced were different. It must be 

said that the amount of time the new management had been in place in Clothing was 

far less than in Agriculture’s case, thus the organisational participants had far less 

time to adapt in the first case than in the second one. The situation might have been 

completely different a few years after, when the MCS that the new management was 

trying to implement have settled in and the organisational participants have either 

accepted them or there are new recruits that accept them as the status quo. Whereas, 

in Agriculture, the employees had set the organisational culture themselves in a period 

where their manager-owner was not constantly in the plant. Most of the employees 

were part of the organisation before the new manager-owner was assigned, but some 

of them were recruited after that and got to experience the new management as the 

status quo. However, most of the management members of Clothing, including the 

manager-owner, have been part of the company in various positions for over 10 years 

and the employees had many chances to form bonds with them, but from what came 

up from the interviews and the observations, participants, especially the management 

team, were not keen on forming such relationships.  

6.3. Management Control Systems 

In this section the findings from the existence of MCS in the sample organisations 

will be explored and discussed. Firstly, the budgetary techniques and the amount of 

participation of employees in that process will be developed. Additionally, the 

knowledge of the participants operating and subjected to these systems in place will 
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be analysed and discussed here. Afterwards, one section is dedicated to performance 

measuring in the organisations and how both parties perceive it and another to 

monitoring exploring both of these aspects from both sides. Then, the goal setting of 

both organisations is developed and also how the goals pass down to employees is 

shown, trying to understand if there is a goal alignment throughout these 

organisations and what that means for their control, trust and friendships in the 

workplace. Finally, reward and punishment systems in place are discussed to see what 

the organisations were using as incentive mechanisms and how that was received by 

the participants.  

In order to get an understanding on the MCS in place, if any, the interview questions 

were focused on goals and objectives and how well were managers and employees 

communicating information with each other. Goal and behaviour congruence is a key 

point for MCS (Kennedy and Widener, 2019) and socialising in an organisation 

creates better goal congruence. SMEs, as mentioned in the literature review, are 

socialising way easier than their larger counterparts (Mitchell and Reid, 2000). 

Prior literature, or lack thereof, implies that MCS are either very informal or do not 

exist in SMEs, especially the smaller ones rather than their medium counterparts 

(Durendez et al., 2011; Durendez et al., 2016; Lahdesmaki, 2005; Moilanen, 2008; 

Spence, 1999; Tocher and Rutheford, 2009; Whitley, 1999). However, the tools and 

the structures are in place, the only difference with large organisations is that they are 

very simplified since information travels faster with less people involved and they are 

not named MCS. Through the observations, and through the interview of one of the 

manager-owners, it became clear that, not only there is a structure in place for 

monitoring, making a work routine, and moving information from top to bottom and 

vise-versa, but also that few participants in the company were aware of it. However, 

especially in Clothing, some of these tools were in place because they were either left 

from a previous era or due to a desire to mimic larger organisations and not because 

they were needed for the organisation to function properly. This is a slight reification 

of systems of control being made a natural process of how all businesses should 

operate rather than creating a system of operations that would fit each individual 

organisation (Deetz, 2005; Scapens, 1994). 
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Ladva and Andrew (2014) argue that MCS are produced by people within an 

organisation at all levels through a web and they are respected by all employees as 

part of the organisational culture. Ladva and Andrew (2014) identify organisational 

culture through Johnson et al. (2008) as “a combination of practices, values and 

beliefs and underlying assumptions that the employees share about appropriate 

behaviour” (p. 50). However, for the purposes of this project, organisational culture is 

something that runs through all organisational participants and not just the employees. 

Furthermore, it does not just apply on behaviour but all aspects of organisational life 

and interactions (Henri, 2006), even though the aspect that it provides a set of 

practices, values and beliefs remains the same. This means that organisational culture 

helps reify some aspects of the organisational status quo almost unquestionably, by 

introducing all the organisational participants to the way the organisation is, and 

always has been, operating. 

The strength of that culture was tested in Agriculture, where most of the employees 

went through a transitional period where they did not have a manager in the plant, but 

they kept the company working with all systems operating based on the organisational 

culture they had developed in the past with the previous manager-owner. Under the 

critical theoretical framework this specific situation can be taken to promote the 

suppression of conflict by universalising managerial interest, so what is good for the 

organisation and management is also good for the employees (Deetz, 2005; Sias, 

2009). By creating the personal relationships, the organisational culture and the 

loyalty in the organisation, the managers allow the employees to give their all toward 

keeping the organisation alive, rather than putting their own self-interest first (Sias, 

2009). This aspect also goes into another matter discussed by critical scholars, which 

is employees voluntarily giving themselves to be controlled (Sias, 2009). 

Specifically in this chapter developed below, many are the times that these two areas 

will be explored. However, more are the times that the question, do the relationships 

of the employees between them or between them and the management were voluntary 

or subtly coerced in order to create less resistance and easier control, is explored in 

the next chapter. As a counterargument for all of the above, there are instances where 

the small community and close relationships formed (friendships or just thick trust) 

allowed the organisational participants to care for the organisation as a unit beyond 
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managerial control involvements. Before exploring these aspects, in the next six 

subchapters, the MCS as they existed in the sample organisation, with all the 

assumptions on the critical theoretical spectrum, are developed. 

6.3.1. Budget and Budget Participation 

In terms of participation, most employees and even departmental supervisors did not 

have much to do with management accounting practices. Some of the employees were 

not even sure if a budget existed and just assumed “there must be one, right?”. In both 

cases the companies employed an accountant, to formulate any goals and performance 

objectives and make a budget, based on information from the manager-owners. This 

shows that the employees were aware of the MCS and their existence, but they were 

not aware if these were in place in the organisation and how they were taking form in 

their daily work. In other words, these systems had become reified, which is 

especially prevalent with MC techniques around budgeting (Cooper and Hopper, 

2007; Deetz, 2005; Gallhofer and Haslam, 2003). This is specifically in line with what 

Scapens (1994) finds, in that specific systems become a routine, thus less visible, but 

still part of the day-to-day work of the participants. While also at the same time not 

contradicting Perren et al. (1998), who argue that if such systems are not completely 

understood, they fail. If the manager-owners and accounting staff understand the 

systems, then the employees need to just work on their positions, without complete 

knowledge of the systems in place. In Agriculture there was an internal accounting 

office that dealt with basic tasks, mainly creating and tracking invoices. When asked 

about taking part in the budget making process most employees had the same reaction 

as Ag1em. 

Ag1em: No, no. I am an assistant. These are undertaken by the accountant. 

The external accountant worked on the more detailed and complicated matters that 

had to do with statements and, as explained in the context chapter, the primary focus 

of accounting offices in Greece, taxation. However, they were in daily contact with 

both the manager-owner and the internal accounting office to receive information 

about the business. In Clothing the accountant was employed internally but spent a 

specific, short amount of time every day in the offices of the company. Even though 

they were in the organisation daily, they did not interact with production at all, since 
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they even entered from a different door that led directly to the offices. When asked 

about budget and goals the two were mixed. 

Cl10em: Budget is not… The goal was always to increase revenue. […] 

Then, when asked if they were discussing the matters of budget and goals with the 

management or the manager-owner the same employee made the case that they would 

suggest but they did not have an active role at decision making.  

Cl10em: Of course. He has the responsibilities and so he will choose where 

he will pay attention. […] I make my suggestions to the owner of the company 

and then they will make their choice. 

The remoteness of the accountants made these processes even more distant from the 

reality of the work floor. In both cases from the employees to the administrating staff, 

there was not any participation in decision-making or specific managing aspects, such 

as budgeting. According to the literature, participating in that part of the business 

provides employees with motivation, commitment, innovation, goal clarity and 

information exchange (Agbejule and Saarikoski, 2006; De Baerdemaekr and 

Bruggeman, 2015; Groen et al., 2012; Groen et al., 2017; Jermias and Setiawan, 2008; 

Sholihin et al., 2011). However, as it will become clear later on in this chapter, despite 

employees in the two organisations not participating in setting budget goals, they 

were extremely committed to their respective organisations and they were motivating 

each other through their many years of working together and the organisational 

culture they had built, which can be argued was control itself or MCS accepted as 

organisational culture, as found in Ladva and Andrew (2014) and Khodyakov 

(2007a). The only aspect pointed by the literature that did not come through from 

other aspects of the organisational participants’ connections was innovation. Both the 

organisations had very low levels of innovation and did not make any efforts to raise 

these levels. 

The only example of participation in a budgeting process available was a 

departmental supervisor of Agriculture. However, the interaction with the budget 

process was rather functional and specific to the department rather than regarding the 

whole organisation and participating more actively on the decision-making for 
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everyone. Thus, when asked if they take part in the budgeting process their answer 

was similar. 

Ag4em: No, these financial aspects and what capabilities we have are known 

by [the manager-owner], I do not know what things we can bring in. 

Obviously, if I hear […] and if I can say, it is good to have ‘that’ item 

because our sales will increase, I will obviously say it and I will suggest it… 

The questions were not always explicitly mentioning budget, because in some cases 

the employees were not aware of such a process and could present relevant 

information, thus they ended the conversation on the topic. However, in many cases, 

such as this one, the employees showed hints of being able to participate in their own 

way to running the organisation. Specifically, this case from Agriculture has 

implications in the trust shown by the manager-owners to both the external 

accountants and also towards the employees. Although, this is another case of the co-

management feeling connected to the organisation and the management enough to 

suggest new items and align themselves to increase the sales. It can also be brought 

back to the fact that employees were voluntarily being part of the organisational 

system for the good of the company (Sias, 2009). In the case of Clothing, the 

accountant that was forming the budget, was also setting the goals with the manager-

owners. 

Arguably, participation in management creates more opportunities for control 

(Ezzamel et al., 2001; Lewis et al., 2019), but doing so by providing an illusion of 

power. In Clothing the management knew they could control all aspects of their 

organisation and did not need to empower their employees in order to create more 

information sharing and subtle control, thus, management participation techniques 

were not valuable. In Agriculture, the management had control over the main work 

floor departments, but in the case of the side departments, which were slightly remote, 

they needed more ways to achieve that, while also the departmental supervisors felt 

that they had more power in their respective areas. Therefore, they felt more entitled 

to participating in many management decisions and especially the ones that had to do 

with their department, while, in the meantime, the management was gathering more 

information about said supervisors and their respective departments to ensue better 

control. The literature argues that such participating techniques have been understood 



 
 

123 
 

and rejected by employees in the past (Ezzamel et al., 2001; Ezzamel et al., 2004), but 

this was not the case in Agriculture. 

From the interview with both the accountant (second quote from Cl10em) and the 

manager-owner, it was implied that the manager owner was the one that had the 

power and the upper hand in the decision making and the accountant was acting close 

to the guidelines given. However, that also shows trust towards the accountant. The 

accountant themselves also felt they were the recipient of such trust especially from 

the previous manager-owner, with which they had been since the founding of the 

organisation. This is the type of ability or competence-based trust in the literature 

(Hummels and Roosendaal, 2001; Langfield-Smith and Smith, 2003; Mayer et al., 

1995), where the manager-owner trusts the accountant because they are sure that they 

have the knowledge and the ability to make the correct decisions and create the 

appropriate budget and goals/objectives tailored to the manager-owner’s demands. In 

the concept of Khodyakov’s (2007b) levels of trust this connection is more of a grey 

area. According to the accountant the connection with the manager-owner was thick 

trust, in their words “he trusted me immensely”, since they were working together for 

so many years and their relationship went outside of business. The high trust, and 

maybe friendship, that the manager-owner at Clothing shared with the accountant, 

gave the former the freedom to provide the latter with the opportunity to have a more 

active participatory role in the managing of the organisation. As the accountant 

mentioned they were given their own office with staff to manage the accounting side 

of the organisation remotely. However, that also made them distant to the employees 

in production. 

Cl10em: No. I did not know the staff at all, I did not know them at a personal 

level. Not at all. With [the manager-owner] and his family, because his 

daughter was my maid of honour, we met sometimes, that is it was closer of a 

relationship. 

However, the trust between the manager-owner and the rest of the employees 

regarding the participation in decision-making was very low, let alone budgeting, in 

the case of Clothing. Only a single employee, the accountant, that was not a member 

of the managing family was involved in the processes on aspects that had to do with 

their field of expertise. From the side of control and friendships, this could mean that 
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on a managerial level some employees might experience favouritism if they are the 

only ones that are close to the manager-owner, which is in line with what Robinson 

(2018) describes as mutual advantage friendships (see also Sias, 2009). 

In Agriculture the supervisors of the two departments were free to make their own 

daily work schedule, set their own priorities about orders and customers and, based on 

these, they made suggestions and even demands to the manager-owner. 

Ag6em: Both, we suggest depending on out needs, we suggest the changes 

that must be done so that the whole can be materialised. 

When asked about budgeting, the supervisors of the two departments presented a 

rather strange case. Even though they were depended on the management to provide 

them with the monetary help, they had their own internal vision of what they needed 

to be present in their shared space in terms of items. 

Ag5em: A certain budget that concerns the expenses of the servicing 

department cannot be made, because the expenses are something entirely 

unpredictable. The only thing I can do, and I do with the colleague from the 

spare parts department, is at some point if we need something that we have 

set as a goal from before that concerns the technical equipment, then that yes, 

we can do (keep track of as internal budget). But what concerns a spare part 

that we do not have and we were forced to supply from somewhere else for 

the services, that is impossible (to keep track of). 

In Clothing on the other hand, the budgeting process was part of the management and 

not only reliant on the accountant. 

Cl11man: And what is very important, and I believe is part of your question, 

is that we want to achieve holding some weekly meeting, so that we can see 

what are the gaps that have been created, which are the sensitive parts that 

need to be strengthened and that surely concerns this budgeting part, because 

it is the most difficult part to the company that, and because of the era we are 

living. 

Despite the interest of the company’s management to focus on budgeting, they did not 

reach in the lower parts of the company for feedback and participation. Even though, 
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arguably, since the organisation is so small the struggling aspects are far more visible 

and the information is far easier to gather than a large organisation, thus, the need to 

have a participatory budgeting process is not as important for information gathering 

(Agbejule and Saarikoski, 2006; Aleksandrov et al., 2018; De Baerdemaekr and 

Bruggeman, 2015). Some members of Clothing’s management were in production 

daily, monitoring and organising them, so they had the information needed to form a 

budget on the capabilities of the departments and knowledge of what was missing. 

However, this treatment showed less reliability in the expertise of the staff working 

there for many years and less trust in their judgement about what concerned the 

running of the organisation. Whereas, in Agriculture the two departments that made 

their own suggestions and had a more active part in the decision-making of the 

company as a whole, including some budgeting parts, were more autonomous and less 

monitored, which falls in line with part of the literature that argues that such 

participation is empowering (Ezzamel et al., 2001; Lewis et al., 2019). Even though it 

can be argued from the interviews and observations of these organisations that 

because the employees felt empowered due to their good friendly relationship with the 

management, they felt freer to participate in the managing aspects of the organisation. 

Ag5em: Autonomy. I think that every department has its own level of 

autonomy, which is necessary, because I do not believe that anybody can 

come in here and tell me what to do in the technical sector, I think that I know 

it pretty well. A degree of autonomy must exist. 

Bryer (2014) argued that participation in management could provide better working 

conditions and equity between management and employees, however, as it will be 

shown later, in the sample organisations, and arguably in most SMEs, management 

and employees, through their closer relationships have various ways of reaching these 

states of equity and negotiation of better working environments. Arguably, in SMEs, 

as the environment is way more condensed and the employees are closer to the 

management, such empowering practices as participating in the management and 

decision-making of the organisation help employees feel connected to the 

organisational plan, not as controlled, but rather as individuals collectively driving the 

business vehicle. However, in order for an emancipatory environment for all 

participants to emerge through management and accounting, special care needs to be 

taken, so that all participants are aware and educated and aligned in their goal 
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(Gallhofer and Haslam, 1997, 2003, 2019). In the small business context, and 

especially in the Greek context, where the manager-owners face the same trouble to 

survive under the capitalist pressures as the employees, this close alignment and 

connection seems more probable. 

6.3.2. Performance Measurement 

In the literature, one of the most prevalent forms of MCS is performance 

measurement. There are various systems that either focus entirely on that as the alpha 

and omega of managing the organisation, like the BSC (Kaplan and Norton 1992; 

Kaplan and Norton, 1996), or other systems that have performance as their starting or 

end point towards managing the organisation better, such as ABC, TC or JIT (Kato, 

1993; Kaplan and Anderson, 2003; Monden and Hamada, 1991). It has been 

mentioned during the literature review that SMEs are more likely to use informal 

control tools rather than formal MCS, but there have been signs that the sample 

organisations for this research used some formal tools. However, in the case of 

performance measurement there were not any formal tools employed. The 

management in both organisations had a general idea of what the production could 

manage daily, but there were not any of the aforementioned systems in place. In the 

case of Clothing, having information over the performance limits of the production 

department served a functionality in terms of accepting orders from retailers. In 

Agriculture on the other hand, performance measurement was what Dobija et al. 

(2019) describe as symbolic, since they did not accept long term orders, as Clothing 

did, but rather they operated in a first come first served basis for both wholesales 

towards retailers, but also retail sales towards individual customers. Additionally, 

Agriculture did not have production to take care of, rather, they were dealing with 

shipments. However, they did have to account for the performance of the side 

departments in Spare Parts and Servicing. 

In Clothing performance measurement was scarce but existed in some form in each 

department. When asked on their specific goals for every season an employee 

mentioned that there are specific numbers of clothing pieces expected from the 

production daily. 
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Cl1em: Yes, of course. According to how many people we are, there must be 

a specific amount of production per day, or per week. We used to have far 

more people and different [higher] production numbers were coming out. 

Now, with less people, the amounts have changed naturally, but it is also that 

a lot of clothes are created in small artisan shops. 

Management knew exactly through daily production, how much output the facility 

had daily, and this information was used for decision-making. Clothing was accepting 

orders from clients depending on the production potential of the plant. However, this 

practice was done in a way that was pushing the limit capacity of production, so much 

so that some members of staff could not afford to take holidays or sick days off. 

Cl11man: we discuss with them to see where we are, what we are doing, 

what must be done, if we have to work some extra hours, if we must employ 

some people temporarily, or employ another artisan… 

This situation resulted in the company hiring a seasonal member to deal with 

increased amounts of work and some members having to work a lot of overtime hours 

to keep up with the workload including any out-of-the-ordinary tasks. Furthermore, 

the organisation frequently hired additional help from artisans outside of the 

production plant because it was more efficient to outsource work rather than 

upgrading some of their own systems. Thus, performance was measured in estimates 

in the case of Clothing, since some of the numbers were changing with the addition of 

the extra work internally and externally. The pressing situation was further increased 

by the fact that the company ceased operations completely during downtime periods 

(such as the Christmas holidays). Thus, the production goals for the period should be 

met before the break. Here, the commitment of the employees to the organisation, as 

it was created by the culture, the bonds with their peers, and the loyalty to the 

previous manager-owner, were causing the employees into a voluntary self-coercion 

to produce to keep the organisation achieving its goals and generally floating in a 

difficult situation, so to supress their own interests for the good of the organisation 

(Deetz, 2005). They worked overtime, with very minimum rewards and were always 

pressured to perform on time. When asked by the researcher, they explained that this 

was a difficult situation, yet they did not shift the blame towards the management, 

rather, they explained that this is what needs to be done so that the organisation can 
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keep going. This aspect will be further explored in the next chapter, as the employees 

had such familiarity with their environment that they cared for the company as they 

would if they owned it. 

In Agriculture, work was based on shipments and client orders and since there was no 

production, employee performance was not considered. 

Ag2MO: No, there is no paper that would state their productivity. […] We 

are not that organised in that matter, so that I can tell you that there is a 

person that has that many productive points and another one that has that 

many, no there is not something like that. 

Furthermore, the manager-owner seemed to know the personalities of each individual 

and how active they were during both high and low business periods. 

Ag2MO: In every home there is the child that is more hard-working than the 

other children, there is the child that likes to have fun more, and for one it 

will be easier to complain. The same applies here. […] We know who works a 

bit more and who works a bit less. As we know who whines and who tolerates 

the one who whines. 

The management in Agriculture was more lenient towards the amount of work the 

employees were required to put in the business. As mentioned, due to the seasonal 

nature of the target customers, the volume of orders was increased in some periods 

during the year and decreased in some others. In the periods when that volume was 

low, the employees could be found idling a lot. During high volume of orders, the 

management trusted in the employees to deliver all the orders and sort all the items 

that were incoming. 

In both cases, seemingly, both the management teams and the employees trusted 

blindly in their systems that have been created over the years and that inertia of ‘it has 

worked in the past, why would it not work now’ to work daily, thus they did not need 

extensive measures to calculate their performance, be it internally (employees) or in 

the market. The control over the measurement tools was in the manager-owners’ 

hands and by utilising the basic formal performance measurement alongside the 

informal supervision and control, they were able to make relevant decisions for the 

organisation, without having to communicate such decisions and results to the 



 
 

129 
 

employees, since the latter did not ask about such information as well. This is in line 

with an extended part of the literature on SMEs, which was conducted over various 

countries (Ahmad and Mohamed Zabri, 2015; Cosenz and Noto, 2015; Durendez et 

al., 2011; Ibarra and Velasco, 2015; Kosaiyakanont, 2011). This part of the literature 

shows that there are not many differences in the national context, but SMEs have lots 

of similarities when it comes to the way they are managed and the way they use MCS 

and in the case of the sample organisations it came very clear that these similarities 

were especially visible in the performance measurement area. However, one part that 

these researchers note, and it is more central in Hopper et al. (2009) is the external 

legitimacy of such tools. The sample organisations did not make extreme efforts to 

maintain an image towards their environment through achievements and through strict 

controls, but rather through friendly and approachable customer support. Thus, the use 

of formal or informal controls to seek external legitimacy or create coercion to the 

employees, was not confirmed through this research and the sample organisations. 

6.3.3. Monitoring 

Simons (1995) includes monitoring under diagnostic control systems, which are the 

tools to restrict employees in order to manage and evaluate performance. While 

Whitley (1999) further argues that in SMEs monitoring is made through supervising 

and guiding through spoken word. Trust was allowing for either less monitoring, or 

for monitoring to be more personal and informal. As Mayer et al. (1995) put it in their 

definition of trust, it is the willingness of one party to be vulnerable to the actions of 

the other based on expectations that they will perform, regardless of any monitoring 

or control. Thus, the more trust, the less control and monitoring needed (Das and 

Teng, 1998). In the sample organisations, the most common control tools that were 

known to employees were monitoring and goal congruence, the latter will be covered 

in the next part. Specifically, for monitoring, the employees were not always aware 

that tools and interactions they used daily were also created and used to monitor their 

efficiency and output. 
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Ag3em: No, there is not a specific way of monitoring. Everyone knows their 

job. I will not wait for [the manager-owner] to tell me, did you do this or 

that? That will happen as part of our co-operation […] Everyone functions 

that way. 

Despite the above quote, the organisation had various monitoring ways for the 

employees, from cameras around the working areas, to information paths about which 

orders were going in and out and when, to specifically monitoring if customers are 

returning due to service and support. 

In these organisations, the distinction Velez et al. (2008) make between monitoring as 

control and co-ordination generates better insights, since the supervising tools existed 

but they were not placed to generate explicit control, but rather co-ordinate the basic 

functions of the organisation. Solid monitoring functions as described in mainstream 

management literature are not needed in SME and more specifically small- and micro-

organisational context. Since the management and employees are closer and can 

directly share information and trust is easier generated, and specifically for the sample 

organisations, if not for interpersonal trust, professional trust is high. The employees 

had been with their organisations for many years, thus they were more than capable of 

completing their tasks. 

Despite that trust and co-operation promoted and the functionality of such a system in 

this small organisation, the same employee went on to point out some potential 

negative points of the system. 

Ag3em: I am not sure if this is a good way of doing that, because most people 

want some control and someone over their head. The system is too 

democratic, to a degree that I do not know if it works towards its benefit. […] 

what I understand is that most people want guidance. Of course, they do not 

like it, but down to it, they work better that way, because […] we renounce a 

volume of responsibilities when someone else is controlling us. 

According to this employee maybe the lack of strict tools could create stress in the 

employees from the amount of responsibility to work independently on their position 

and make mistakes, even though, as it will be discussed later in this chapter, such 

mistakes were not frequent due to the years they had in the industry. Here the concept 
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of consent as explained in the theoretical chapter becomes relevant, as the employee is 

submitting to the hierarchy in favour of renouncing some responsibility, they are 

willing to be subjected to constant control, monitoring and keep answering for their 

actions (Deetz, 2005; Sias, 2009). 

In Clothing the employees were aware that they were being supervised from the staff 

there, since there were structures set and every member, from the supervising team to 

the management team had a task to receive and relay information from bottom to top. 

Cl7em: Essentially, my mother deals with production, she is the manager of 

production and she, for whatever problem exists or if a goal cannot be 

achieved, discusses directly with the manager-owner. […] everybody is 

responsible for their part, accountable to their supervisor and then the 

supervisor to the manager-owner. […] Production also has a lady that is the 

supervisor of the workers, who is then talking to the manager of production 

for whatever problem there is. 

However, there were also tools in the form of reports and order receipts which were 

used to understand what the maximum production output is per day or per season. 

Specifically, in Clothing, where trust levels were low, the management needed more 

information on the employees and created more control tools, which is in line with 

Das and Teng (1998), Mayer et al. (1995), who argue that control substitutes trust. 

In Agriculture on the other hand, the employees were mostly unaware of any 

monitoring even though there were some supervising members reporting upwards and 

also there were reports going back and forth in all departments of specifically what 

items were commissioned and who sent them. 

Ag5em: That means that the supervisor, the supervising department, however 

you want to call it, sees the volume of the machinery worked on, and of 

course everything is controlled, going through the accounting office, 

automatically, as the invoices, or receipts are printed the workload is visible 

as well. 

Part of the organisational culture became a way of monitoring and controlling the 

employees. In Khodyakov (2007a) it is argued that organisational culture is part of the 
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informal controls in an organisation, while in Velez et al. (2008) organisational 

culture helps generate trust between organisational participants. The combination of 

these two research ideas seemed to be more descriptive of the situation in Agriculture, 

since the manager-owner adapted to the organisational culture already in place and 

that brought them closer to the employees that have been there before them, and 

which in turn allowed the manager-owner to have better control over the employees. 

The organisational culture set in Agriculture was very strong and it helped legitimise 

many aspects of the daily work life and many control tools used, which is in line with 

Alvesson and Willmott (2002). Part of the culture in Agriculture was trying to make 

friends with customers so that they keep coming back and expanding the clientele not 

only with good products but also good, long lasting, customer service. In this case 

organisational culture had an impact on the organisational participants but also 

impacted their relationships with outsiders, which is what Henri (2006) argues that 

organisational culture affects all interactions in an organisation. The researcher asked 

if the goals have been set by the management, an employee claimed that they felt as if 

it was the natural thing to do without anyone telling them. 

Ag5em: No, this is what I judge must happen, that is why I am here, to 

support the company and support the customers of the company. 

This employee shows the power of the universalisation of the managerial interests, as 

seen before both with Agriculture and Clothing. The employees are volunteering to 

perform, or be controlled, in order for the organisation to do well. From the critical 

perspective they are becoming that valuable asset mentioned in the theoretical chapter 

(Brown, 2009; Dillard and Roslender, 2011; Gowthorpe, 2009; Roslender and Dillard, 

2003; Roslender, 2011; Roslender et al., 2015). However, in the SME context and 

particularly in the difficult and special background that is the Greek economic 

landscape, that choice felt natural and justified, rather than highly coerced. The 

repairs department would accept work for machines bought from any supplier, as long 

as they had the appropriate spare parts and would do the job even if the item had been 

purchased a long time ago from the organisation. Thus, management is actively 

looking for returning customers, however, since a reward system is not in place the 

departments that create these lengthy relationships with their customers do not receive 
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any additional benefits and sometimes these relationships seem to be taken for granted 

and as the normal thing to do. 

Hence, the organisational monitoring that takes place is limited to making sure that 

the various departments are creating these relationships and they can tell that a 

department is being effective from the amount of customers that have positive 

feedback about the service received and how they were treated and the quality of the 

products purchased, when they enter the main building offices to take their receipts or 

invoices and a further checkpoint is if the customers are coming back to buy more 

items or maintain and repair their existing ones. Thus, it is obvious that organisational 

culture acted as a control tool, which is in line with Khodyakov (2007a), but also 

brings out the argument Mollering (2005) makes, in that trust gains control-like 

qualities over time in an organisation and Evans and Tucker’s (2015) argument that it 

highly affects informal controls through the direct connection it has to the individuals 

in an organisation. In this case, MC was filtered through the trust the management had 

that the employees would create close connections with their customers, which was 

generated by the organisational culture the first manager-owner built. 

In Clothing, as came from closely observing the daily functions of the organisation, 

all of the departments involved in production had their orders delivered in papers and 

were closely monitored by the managing members to see if these orders were fulfilled 

on time. However, once again this was regarded as the working status quo. In 

Agriculture, incoming and outgoing items were all reported to the accounting office 

along with any finished orders. Once more, since this was essential to keep track of, 

for internal accounting purposes, it was also used to track finished orders daily. When 

asked about monitoring, employees in both organisations mentioned the physical 

presence of managing members or the manager-owner, but the tracking of finished 

orders per day or progress of work was not mentioned. In the case of Agriculture, the 

manager-owner himself did not note these tools as well. However, there was a slight 

difference in the employees in Agriculture, since the older employees were much 

more comfortable with the manager-owner showing up in the work-floor. 
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Ag4em: I do not have a problem with monitoring/supervising, because, as 

you can see, it is in a friendly level. There is no such thing as, I will see them 

and [be on alert]. I do not know if you noticed now, all this time you were 

here, the ease of our movements when [the manager-owner] comes down 

(from the offices) or with [the owner]. 

While one of the newer employees who worked in the side department was more 

prone to supervision and the monitoring happening. 

Ag7em: Monitoring is done always hierarchically. [The manager] or [the 

owner] monitor the colleague, who is supervisor of the spare parts, service or 

in front (meaning stock department) and then that colleague monitors me. 

However, we have reached a point that we do not need 

supervision/monitoring. We do not treat the company as “do our 8 hours and 

then leave”. We give something more; we want the best. 

What comes through from the above quotes from Agriculture is that the friendly 

climate that the employees had built in the organisation made them ignore the 

monitoring tools that were used from the management. Many of the monitoring tools 

were regarded as needed or were not considered as MCS, but rather as a natural 

situation needing to take place for the organisation to work. This way they were not 

disputed and continued to be passed down as the norm to newer employees without 

question or resistance, as it happens frequently with accounting systems (Cooper and 

Hopper, 2007; Deetz, 2005; Gallhofer and Haslam, 2003). As explained earlier, even 

the manager-owner used that friendlier environment and the close knowledge of the 

personalities of the employees to evaluate them, without wasting the additional energy 

a larger, stricter organisation would have to do, with new and old employees that were 

more distant. The level of familiarity in the SME in this case is what made the control 

tools redundant in a way, but also management knew how to enforce them, so that 

they would not get negative reactions from the employees. Even though the 

employees were aware of the techniques that should be going on to monitor their 

performance and keep them in check. 

The employees in both organisations were aware that the systems were in place and 

followed them, but they chose to ignore the aspect of the calculative control and 

remain on the fact that this was essential for the organisation to keep functioning as 
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normal. They trusted that the manager-owners were not interested in taking advantage 

of them and as it will be shown later, knew that there were not any reward or 

punishment systems in place, so they were not afraid that there would be further 

repercussions for a change in performance. However, these facts did not mean that 

they would not perform well, as mentioned a few times and it will be explained 

further in the end of this chapter, the organisational culture and the reciprocal trust in 

the organisations was more important in motivating both parties to keep working their 

best to keep their organisation alive. Direct connection to the culture and the loyalty 

through the years created a virtual stake of the employees in the organisation, which 

was more powerful for their performance and efficiency than any other control tool, 

while helping legitimise control and affect it directly (Alvesson and Willmott, 2002; 

Evans and Tucker, 2015; Gowthorpe, 2009; Makela, 2013; Shook, 2010). This is also, 

again, in line with Mollering (2005), who argues that trust has control-like qualities, 

by creating that reciprocal trust the managers and manager-owners of both 

organisations were able to receive information freely from the employees as a form of 

goodwill trust (Tomkins, 2001; Velez et al., 2008). It also backs Coletti et al., (2005), 

who argue that trust brings the cooperative aspects of MCS. 

6.3.4. Goal Setting and Goal Alignment 

Mundy (2010) argues through a literature review that MCS in organisations have two 

important roles, to create control in order for organisational goals to be achieved, but 

to also provide organisational participants with autonomy and empowerment. Goal 

alignment or goal congruence in an organisation is the next step from goal setting that 

helps organisational participants work towards achieving them (Malmi and Brown, 

2008; Mundy, 2010). Part of the trust-related literature argues that goal setting, 

congruence, and alignment, all fall under formal control tools and not coordination 

mechanisms (Khodyakov, 2007a, 2007b; Velez et al., 2008; Vlaar et al., 2007), which 

seem to have a negative corelation towards trust building, meaning that the more trust 

that is developed within the organisation the least goal alignment there needs to exist 

(Velez et al., 2008; Vlaar et al., 2007). Indeed, in terms of goal setting and 

communicating them, in both cases the employees were aware only of the short-term 

goals or objectives that concerned their position and when asked about long-term 
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organisational goals they assumed what these would be, instead of having a clear 

picture. 

Ag7em: I do not have any specific goals, but because I like what I am doing, I 

aim to complete as many orders as I can in the least amount of time and 

customer service to be done in the best possible way. In general, my goal is 

that the relationship I have with the customers to be mostly friendly. […] It is 

a personal given. I have learnt to work like that. […] My goal is to sell as 

much as I can, so that I can increase the revenue of the company, in my own 

way of course, with the working know-how that I have, and to serve the 

customer as best as possible so that I can have the friendliest relationship 

with them that I can. 

It is not a very complicated goal to know, but from their personal experience this 

employee knew exactly what the overarching goal was as it was shared from the 

manager-owner during their interview. 

Ag2MO: Beyond that the goals […] have to do with the sales. […] It is 

mainly on the salespersons. […]. The employees here work on order basis. 

However, since communication between participants in Agriculture was good and 

information was flowing in a less structured way with fewer hierarchies involved, 

even the lower levels of employees were in alignment with the company goals and 

knew what their place was in the whole, even though when asked some of them 

described these goals as personal. 

Ag21em: Now the goals, always in a company is if this year we can increase 

the revenues in terms of product sales. That also depends on the salespersons 

[…]. 

As shown from the quotes above, the manager-owner of Agriculture described that 

the goals have to do with increasing the sales and that is in the salespersons’ hands. 

The work-floor employees then described the same goals and the focus on the 

salespersons. Goal alignment in a very basic state seemed to exist in the organisation, 

however, the employees seemed to enjoy more of the freedom in decision making, 

especially in the side departments, which is the opposite and complementary aspect of 

goal congruence according to Mundy (2010). Furthermore, the context mentioned in 
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most research matters, as most research deals with large enterprises, where creating 

goal alignment throughout many departments on numerous and complicated goals 

might be challenging. In SMEs goals can be simpler and far fewer (Lopez and Hiebl, 

2015; Perren et al., 1998), which also came from the sample organisations. Thus, goal 

congruence is easier, since the employees know the basic goals, such as finishing the 

seasonal orders and generating more revenue/profit than last year. 

In Clothing, the employees received their goals specifically for their position and did 

not make connections to the other positions or the overarching long-term plans. Thus, 

the structures in place made clear who needed to focus on gathering the information 

of the progress and completion of the goals and then transfer that information to the 

levels above. However, the top management was very aware of these goals and were 

looking at the general plan and how it passed through the work floor. They just rather 

did not communicate these to the lower parts of the organisational chain. 

Cl6MO: Yes, the company today has goals to increase sales, that is to expand 

in areas either in Greece or abroad, in Europe or third countries, in which 

we do not have clientele. We are always looking for new clients. At the same 

time, we always have the goal of maximising production, which means to use 

the staff in here as much as possible, as working hours, that means the ratio 

of employee and amount of production to be increased if possible. […], so 

maybe another goal is further decrease of the employed staff, in here, in the 

factory. This is it basically, increasing sales, maximising efficiency in 

production and reducing staff at this point. 

The manager-owner could not communicate to the employees that they were planning 

on reducing staff, even if that was a silent understanding from both parties. Sharing 

such a goal could result in a loss in trust and complications in the production area, 

since the employees were very close to each other. Complications could include 

resistance, which was already in place in a small degree, to outright refusal to work, 

strikes, or quitting the organisation altogether, and as seen through the literature this 

could either be in group or individual level (Collinson, 1994; Ezzamel et al., 2001; 

Ezzamel et al., 2004; Fiondella et al., 2016; Jermier et al., 1994; Nystrom, 1977). In 

this case the social control that is organisational culture (Khodyakov, 2007a) as 

created from the first manager-owner acted against the management, since the 
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powerful connection that the employees shared could result in backlash towards the 

management for separating them. Arguably, this tense situation could be further 

explored in future research, but it is not under the scope of this analysis. Beyond that, 

the manager of production mentioned that the goal was to fulfil the orders in time as 

the main goal, while the manager-owner of the company mentioned that the general, 

long-term, goals for the organisation were cost and performance efficiency and 

revenue maximisation, so getting more competitive in the market. However, all of the 

managing members and employees in the organisation, apart from the accountant, 

when asked of short- and long-term goals in the organisation, spoke directly for 

themselves and their role instead of assuming a collective role as either a department 

or an organisation. Some of the goals mentioned were aligned, such as achieving the 

production goal set for the season. 

Cl2em: Basically, because we make the designs and there are two seasons, 

there must be 250 designs produced in one season and 250 in the other, […], 

this is my goal, you understand? […]  

In some cases, the employees denied any knowledge of goals, even though the 

information paths in the organisation were open and fast paced. They either had a 

reluctance to learn of the long-term goals of the organisation, working only based on 

what was in front of them or they felt as if the interviewer would receive better 

information by asking the management about such information. 

However, despite the lack of goal alignment, and quite contrary to Agriculture, the 

employees in Clothing did not have as much agency over their positions, or power in 

decision-making, which would be the supplementary factors of MCS, according to 

Mundy (2010). Even though the organisation was stricter on enforcing hierarchies and 

implementing controls, these did not seem to have the results expressed in the 

mainstream management literature, since SMEs should not try to replicate what the 

larger organisations are doing (Perren et al., 1998). On the other hand, trust in the 

organisation between management and employees was thin (Khodyakov, 2007a, 

2007b; Langfield-Smith and Smith, 2003), which would either explain the need for 

more MC or be a result of the amount of control ensued. Either case is in line with the 

trust related literature (Das and Teng, 1998; Khodyakov, 2007a, 2007b; Langfield-

Smith and Smith, 2003; Mayer et al., 1995; Mollering, 2005; Velez et al., 2008; Vlaar 
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et al., 2007). Again, the small organisation, fast information networks and small 

amount of simple information needed to be passed on that are present in the sample 

organisations might be the reason why Mundy’s (2010) arguments are not working in 

this context. 

Some of the employees claimed that they did not know about the goals of the 

organisation. Considering some of these employees did not receive higher education 

and high school was their highest education level, they either perceived that even if 

they learned the long-term goals of the company, they would not understand, or they 

did not need to know the goals to be functional in their tasks so they did not worry 

themselves with additional information that would be of no benefit, or stress them out. 

Another reason they would not want to share the goals would be in fear of 

embarrassing themselves by sharing information that could be easily refuted later by 

someone more knowledgeable on the matter thinking the manager-owner and the 

management team would know more about the matter and the interviewer would be 

better off asking them. Considering Roulston (2010; 2011; 2013) and Kvale (2009), 

the researcher was aware of the possibility that interviewees would avoid answering 

certain questions, so follow up questions, additional questions to other organisational 

participants and work arounds through the observation parts were prepared. Still the 

organisational participants were univocal and obvious about this. 

Cl5em: We are not informed about such things. We are of the week or the day 

or three-days. We get an order and this is our goal, of the week or maybe for 

a month. We do not know beyond that. That is what the management knows. 

The employee above is consenting to the hierarchies and the technical rationality 

(Deetz, 2005; Sias, 2009) that they are not supposed to know anything, and they are 

there to work for the day or the week and then let the management decide how much 

they need to do and what direction the organisation is taking after. Even though they 

have been in the organisation for as long as, if not longer than, the management they 

are conceding that fact and do not make an effort to resist and participate in the 

decision making of the organisation, but rather accept the status quo of their position. 

It is not specifically clear if the employees in Clothing had trust in the management 

and the leadership to make the correct decisions about forming goals and objectives, 

while they received and completed the tasks stemming from these decisions, or that 
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rather they acted in a form of routine inertia, continuing to do what they always had 

done and not taking into account the financial state of the organisation itself. In the 

first instance, trust created is contractual/institutional, which is thinner and less 

personal (Khodyakov, 2007a, 2007b; Langfield-Smith and Smith, 2003). The 

management expects of the employees to perform their set objectives, while the 

employees trust that the management will set their goals for the preservation of the 

organisation, while also evaluating the production realistically and handing out tasks 

that can be achieved with the normal working hours. Considering that many of them 

had emotional comments about their desire for the organisation to do well, the case of 

acting in routine seems improbable. In either case, this focus on daily or weekly 

individual tasks was used as a control mechanism by the management. One employee 

admitted that their focus was on their position’s goals and they did not get involved in 

the organisational goals. 

Cl7em: I believe that is more correct, because each one of us has more 

specific posts and we are not involved in the job of others, so I follow my part 

so that I can control my responsibilities. 

Keeping every department and individual focused on their work made them 

accountable for their own box ticking. Thus, the management could identify lagging 

departments or individuals easier. Furthermore, while the individuals had a personal 

sense of achievements by completing their tasks, they were not aware if they were 

overachieving or underachieving in terms of the general whole and thus additional 

bonuses were not issued. Once again, the consent to control and the bias towards the 

technical rationality of management emerges (Deetz, 2005; Sias, 2009), as the 

employees just accept the post as it is and do not seek to get involved further with the 

managerial aspect or resist what is coming from above accepting it as the status quo 

of hierarchy. 

The knowledge of the organisational participants on the company goals shows a good 

strong or weak organisational culture passing down to managers and employees 

(Davila, 2005). In the case of Agriculture, there was strong organisational culture that 

was formed in the employee group but came from the manager-owners and thus the 

employees had a clearer vision of the goals. In the case of Clothing, instead of an 

organisational culture, the previous manager-owner created a person-centred 
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followership, thus the employees were used to following instructions and following, 

rather than having a clear understanding of what the goals and long-term objectives of 

the organisation were. 

Cl1em: We have a programme based on the orders that we have and the 

‘deadlines’ that all these must be delivered. How should the production be 

separated, how should the objects be prepared, where should they be 

distributed, in order for us to achieve our final goal, which is to deliver 

correctly our products in time. 

Therefore, even though Clothing’s management had the fixation on creating better 

control, their struggle to do so formally had the opposite effects from Agriculture, 

which created long term control and some level of goal congruence through the social 

control that is organisational culture (Khodyakov, 2007a; Ladva and Andrew, 2014). 

6.3.5. Reward and Punishment Systems 

Furthermore, in both organisations there was no sign of reward or punishment 

systems in place. The stick and carrot mentality that is described in mainstream MC 

literature mainly through Simons’ (1995) Diagnostic Control Systems, from the levers 

of control, was not so much present in the sample organisations. They rather seemed 

to be using partly Interactive Control Systems and mainly base their management on 

belief systems. Organisational culture and trust are very important parts of these 

organisations and both of these aspects either are part of the belief systems (Simons, 

1995) or help build, shape and maintain them in an organisation (Birnberg and 

Snodgrass, 1988; Evans and Tucker, 2015; Harrison and McKinnon, 1999; Tucker, 

2010). The fact that these organisations had such a reliance on the more basic aspects 

of MC and lacked MCS but also were relying on loyalty and status quo and, as it will 

be shown later, the situation that the country was in, in order to create incentive for 

employees to keep working at maximum capacity, made reward and punishment 

systems redundant. 

In Clothing, rewarding systems were in place in the past and some employees, 

especially in the supervising positions, received bonus payment depending on the 

performance of their department. This was a move that was easier in the past, because 

the market was much better for both SMEs and artisans in Greece and organisations 
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such as the ones in the sample were doing much better financially. Starting in the late 

1980s after the market started to recover from a financial recession, there was a focus 

on smaller enterprises, so artisans and small traders started to flourish in the late 90s 

(Buhalis and Deimezi, 2003). However, in the wake of the millennium with the 

globalisation of markets, SMEs started to lose to larger competitors and especially 

after 2008 the amount of SMEs in Greece that employed below 50 employees were 

reduced by more than 20%, while their value generation got reduced by 34% in all 

industries, but in clothing specifically that drop was close to 67% until 2014 (SEV, 

2017) and according to general media reports it still had not recovered in 2019. 

Cl10em: As the farther [the previous manager-owner] was here and the 

company of course was working and developing excellent, there were, 

naturally, the bonus rewards, without them being percentile, but he would 

recognise the effort and he would say, this is for all of you. And I am not 

talking about bread crumps. […] That was with all of the staff. Everyone 

received depending on their position and their performance. 

Additionally, since the organisation was doing well, beyond the bonus payment on 

performance, all the production staff would receive a personalised gift from the 

manager-owner for Christmas. 

Cl9em: Yes. [The previous manager-owner] would always give a small gift to 

the girls before Christmas. Always. But even if we did a mistake, they do not 

yell, it is not major, we will find an understanding. 

This move is considered more a trust and loyalty increasing technique than a 

performance rewarding gesture. However, as it is discussed in this chapter, this built 

loyalty helps these organisations keep their employees performing with minimum 

returns. Here, goodwill trust (Langfield-Smith and Smith, 2003) does not promote the 

cooperative elements of MCS (Coletti et al., 2005), but rather it becomes control itself 

(Mollering, 2005). There were a few reports of employees, when asked if there is a 

reward/bonus system, admitting that they do not need a system like that because at 

these times, pointing out the financial situation the country is in, just the fact that they 

receive their salary on the first of every month, consistently, is reward enough for 

them. The same people also reported to have a connection to the organisation and 

working more because they love the organisation and want it to survive. 
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Cl1em: No, it is just the salary on the 8 hours and if […] there is something 

very urgent […] we come in to work on some Saturdays, which are paid and 

they are given in person, you understand? They are given to us, he pays us 

like that and some overtime that, if it happens and we stay after half past 3 

until half past 5 or 6, he pays us with the hour, […], which is good. In 

relation to the current facts, he is paying, which is very good. 

The quote above from Clothing refers to the difficult financial situation in Greece, 

which was referenced by most of the interviewees in both the sampled companies and 

the pilot one. As it was the case in Agriculture, so it was in Clothing that the 

employees felt that in the difficult financial situation, even receiving their normal 

payment for their work and for overtime and receiving that on time was an incentive 

to perform. Some of the employees did not mention specifically the financial aspects 

but were rather content with the way the business was managed and the temperament 

of the manager-owner. 

Cl7em: In the past I know there were rewards, meaning that for achieving 

goals there was a “bonus”, but I do not know when this thing was 

discontinued. I have heard it. Beyond that no. That is even [the manager-

owner], as the supervisor of us all, is very calm with his way, of course he 

will reward the right and he will say his congratulations, but respectively on 

a mistake, he will not react in a very bad way, he will speak and discuss and 

remain calm. I do not know if this works with everybody. 

That was not the case for every employee. Some of them missed both the financial 

incentives and perceived the manager-owner’s treatment and the rest of the 

managerial team’s treatment to not even be acknowledging the extra work the 

employees put in every day for the organisation to keep going. When asked if there is 

any extra payment for the additional effort put, following up from a previous matter 

one employee in Clothing replied in a few words. 

Cl2em: Not even acknowledgement. 

The situation with the rewards in Clothing shows a lot on the way the organisation 

was managed, but also shows why the production staff, who used to be there with the 

previous manager-owner, had problems trusting and coming closer to the new 
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management situation. The founder of the organisation managed it at a time where the 

market was flourishing and there were more employees in there and more room to 

create incentives for production. Thus, the staff related the good times with the face of 

the founder, who was more approachable. However, in the recent years, not only the 

positive MCS have thinned out, such as performance incentives, while other aspects 

became stricter, such as adding hierarchical controls, but the fact that the incentives 

were disappearing made the collaboration between management and employees, or 

even, between employees themselves, very difficult. Khodyakov (2007a) argues that 

formal and social controls allow for trust and relationship building and when control 

is weak, as it might be the case in SMEs, where both managers and employees are not 

fully aware of them and how to use them, then trust and organisational culture 

building is used to substitute these control tools or legitimise them (Alvesson and 

Willmott, 2002). 

In Clothing the loss of the founder/previous manager-owner was very obvious, at the 

time that the researcher was present, as the organisation was trying to recover and the 

management group was trying to find its footing to drive the organisation and also re-

connect with the staff as, now, the leading faces. However, the trust and culture that 

was built seemed to be connected to the leading figure of the previous manager-

owner, while additionally some of the more positive controls, such as reward systems, 

could not be re-established to generate some more positive view of the new 

management, even though they had been discontinued while the previous manager-

owner was still leading the organisation. The most trusted person in the management 

left, but the new management team continued to work with more monitoring controls 

rather than coordination tools (Vlaar et al., 2007; Velez et al., 2008), which made trust 

difficult to be re-established. Rather the levels of distrust between employees and 

management were high compared to those of trust, but levels of trust in the employee 

cohort already existed, considering all of them have been working together for many 

years. 

What is different is the form of trust that existed in the organisation. Competence trust 

existed from both sides as the management trusted the long experience the staff has on 

their position and the employees trusted the management for their education giving 

them the knowledge to lead the organisation. However, interpersonal personal trust 
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was very thin, because management was trying to keep their distance from the 

employees and that cause a lot of complications in the management and the amounts 

of resistance. Distance between management and employees is created by accounting 

practices, because of the power differential and that in turn forms control in an 

organisation (Quattrone and Hopper, 2005). Open control and distance like that is 

bound to generate some resistance (Collinson, 1994; Jermier et al., 1994). 

In Agriculture the manager-owner said that there used to be a reward system when the 

company was doing well, but it has not been doing so lately, however, all of the 

employees, apart from one, reported that they had not seen a reward system ever, even 

though they had been part of the organisation for long. 

Ag2MO: There was a reward system if things went well. In the past few 

years… there is none. Some sort of punishment, I do not know under which 

definition. A way of punishment for me is that the one that did the mistake 

understands that they made a mistake, because we are human and we make 

mistakes, so that it does not happen again in the future. Because if it happens 

again, we have a problem. 

Furthermore, when asked, the employees mentioned that they were not expecting any 

rewards and that being paid on time every month was enough a reward. 

Ag6em: No, there is no way to reward us and we know it. No, we do it 

because we are satisfied with the company. We are paid every 30th of the 

month, which is very important today for a company, that its employees are 

satisfied and paid on time and not whenever it wants to and whenever it has 

money. The most important thing is that. The employee works and gets paid, 

and as they work and are settled, everything is great. 

However, another employee mentioned that despite punishment systems not existing, 

there are instances when mistakes are made the employee is called to pay for it. 

Ag1em: No. There is no such thing [as a punishment system] and if a mistake 

is made the employee pays for it. 

Only a single employee reported a rewarding system existing in the past and 

comparatively they were of the newer employees in the organisation, being employed 
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after the change in management. The only distinction is that the employee that 

reported having witnessed a reward system was the only employee from the stock and 

packaging department interviewed. 

Ag4em: Before the financial crisis, to put it that way, there was a “bonus” 

that the company would give, to every employee, or two or three, depending 

on the year that the company had. […] Also for me, is that every month the 

money goes in the bank, while you hear from other companies that they have 

them on hold for two months, they owe them salaries and so on, that is 

reward for me, in this moment, such a company to treat its employees like 

that, every month… 

An interesting outcome from the reward system conversation in Agriculture was the 

admitting of three employees that the fact they receive their salary on time at the end 

of the month was reward enough. This is stemming from the difficult financial 

situation the country is going through, causing the labour market to be unstable. The 

high unemployment rates and the increase of ‘flexible’ contracts make employees, 

especially in SMEs, expect very little and be satisfied with less (SEV, 2017). 

However, in both the cases, the manager-owners did not seem to be taking advantage 

of the situation or the employees for personal gain. Arguably, the business owners 

were in a more difficult position. The accountant in Clothing revealed that the 

manager-owner had to invest money from their personal savings made in previous 

years in order to keep the organisation floating. After a long conversation with the 

manager-owner of the language-school in the pilot, they specifically mentioned “I 

don’t think it’s worth having a business in this country.” This situation was known to 

employees, as it came from the interviews as well. Thus, the fair payment on time was 

creating additional trust between the manager-owner and the employees, even though 

it is not recorded as a reward. Arguably, in this case trust created from the manager-

owners about the payment replaced the reward control itself, which is in line with a 

part of the literature, which argues that trust and control substitute each other (Mayer 

et al. 1995; Das and Teng, 1998; Hummels and Roosendaal, 2001; Knights, 2001). 

Another argument can be made the other way. The thick trust (Khodyakov, 2007b) 

created in the organisation from the personal relationships of the participants made 

them appreciative of the little things the organisation did for them, even if that meant 
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paying them on time. Conversely, in the search of arguments, during the interview 

process, to put the organisation in a positive light they presented that loyalty of the 

organisation towards them as such. 

Arguably, rewards in systems like the ones in this research are not very effective as a 

formal or informal way of control. The employees in both the situations were more 

appreciative of the environment and the positive atmosphere in the organisation than 

the extra bonuses of money focused on their performance. Instead of the promotion of 

a competitive environment where employees would receive more benefits for 

producing more than others, the promoted and wanted atmosphere was one that 

created personal relationships built between the participants and a community 

building that would host these employees in a long period of time and would create 

loyalty. Therefore, instead of formal controls becoming obsolete in a modern 

organisation as Nixon and Burns (2005) argue, these systems were never relevant for 

SMEs in the first place. As Davila (2005) shows, the closer proximity of the 

management to the employees, allows for faster implementation of the latter to the 

organisational culture. However, in the case of the sample organisations, 

organisational culture was mainly generated and passed on by the employees to each 

other, which can be explained as Towry’s (2003) horizontal control, which through 

the extended years of employment resulted in loyalty to the organisation. 

This loyalty to the organisation is what brought the employees in both organisations 

to value the fact that they were receiving their salaries and overtime as normal instead 

of additional perks for being efficient. The fact that they felt the organisation and its 

participants so close to themselves made them give the most they could every day to 

protect it. From a critical perspective the fact that there were no rewards and that the 

employees were satisfied with just their salary is a demonstration of voluntary control 

and self-exploitation through universalisation of managerial interests. Through loyalty 

to the organisation after working there for so many years and in fear of being made 

redundant in a bad economic environment with high unemployment they were giving 

it all they could in terms of performance with little return. This situation was present 

in both organisations of the sample. The management did not need to provide extra 

incentives to have the employees work hard in the organisation and perform, rather 

the loyalty created from the years and the organisational culture, while also taking 
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advantage of the financial situation in the country, allowed them to suppress the 

conflicting employee interests (Deetz, 2005; Sias, 2009). As a counterargument, the 

management here is not a disengaged entity with different experiences and privileges 

to the employee cohort. As discussed in this chapter, the managements of both 

organisations were experiencing the same problems as the employees, trying to 

manage their organisations and the financial situation of the country was also 

impacting them significantly (Gourinchas et al., 2017; Lyberaki and Tinios, 2017). In 

this case the management was not withholding rewards from the employees, rather the 

collective of the organisational participants were trying to move towards a sustainable 

tomorrow together. 

In terms of a punishment system, there was a single report in Clothing about how 

mistakes are sometimes dealt with. The employees mentioned that very infrequently 

when a major mistake happens, they would stay beyond normal working hours to 

correct it with no additional pay. However, for both organisations of the sample, both 

the management and the employees mentioned that major mistakes were not a norm 

since most employees have been practising their profession for an extended amount of 

time and there was little chance that they would make one. Even if such a situation 

presented itself the organisational participants seemed very considerate about it and 

admitted that they would not be critical of it. Based on the amount of experience that 

the employees had in the industry and the specific organisation, from a management 

accounting perspective, having a punishment system would not have as positive a 

result as showing trust, going back to the loyalty versus monetary incentives 

(Gowthorpe, 2009; Makela, 2013; Shook, 2010). However, there were members of 

administration/management in both organisations that thought that a punishment 

system could motivate some of the weaker members of staff to work harder or replace 

them. 
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Cl11man: Punishment, it does not exist. Nor there ever was. I wanted to hold 

a penal system, in quotation marks of course, not real, but rather for me 

personally for some mistakes that are happening in here, I would hold my 

personnel two or three hours additionally in order to correct it. But I did not 

find an ally in that, so it stopped. 

Once again, as in Agriculture, even though the members of the organisation 

mentioned that there is no punishment system in place, there were instances where if 

mistakes happened the employees would do additional work as a result to make up for 

it, with no additional payment. 

Cl3em: There should be, but there never was. […] We did not manage to do 

this ever. I do not know if it is correct. The one time that we dared to, it was 

when there was a mistake on the sewing of one big portion, we said, you will 

take these home and correct them, because there is no margin of error for 

that in the job. 

However, the thick trust (Khodyakov, 2007b) and the goodwill trust (Zaheer et al., 

1998; Tomkins, 2001) in the organisations made such systems redundant. The 

members that mentioned punishment or additional monitoring as a need in order to 

keep the organisations healthier were few in comparison and as it comes from the 

quote above, they were alone in that aspect. Admittedly, from the interview of the 

Cl11man, they also showed that they had low levels of trust in some employees, and 

they were looking at the organisation more distanced trying to make decisions focused 

on the business not involving the sentimental aspect of working with the same 

employee cohort for many years.  

6.3.6. Education and Training 

Another result of the financial recession Greece was going through since 2008 is that 

SMEs did not get many chances to educate their employees (SEV, 2017), since there 

were not many funded programmes organised for management to promote and SMEs 

did not possess the funding to create such opportunities themselves (Gourinchas et al., 

2017; Lyberaki and Tinios, 2017). However, in cases that such external seminars were 

promoted, the employees were not interested because as mentioned before most of 

them were working in this line of work and specifically in the same company for their 
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whole career and apart from having created their own culture and working habits, 

which they were not willing to change, they knew their job really well. Educating 

employees to newer techniques and processes is another way to control them (Oakes 

et al., 1998; Simons, 1995). That control is meant to be subtler (Otley et al., 1995) and 

less restrictive than monitoring or punishment systems, as Simons (1995) classifies 

education under interactive control systems which give opportunities to employees. 

Although, even in Clothing, where the management was trying to implement new 

systems and modernise the processes, employee education was not considered apart 

from a single case that a new computer software was installed and the staff using it 

had to be trained to use it. Whereas in Agriculture new accounting software was 

installed and the administrative employees had to take seminars to learn how to use it. 

Ag2MO: They went somewhere specifically, where they hosted seminars on 

[accounting software], which were funded, and the employees went and took 

the seminars. […] We were then fighting for five years to get the funding. 

Considering the difficult situation the SMEs were facing in Greece, the above quote 

shows why the managements in both organisations were reluctant to host and pay for 

such events, which left it to the discretion of the employees to participate in them. For 

an organisation of a size this small, having to invest funds in their employees’ 

education with questionable results as to their efficiency, and while jeopardising their 

liquidity, is not a decision any manager-owner would like to make. Here, the 

distinction that Lopez and Hiebl (2015) make between micro/small enterprises and 

medium ones, with the latter acting closer to large ones is applicable. Furthermore, 

what Durendez et al. (2011) argue, that SMEs choose to employ more formal tools as 

they shift from small to medium, while still relying on some informal tools to support 

them, also explains why these organisations chose to not expend resources at 

educating their employees. 

When asked if there are any educational programmes that are hosted and promoted for 

the employees from the organisation, the employees themselves mentioned that such 

programmes are only hosted by the state, and they are made aware of them on their 

own. 
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Ag3em: Only the programmes that are from the Greek Manpower 

Employment Organisation that through the company someone will go and 

they are funded and they get some 200€ or something. […] funding of the 

company that will be given for additional specialisation or training of some 

things, does not exist. 

There are also programmes hosted and promoted by larger organisations who want to 

promote their products and invite relevant retail and wholesale businessmen and 

organisations, thus the employees from Agriculture could suggest the expos or 

education programmes bottom-up instead of the other way around. 

Ag6em: Some bigger companies only organise some seminars and so on, but 

rarely. This happens once every decade […] they inform us themselves. […], 

because we collaborate with them, they inform us that they will do these 

seminars and so on, they call us, the bigger companies book us a hotel as 

well. 

As mentioned before trust in Agriculture was high and had an environment that 

promoted frequent interactions between the manager-owner and employees, thus such 

suggestions about potential seminars that the employees wanted to attend were easily 

made. Therefore, in this case, the thick trust developed between management and 

employees did not mean control, or coordination (Coletti et al., 2005; Khodyakov, 

2007b; Velez et al., 2008; Vlaar et al., 2007), rather it created empowerment for the 

employees to share their desire to learn about new products and or techniques on their 

industry. Even though such practice is also resulting finally to the educational control 

tools that were mentioned throughout this chapter, the consideration should be made 

that these employees were passionate about their work and were interested to learn 

about these aspects. Despite this being a consideration towards a voluntary control of 

the employees (Deetz, 2005), with management making use of the employee’s love 

for their craft to let them seek to increase their own performance without the 

management spending time to look for such opportunities, it also gave freedom to the 

employees to feel like their suggestions were followed. 

The employees in Clothing recalled that there were seminars from external 

organisations in the facilities and in the break room there was a blackboard left from 

these times. When the financial situation was better for the organisation and the 
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clothing market in Greece was on the rise for artisans, such seminars were more 

frequent, as new technologies for sewing machines and patterns were being imported. 

Cl4em: In the past we had some seminars about cotton, about fabric, there 

were some seminars in here. And these were taking place during working 

hours. We would stop, we went in the kitchen, if you notice there is a 

blackboard. 

Additionally, the employees did not attend any seminars when they were made known 

by the management. They either felt that there was not much to learn after so many 

years in the organisation or that they did not want to spend their time beyond work for 

such training. 

Cl1em: There were programmes from the state, when these were happening, I 

had the artisan shop, I was not here. Beyond these that happened long time 

ago, there was one somehow last year. They told us to opt in, for some two-

hour sessions οn our job but I could not go and no girl went, the hours were a 

bit weird. 

Both of these quotes are from long term employed individuals in production. The 

programmes mentioned are over 30 years in the past. However, the latter employee 

found such educational aspects helpful and were bitter that they were not taking place 

for so long. The first quote makes has a further point of not needing the extra 

education on their work, because of the experience they have built in the organisation 

for so many years. Again, this validates Durendez et al. (2011) argument, but the 

other way around. Clothing was in a healthy growing state in the good age for SMEs 

and especially artisans in Greece (Buhalis and Deimezi, 2003), so they could afford to 

promote such education programmes for their employees, especially under the 

impression that they would be able to expand in other clothing products in the future. 

However, as the financial situation in Greece went into recession and SMEs were 

impacted (SEV, 2017), the organisation chose to keep the more experienced 

employees, reduce the number of employees and internal processes and not make any 

new recruits, while also focusing on the areas that were successful for them until that 

point. This resulted in a situation were educating employees was unneeded. Thus, 

there is a situation where, while the organisation was enjoying a flourishing era, there 
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were more formal controls and one of them was educating employees to new systems, 

however, later, due to the bad overall financial situation, these formal controls were 

reduced and the organisation relied more on informal controls. Even though a turn 

towards more formal controls was made in the latest years of the organisation, in an 

attempt to stabilise it financially. While Durendez et al. (2011) argue that SMEs move 

from informal towards formal controls during their life cycle, in this situation the 

more applicable argument would be that as the organisation approaches medium or 

large size, there is a need for more formal tools, but in the smaller sizes informal tools 

are cheaper and as, if not more, effective. If operating under the assumption that the 

life cycle of a business will see it to increasing its size over time, then the argument 

Durendez et al. (2011) stands correct, however that assumption is not safe to make in 

all economic backgrounds. 

Despite it being promoted, education was not made internally or generated separate 

funding for it. Rather the programmes implemented were only hosted from the state 

and the management only shared that these existed, and the employees were 

recommended to attend. Thus, under Simons (1995) these cannot be exactly 

considered as control tools enforced by the management. In both the cases the 

management was confident in the employees’ knowledge of their trade and of the ins-

and-outs of their organisation particularly due to the amount of years worked in it. 

Thus, they did not make extra effort to educate them further in order to perform better 

and become more efficient or to generate new skills. Considering that the organisation 

was not planning to buy new equipment or open to other aspects of the industry, they 

did not feel that such an action was needed. Some employees did not feel that they 

needed additional training because of the amount of time they were in the same 

position or organisation, or even that they were over-qualified for the position from 

the start. One particular employee in Agriculture was very adamant about their 

potential opportunities for training. 
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Ag5em: Nothing, nothing, nothing. The answer is clear. Do not forget that in 

my particular position and in my particular circumstance, after the 

polytechnic university and after the postgraduate training courses as a 

mechanical engineer, what would be the next level of development? 

In Clothing too, even though the employee did not talk about their education, but 

rather the experience they received from working with the organisation, they believed 

that there was not much space for development. 

Cl2em: Look, I would be ungrateful if I said that whatever I have learned I do 

not owe to this company, but I believe that to that point I have reached, I do 

not see future. I do not see another development. 

Furthermore, apart from the lack of MCS relation of education in the way it was used 

in both the sample organisations and the lack of employee education all in itself in 

some cases, the way education was handled in both organisations does not seem to 

have any implications towards trust or friendships in the workplace. Only under the 

terms of competence trust (Langfield-Smith and Smith, 2003), in which the 

management trusted the employees to do their job on the required level and did not 

need to receive additional skills either relevant to their position or further ones. 

Whether it was built or being built at the time of the observations and interviews for 

this project, the way that the manager-owner and the employees treated the 

educational opportunities did not change their interaction. Rather, the interactions 

they had remained the same and the opportunities were shared and then the decisions 

were left to either group to decide. Thus, such limited back and forth with the two 

parties did not provide any further insights or development of their relationship. 

Maybe the freedom to share their want for updates in their field allowed employees 

and the manager-owner to come closer in Agriculture. 

6.4. Informal Control 

In this part the control tools that were identified in the literature to be the ones 

frequently used by management in organisations and do not fall under the formal 

tools, or are social in nature, are placed in the sample organisations and are explored 

and discussed. As it is natural, to follow up the MCS and the formal systems in these 

organisations the informal controls that were embedded in them will be developed. 
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The importance and effects of control in organisational life and especially how these 

are more effective in SMEs rather than their larger counterparts were displayed 

through the relevant subchapters in the literature review. First, the impact and 

development of organisational culture is undertaken for discussion, providing a lot of 

insights about the sample organisations’ evolution through time and their use of 

control. Further insight on the culture building and the way the organisations function 

is given by the second part dealing with recruitment. The next and third section 

explains the role of informal supervision in the sample organisations and how that 

differs from the formal ways of monitoring and performance measuring. Finally, after 

developing supervision for both managers and employees, the counterforce to that, 

resistance, is developed. Resistance is not a tool itself but since the perspective of this 

project is to examine both sides of the organisational participants, it is important to 

see in what ways, and mostly informal ways, the employees react to the formal and 

informal tools. 

In the literature review, it was also shown that the SMEs are not using MCS as their 

larger counterparts would (Durendez et al., 2011; Durendez et al., 2016; Lahdesmaki, 

2005; Moilanen, 2008; Spence, 1999; Tocher and Rutheford, 2009; Whitley, 1999), so 

did the sample SMEs based on the direct communication of the participants and the 

faster transfer of information in their organisations. However, the lack of formal MCS 

is not a sign of lack of control. The trust that was mentioned and the relationship 

building with the employees is part of the informal control. Informal controls were 

mostly what was being used in these organisations, as expected from the literature 

(ibid.). 

As it comes from the previous part of this chapter, trust helped significantly in 

developing tools and aspects of control that were informal in the organisation. As in 

the case of Clothing, where punishment for mistakes was judged on a case-by-case 

basis and based on how the organisation was working at the time. In the case of 

Agriculture, the goals of the organisation were not given to the employees, but 

through chatting with the management and seeing the course of the organisation, they 

knew exactly what the organisation’s objectives on the short term and goals for the 

next few years were, even if that was just as simple as increasing revenues. These 

informal controls are what keeps these organisations coordinated even if some of the 
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employees were less informed about the long-term plans of the organisation. In fact, 

informal controls, social networks and friendships are the reason for that difference in 

information and knowledge between employees even in the same department. All of 

the above were embedded in the organisational culture and were also forming it. The 

impact of the organisational culture and how this was formed and maintained in the 

sample organisations is explained in the next part. 

6.4.1. Organisational Culture 

Organisational culture defined a lot of the ways the formal MCS could be used or 

rendered effectively useless in the sample entities. It could be considered as a formal 

tool since the basic values for the organisation are set when it is founded and 

employees that enter afterwards adopt these in order to generate a continuing 

community culture, such are the Belief Systems and Interactive Control Systems 

Simons (1995) mentions. Firstly, Davila (2005) argues that informal controls help 

employees adapt faster to the organisational culture in SMEs. In the literature, 

organisational culture affects and is affected by accounting (Laughlin, 1987), in both 

financial and management accounting (Hopwood, 1983) and more specifically change 

informal controls since it affects how people interact with each other between 

organisations (Evans and Tucker, 2015). However, organisational culture is found to 

potentially be an informal tool itself, as it came from the observation of these 

organisations, since there was no formal direction and values for the business, but 

rather such things were created from both the manager-owners and the employees and 

could change through time from either party. 

This is also backed by the literature, since the social interactions of the participants 

and the trust built through them also shapes control and especially informal controls 

(Birnberg and Snodgrass, 1988; Evans and Tucker, 2015; Khodyakov, 2007a). 

Furthermore, according to Alvesson and Willmott (2002), organisational culture can 

be used in an organisation to legitimise both formal and informal controls based on 

how the society is formed within it. However, going back to Davila’s (2005) 

argument, in the sample organisations, organisational culture helped smooth out the 

controls rather than the other way around. Both what Davila (2005) and Alvesson and 

Willmott (2002) argue was displayed in the sample from the observations, as the 

employees knew how their organisation operated in all departments and were close to 
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all of their colleagues, from the moment they came in they were familiar with one part 

of the staff and were introduced faster into the community, so they had daily 

interactions with the other departments. Thus, the informal controls were easily 

passed down, since employees could understand all the elements of their daily work 

faster and adapt directly to the formal or informal controls in place, giving them at the 

same time a sense of unity with the organisation since they interact with others more 

informally and frequently than they would in an organisation where they were 

completely new. Furthermore, taking from the argument of Evans and Tucker (2015) 

informal controls in an organisation are affected by the organisational culture, which 

is more in line with what was going on in the sample organisations. 

In the sample organisations, organisational culture was co-created by all the 

organisational participants and not just based on what the founders had envisioned 

when they started the organisation. Obviously, one part had to do with the manager-

owners, but since most of the participants were present in the organisation for most of 

its and their life, they had also formed the organisational culture. In Agriculture 

culture building was obvious from the employee side. 

Ag6em: That helped me also, because for a very long time, we did not have a 

boss and we were forced to make decisions alone, with whatever risk that 

brought and that helped us become autonomous and more realistic, we 

wanted that, we were looking into how we can achieve it and we run all 

together to do it. And this is why all the employees here are so bonded and 

have a good relationship with each other. […] I can only speak for this 

specific company this way. I know colleagues from other companies, through 

the years and collaborations, this atmosphere does not happen there, […] 

there are many issues there. We managed to keep that, but […] it was like 

that because we wanted it that way. The employees mandated the system not 

the bosses. 

As explained in the background part of this chapter, the fact that the employees in this 

case were left without a manager in their working place for a while and had to manage 

their own helped solidify what were the key points of their relationships and their 

internal workings and thus their culture and then report back every day to the remote 

manager-owner at the time. That also showed a strong organisational culture also left 
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by the previous manager-owner. The values and the bonds that were created during 

the previous manager-owner’s time gave the employees left in the organisation a plan 

and focus to at least keep it as a going concern as the management situation was being 

handled by the remaining managing staff. In Simons’ (1995) levers of control that 

would mean that there were solid belief systems set in the organisation, but as Berry 

et al. (2009) point out that does not take into consideration organisational culture at all 

and then the levers of control can be applied to only the top levels of management. 

In both the sample organisations and especially as it comes from the case of 

Agriculture, the employees played a very important role in creating these values for 

the organisation and what Berry et al. (2009) argue stands in this context. The 

informal control tools in the case of Agriculture were the specific organisational 

culture created in the organisation and the close environment created by the manager-

owner, which brought the employees not only closer to each other as friends but also 

created a connection to the organisation itself. This connection made them think that 

their self-preservation was connected to the organisation’s preservation and long-term 

survival. Thus, in this case friendships became control and vice-versa. Here 

connections to trust could be made as trust and control are interrelated for part of the 

trust literature as interchangeable, complementing strategies (Das and Teng, 1998; 

Knights et al., 2001; Mayer et al., 1995), enabling each other (Coletti et al., 2005; 

Langfield-Smith and Smith, 2003), or trust being control (Khodyakov, 2007a; 

Mollering, 2005). In this case the organisational culture created trust in the 

organisation, as is also found in Velez et al. (2008), but also that trust helped the 

organisational culture move through time and be developed and maintained. As 

Tomkins (2001) argues the relationships can develop to a certain level but then trust 

needs to be established so that relationship can evolve further. 

In the case of Agriculture that interpersonal trust had been developed so that some of 

these relationships to turn into friendships. Therefore, that was not the competency 

trust (Langfield-Smith and Smith, 2003) or the institutional trust (Hummels and 

Roosendaal, 2001; Khodyakov, 2007a), which was based on the employees and the 

managers doing their job and managing the organisation and keeping it as a going 

concern. Rather a developed relationship that made participants care for each other as 

much as they cared for the organisation to keep an environment in which they could 
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return to. The argument could be made both ways once again as the manager-owners 

were creating loyalty to the employees through that environment so that they would 

have them working hard and overperforming despite the lack of extra rewards, 

suppressing the conflicting interests (Deetz, 2005; Sias, 2009). However, again the 

counterargument could be made once more about the position of the employees and 

the management being similar in the SME context, while also in this case, and it will 

be reinforced later, the employees really did care about the organisation and felt it as 

their own and the environment very close to them. 

In Clothing the organisational culture was more based on the strong leadership of the 

previous manager-owner, however it did not seem to be under crisis with the new 

management. The employees mentioned him as their main connection to the 

organisation and even though some of them implied that there were not many 

differences to the later situation with the newer management. 

Cl4em: [The previous manager-owner] has supported me emotionally and in 

many things, and now I think of the company as my family. He would go in 

from the workers’ door, he would say good morning to everyone. 

However, some of the employees did not even try to paint the current situation with 

the management in positive colours and were pretty clear about their opinions. 

Cl2em: [The previous manager-owner] had a really leading personality and 

everybody was following whatever he said. […] there were flawless 

conditions. The environment is the same, there has not been some change 

after that. […] Because [the previous manager-owner] would understand 

what I am doing, now they do not understand. 

The situation in Clothing was a bit different than that in Agriculture. The manager-

owner in Clothing was a leading personality and generated a lot of personal 

connections with the employees. He was admired and loved from the people in the 

organisation. The organisational culture that was created was based on his ideals and 

the way he managed the organisation since the beginning. This power continued with 

the employees after he stepped down and passed away, even though the new 

management tried to implement new, modern techniques of managing the 

organisation. As an informal control, this culture was providing positive results as 
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long as the previous manager-owner was part of the organisation, however it created 

problems later on as employees resisted the new management and kept to their 

original ways. In an organisation like Clothing where the structures were stricter, and 

the manager-owner was more visible in the leadership of the organisation, while also 

the organisation itself was medium instead of small and had more properties a large 

one does (Lopez and Hiebl, 2015), thus some of the more mainstream literature on 

MCS applies like Simons (1995), since the organisational culture built was based on 

the Belief Systems the manager-owner had established when founding the 

organisation and recruiting employees. According to most employees through their 

interviews, the trust developed between them and between the manager-owner and 

them was thick (Khodyakov, 2007b) or goodwill (Langfield-Smith and Smith, 2003; 

Velez et al., 2008), with few exemptions of course. However, from both the 

interviews and the observations  

The trust implications for both these organisations and their culture is the distinction 

that Vlaar et al. (2007) and Velez et al. (2008) make between coordination and 

control. Instead of having hard formal controls that are focused on monitoring and 

performance measuring, there are coordinating tools that promote working together to 

increase efficiency. In this situation, organisational culture for both of these 

organisations works as coordination, when the employees feel at home, or as a family, 

or a strong community and that feeling is closely and/or directly related to the 

organisation itself, they strive to keep the organisation going and in a good condition, 

in order to keep this connection and sense of community. 

The differences here between the Clothing and Agriculture in terms of management 

style was that the previous manager-owner in Clothing was a leader and a father 

figure, someone who was benevolent but always in a position of power. Power in 

management gave the manager-owner the ability to provide to the employees, as well 

as restrict them (Dillard and Vinnari, 2017) and also to shape the organisational 

directions wants and needs (Mumby, 2001). The new manager-owner in Clothing, 

despite not being the same leading figure and personality in the first years they 

received the position, they followed the same management style and could certainly 

evolve into one. 
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On the other hand, the manager-owner in Agriculture, even though they also were 

described as a father of the family, they were much more willing to share their power 

and were closer to the employee cohort, instead of a distant leader. This reduction of 

distance reduced the power of control and allowed for a closer relationship, resulting 

to thick trust and a more cooperative management style (Cooper and Hopper, 2007; 

Khodyakov, 2007b; Vlaar et al., 2007; Velez et al., 2008). The manager-owner of an 

organisation and a leading figure is usually described as a father of a family in the 

Greek context (Bourantas and Papadakis, 1997; Giousmpasoglou, 2014). Therefore, 

that description does not bear the impact it would in other national contexts where this 

would not be the case. However, the difference in the leadership styles and the 

personalities in the two organisations show that the difference in the engagement with 

the employees create a different dynamic in creating friendships and utilising MCS. 

 

6.4.2. Supervision 

In SMEs personal involvement of the manager-owner in supervision might be 

happening far more than in their larger counterparts (Whitley, 1999). Furthermore, a 

certain degree of autonomy is practiced in SMEs, while manager-owners prefer to use 

general ideas of guidelines rather than more formal rules (Whitley, 1999). Supervising 

in SMEs is made via personal involvement, guiding and spoken word (Whitley, 

1999). As shown in the monitoring section, trust has implications on how monitoring 

and supervising is done in the organisations (Das and Teng, 1998; Mayer et al., 1995). 

As described in the previous part of this chapter the two organisations had a few 

differences and similarities concerning how supervising was done and how many 

formal and informal tools were involved in that process. In both organisations there 

were formally appointed supervisors in departments but the way these supervising 

members were treated by the manager-owners differed between each of them. 
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Cl11man: […] even though it should be a relationship of colleagues, or of 

supervisor and supervised, it is in the end of a boss, in quotation marks, 

without me being essentially the boss. Because it is a family, we, my sister 

and I, are involved here with the same logic as our brother is involved, in our 

part. 

In Clothing the supervising members of each department that were not part of the 

managing family had coordinating roles and they were there only to make sure that 

the schedule of production is kept on time. Despite their admitted role they were still 

monitored daily from the management team in person instead of submitting some kind 

of a report, which also falls under the informal supervision, since formal tools to 

monitor them were not in place. For those not part of the family, their supervising 

position in the organisation was not much different than the rest of the employees, if 

not worse, since they had more responsibilities with no extra benefits, as explained in 

the previous chapters. 

Cl1em: Back then there was another girl, who gave us work, we were asking 

her what to do, again in communication with the bosses, which portions will 

be promoted, with priority basically, there were far more people and every 

single one had their job, their machine. There was the girl that would bring 

us more work when we were finishing up, so we would not have to get up. 

These people do not exist anymore. 

The roles that were distributed to a number of employees in production, when the 

production had more than three times the employees, were in time transferred onto a 

single employee in that department. Thus, this one person had a lot of responsibilities, 

some of which were obsolete and were part formal and part informal. Once again, the 

financial situation of the organisation, reflective of the situation of the country 

(Buhalis and Deimezi, 2003), is affecting not only the obvious, which is how the 

organisation is managed and how the tools are used, but also how much trust is put in 

the employees that were left working. This trust was still a form of competence trust, 

where one party trusted the other to hold their part of the deal based on ability 

(Tomkins, 2001), which is more characteristic of an organisation like Clothing where 

hierarchies were more obvious. In this case, this meant that the management trusted 
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the supervisors to both be productive but also remain a leading figure for the rest of 

production and motivate them. 

As trust and distrust coexist in an organisation (Vlaar et al., 2007), so in Clothing, still 

in all levels from management to work floor there was distrust towards the output 

levels and the information sharing, since the supervision and the constant check-ups 

in the production presented a lack of trust that production would develop as 

scheduled. As it is argued in the literature, so in Clothing, the lack of trust was 

compensated with formal and informal tools (Das and Teng, 1998; Hummels and 

Roosendaal, 2001; Knights, 2001; Mayer et al. 1995). The management in Clothing 

both trusted that their employees had the required ability to deliver their work but also 

wanted to make sure that there was work done at all times and that there were no 

mistakes during the daily production. However, in Clothing the management, as 

explained earlier in this chapter, was trying to modernise their systems and have more 

formal tools implemented, thus this constant monitoring and the supervision might 

have been created due to them following conventional business management ways 

rather than following what they thought would be effective in their organisation. In 

their mind, hierarchies in the organisation and management systems as they appear in 

the larger organisations and mainstream literature were reified, maybe because of the 

management education they had before (Deetz, 2005; Sias, 2009). Therefore, their 

approach to the connection with the employees was stemming from these ideas. That 

created a situation in the organisation where the management was close because they 

were members of the same family, and the employees were close to each other as they 

shared friendships or their local culture. As described in the context chapter, 

something that is very usual in the Greek context is the creation of the in-group 

mentality (Bourantas and Papadakis, 1997; Giousmpasoglou, 2014), which means that 

the cultural (or other) group is very closely connected inside, and they are suspicious 

or reject anyone coming from the outside. To a certain extent that was the case with 

the two groups described in Clothing, which affected the management, control and 

MCS. 

In Agriculture on the other hand, the departmental supervisors had a lot of autonomy 

and were left to manage their department much more. Autonomy found in SMEs was 

mentioned by Whitley (1999) as they reduce monitoring and rely on a more direct 
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approach. Such autonomy implies high levels of trust, not only competence trust 

(Tomkins, 2001) but also thick trust (Khodyakov, 2007b) to allow the employees to 

have such control over a vital portion of the organisation. Since the departmental 

supervisors and some of the employees in the general storage area were in the 

organisation during the time that there was no plant manager and had to keep the 

organisation running effectively headless, competency trust had to be high from the 

new manager-owner. The departmental supervisors also had less face-to-face 

interaction and monitoring from the manager-owner, since they were located in a 

different area from the administrative offices. Their way of managing their 

department was much more involved and they were trusted to make decisions and 

changes in their departments depending on their needs. As shown in a few parts in the 

Management Control Systems subchapter, there were elements in Agriculture of the 

supervisors participating in the management of the organisation in a small part. 

Furthermore, the supervisors in the organisation had more tangible benefits than the 

ones in Clothing. Thus, both formally and informally their position was more 

empowered and more trustful in one organisation compared to the other. Here, trust 

replaced the MC, while also providing empowerment (Das and Teng, 1998; Hummels 

and Roosendaal, 2001; Knights, 2001; Mayer et al. 1995). Instead of the MCS 

themselves providing some empowerment to both managers and employees (Davila 

and Oyon., 2008; Simons, 1995), it seems that in a SME setting like this, it is rather 

their absence is what provides that feeling. 

The two major differences in the two organisations that led into this difference in 

informal supervision are space and knowledge. Firstly, the departments that had 

supervisors in Agriculture were further away from the management offices than it was 

the case for Clothing. Additionally, considering the distance, Agriculture did not have 

the extra managing stuff that could have that monitoring role and go back and forth 

from the offices into the departments and transfer information from one to the other. 

They could not spare the time and personnel to directly monitor the other 

departments. Even if there was more physical distance between them, which plays a 

role into how MCS are formed (Ahrens, 2018), there seemed to be more artificial 

distance between the offices and production in Clothing. Furthermore, the 

departments in Agriculture were in constant communication through internal 

telephones and information sharing is in the backbone of management accounting and 
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control (Neimark and Tinker, 1986). The second aspect is the fact that the managing 

staff in Agriculture did not have much technical knowledge and education on 

servicing and maintaining equipment and spare parts to directly supervise and monitor 

the progress and situation in these departments. 

Ag5em: Monitoring of the department is a bit of an ambiguous matter. That 

is, you can supervise me on the technical, when you know something more 

than I do. It is a bit difficult. I believe that the supervision in that case is 

through the results. What concerns the technical result, I do not think we need 

supervision. Why? Because the quality of the work we are doing is proven not 

from words or other things, but only from the volume of the machines worked 

that is increasing. When one customer brings another that means that 

something is going well. 

Whereas in Clothing the family members that were managing grew up in the 

organisation and had the technical knowledge to directly monitor and supervise 

closely the production. Thus, they felt more capable of understanding the situation 

going on in production at any given time, while also being able to receive broader 

information about the state of production, such as given goals. In Agriculture on the 

other hand the departments were very technical in their work and as the employee 

mentioned in the quote above, the management received information about their 

effectiveness from the amount of recurring customers, which could cause a problem 

to the organisation due to the lag of such information received, due to the seasonal 

nature of the organisation, or external circumstances, such as the market changing. 

In terms of supervision in the organisations it seems like trust acts as a 

complementary or an alternative strategy, which only favours only one part of the 

literature (Das and Teng, 1998; Hummels and Roosendaal, 2001; Knights, 2001; 

Mayer et al. 1995). However, supervision is only one part of informal control and 

trust takes many forms and it impacts formal and informal controls differently in the 

sample organisations. According to a strand of the workplace trust, trust and control 

are alternative strategies, when trust is high, control goes down (Das and Teng, 1998; 

Knights et al., 2001; Mayer et al., 1995), or rather formal control is reduced in favour 

of social controls such as the informal supervision explained in this part of the chapter 
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(Khodyakov, 2007a). The case organisations had different approaches to social and 

informal controls as was explained here. 

In Clothing the management team deployed a lot more formal controls due to their 

reified hierarchies and management styles, but also due to the lack of closer 

connection to the employee cohort. It is difficult to distinguish if lack of personal 

relationships or formal MCS came first which diminished the other, or if it was the 

existence of both that created that balance, but this situation was clear and in line with 

that strand of literature. The disconnection also gave the employees in Clothing a 

clearer path to resistance through the in-group mentality making it easier to reject 

outside influence and authority (Bourantas and Papadakis, 1997; Giousmpasoglou, 

2014). In Agriculture on the other hand the trust was high and so were the social 

controls (Khodyakov, 2007a), which contributed to the voluntary suppression of the 

employee interests and reduced resistance in many areas (Deetz, 2005; Ezzamel et al., 

2001; Sias, 2009). Furthermore, it allowed for a more cooperative management of the 

organisation and created situations where the employees felt more empowered in their 

workplace. Resistance is an important part of the management environment of an 

organisation and it is explored further in the next part. 

6.4.3. Resistance 

As mentioned in the previous chapters, resistance is an essential part of the 

organisational life and is connected directly to control (Ezzamel et al., 2001; Ezzamel 

et al., 2004). Either it is the control from the management towards the employees to 

ensure efficient and high performing running of the organisation or is the control that 

the employees have, or feel they have, over their position and that sense of power 

creates resistance. Resistance is almost guaranteed to occur in organisations, either in 

groups or individually (Collinson, 1994; Ezzamel et al., 2001; Ezzamel et al., 2004; 

Fiondella et al., 2016; Jermier et al., 1994; Nystrom, 1977). In both the cases from the 

sample, resistance was expressed in an individual level, in that the employees did not 

collectively choose to show an opposition towards management tactics. However, 

despite this individuality, their resistance presented similarities in the way it was 

undertaken by the individuals, as it will be shown later in this chapter. In contrast to 

some of the facts about management and daily life, which were very similar in the two 

organisations, resistance took different forms. 
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In Clothing resistance had a subtler form that in Agriculture, but in more significant 

aspects, as the employees, despite being very close to each other, did not discuss or 

externalise their displeasure with certain situations in their organisational 

environment. The most common aspect of resistance was them denying the new ways 

that the recent management change brought in. What mostly came from the interviews 

was reminiscing the past and the previous manager-owner and the way the 

organisation used to function back then. However, as mentioned earlier and in the 

previous part of this chapter, there are many reasons this is the case for Clothing. This 

resistance did not only form by the fondness of the employees towards the old 

systems and the previous manager-owner, but also from the difficulty that they had to 

connect and come closer to the newer managers. Thus, instead of a strict resistance to 

power (Ezzamel, 1994), or resistance as a result of organisational inertia and fear of 

environmental change (Laughlin, 1991), the resistance in Clothing was correlated to 

trust and friendship. The more trusting the relationship between management and 

employees was the lower levels of resistance were reported. As it was discussed, the 

management team in Clothing believed that they should not create close relationships 

with the staff in order to manage the organisation better. 

Cl5em: They want to have a tenuous situation, so that we do not have that 

familiarity, like just a bit irritated, anxious, all of that, so that we care only 

about our job and not care about the person next to us. 

Even though this distant approach is better for them when demanding and organising 

internally, especially considering that the organisation was planning on making more 

redundancies in the next couple of years, they were also lacking that connection that 

existed in Agriculture and the informal controls that this approach provided them. 

Furthermore, there have been reports of using business friendships instrumentally to 

bring better work collaboration and results in organisations (Chang, 2013). Informal 

controls are a great tool to lower resistance (Ezzamel et al., 2001; Ezzamel et al., 

2004). In Clothing employees felt that they were more allowed to share their thoughts 

with the management, even thought that seemed to have less impact internally for the 

organisation than it did in Agriculture, where there were tangible effects of the 

employees giving feedback to or requesting of the management.   
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Cl5em: Because the first manager left, he died, the situation was a bit 

saddening. But generally, now we are a bit freer, a bit more modern… I 

should not call it modern, a bit freer, just a bit, 1%, while in the past there 

was whatever they said. But now we can tell our opinion. Not always, but 

sometimes. 

In that aspect the informal controls were working towards reducing the resistance of 

employees towards them, however, that sentiment was shared by only a couple of the 

employees in the organisation, as it came from the interviews, while the rest did not 

make any mentions to that aspect. 

In Agriculture resistance was expressed from employees towards management openly, 

but was for more mundane situations, such as daily tasks, than it was fundamental in 

Clothing. The manager-owner mentioned that he was aware of which workers would 

or would not resist. These behaviours were accepted as part of the routine and through 

working with the same individuals for many years, the organisation managed to work 

around these. 

Ag3em: The issue is created because, you know, after so many years, a 

certain level of fatigue is created, to some it is lower, to some it is higher and 

to those that have higher levels of fatigue […], such issues are created. Not 

everyone sees things the same ways. That means, I cannot say to someone 

who is very close to retirement, you know what, work. They say, for me it is a 

matter of time that I am out of here, why should I strain myself? Thus, such 

issues are created. 

Accepting that some aspects of the organisation would move in different speeds than 

others was part of their internal controls. At this point of course one has to wonder 

that if their denial or complaining was part of the organisational informal control can 

that even be classified as resistance? Arguably, these are individual cases of resistance 

in an organisation, who disagree with various moves from the management. These 

cases, if they are effective enough, can generate positive feedback for some of the 

workings of the organisation. Since, according to the manager-owner, they had to 

work around such individuals, resistance was not very effective. Furthermore, the 

paths that the organisation had for feedback were very much open to all of the staff, 

thus this individual resistance to specific tasks was mainly a habit or characteristic of 
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these people, even though it might have led to some positive changes in the 

organisation over time. 

The friendship implications for resistance are high. In the case of Clothing the in-

group mentality and the detachment of the management allowed for a separation of 

the two groups and the development of resistance from the employee cohort as they 

were able to keep working with their old ways and ignoring the new management’s 

new ways. This ability came from doing the work for many years and being able to 

keep the same practices, while the management could not understand some of the 

more technical matters on the work, which is in line with Collinson (1994), but not 

always because some of the managing members had experience working in the 

organisation. Furthermore, the employees with the friendships they had developed, 

had a code of communication, something that will be further shown in the next 

chapter under friendships. This code allowed them to share information differently, 

faster, and also beyond the understanding of the management, if need be, which made 

resistance easier as well. In Agriculture, even though good relationships and high trust 

brought openness and sometimes conflict, as in line with Zaheer et al. (1998), the 

conflict and resistance was not for important aspects, because these would get 

discussed in time, but it was rather for small tasks. Friendships can thus create 

conflict, but as shown from Agriculture, they can create opportunities for workplaces 

to have a healthier top-down and bottom-up exchange of information about what can 

be good for the organisation as a whole and not just the management. Friendships 

dissipate resistance, but especially in smaller environments of the SMEs that might be 

due to no need for resistance, but the mutual understanding of all participants. 

Through workplace friendships and trust it is possible to move towards more 

emancipated aspects of accounting and management in organisations. 

6.5. Summary 

This sums up this chapter about formal and informal MC and MCS in the sample 

organisations. After providing all the introductory information about the goal of this 

chapter and the background information about the sample organisations and the 

situation they were when the researcher arrived on site, the focus went directly to the 

first scale of the research questions which is MC. In order to dissect MC in these 
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organisations two main areas, which were identified in the literature review, were 

created, formal and informal controls. 

The basic overarching ideas, which are developed in the theoretical chapter of this 

thesis, in critical theory also provided a drive to the specifics of the internal 

management of the organisations and are also helping create a better understanding 

and clearer connections to the next chapter that deals with the personal relationships 

and friendships of the organisational participants. 

This chapter provides the insights of the internal situation of the organisations, so that 

the next chapter can work with the personal relationships, and mainly the friendships, 

which were developed in these organisations to see if they have an impact on how the 

organisation was managed. 
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7. Workplace Friendships in the case organisations 

7.1. Characteristics of workplace relationships 

In this chapter the personal relationships of the participants are explored in order to 

understand if the friendships, that are the second focal point of this research, were 

developed in the workplace and what was their impact on the MCS and MC in their 

respective organisations. The previous chapter dealt with the management side of the 

sample organisations from the accounting perspective that the researcher has. In this 

chapter, the discussion turns to the personal relationships built in these environments 

and tries to make connections to these managerial and accounting aspects. In order to 

understand the effects of the friendships of the participants on the organisational 

control, the discussion is focused on how the relationships inside of the organisation 

transfer outside of it and if there are changes inside or outside due to the respective 

other. Also, vice versa, the discussion turns the lens over the effect of power and 

organisational culture have on the personal relationships, specifically friendships of 

the organisational participants, as organisational culture can help legitimise control 

(Alvesson and Willmott, 2002), has an effect on MCS and their implementation 

(Birnberg and Snodgrass, 1988; Evans and Tucker, 2015), or even act as control itself 

(Khodyakov, 2007a). Furthermore, it has a closer connection to informal controls 

since it affects social participant interactions in an organisation (Evans and Tucker, 

2015; Henri, 2006). 

During the introduction of this thesis details were given about the ease and rationale 

for the creation of relationships in the workplace and their importance to both this 

research but also as a research topic in general. Furthermore, the literature review 

helped to create a better understanding of the knowledge existing on these matters and 

in which areas the research has gaps to be filled. Workplace is one of the most 

frequent places that friendships happen, since people spend a significant portion of 

their lives there (Nielsen et al., 2000; Robinson, 2016). Research in relationships and 

specifically friendships in the workplace is a very explored issue in other disciplines 

(McBain and Parkinson, 2017; Robinson, 2016), however, it has not been explored 

deeply in the accounting literature nor from a critical perspective (Sias, 2009). This 

research focuses specifically on the friendships that might develop between 

organisational participants (manager-owners and employees) and specifically if MC 
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and MCS block or enable these participants to form these bonds. The way the 

researcher identified workplace friendships for this research is, if the organisational 

participants meet or have social interactions between them outside of the company or 

inside the company during down-time (breaks, periods with less work, celebrations 

and other events) (Chang, 2013). 

Defining friendship in general is difficult and a consensus is not frequently reached 

(Nielsen et al., 2000). One explanation is that it involves a complex part of everyday 

human life and is based on human emotions and cultures that it is not feasible to be 

measured scientifically (McBain and Parkinson, 2017; Nielsen et al., 2000). The 

definition provided by this research may include family and romantic relationships if 

stripped of the organisational context. Thus, additionally, if the organisational 

participants are members of the same family, their internal or external social 

interactions are not considered workplace friendships. This way the researcher takes 

into account only the friendships existing, developed and maintained in the 

organisation. Despite that effect this chapter will develop some of the family 

relationships in the workplace, because in some cases the similarities in the treatment 

of the relationship and the implications it had on the management of the organisation, 

or vice-versa, provided some useful insights towards the questions this project has set 

to answer. Considering that especially Clothing was very focused around the family 

that was managing the organisation and working in some areas, involving some of 

these aspects was close to unavoidable when discussing with these members. 

Furthermore, the matter of trust will be considered when explaining the relationship 

of the organisational participants with each other, be it a friendship or a clear 

professional interaction. Additionally, the level of trust between organisational 

participants has implications towards the way MCS and control developed in the 

sample organisations, (Coletti et al., 2005; Das and Teng, 1998; Gulati, 1995; 

Khodyakov, 2007a, 2007b; Knights et al., 2001; Langfield-Smith and Smith, 2003; 

Mayer et al., 1995; Mollering, 2005; Tomkins, 2001; Velez et al., 2008; Vlaar et al., 

2007; Zaheer et al., 1998). Trust is an integral part in the developing and maintaining 

friendships, both inside and outside organisations (Knights et al., 2001; McBain and 

Parkinson, 2017; Robinson, 2016; Tomkins, 2001), so it is important that they are 

studied together to provide insights. 
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As mentioned in the beginning of the previous chapter and as it became apparent from 

the discussion on MCS and control, the two organisations had a slightly different 

approach when it came to management and culture. This diversity created differences 

in the relationships the organisational participants formed with each other and these 

differences were more obvious between management and employees. In Agriculture a 

large number of employees felt very close to the management. 

Ag7em: I obviously feel them closer, yes. We do not only have a working 

relationship, we also have friendship relationship, so it goes to another part. 

Another employee also mentioned their relationship with the other employees being 

the same and developing in the same manner as their relationship with the 

management. 

Ag4em: My relationships with the bosses were created in the process and 

with all the guys, the relationships are more to the friend, it is not so much a 

working relationship, between owners and employees. 

Furthermore, as mentioned in the previous part and will be explored further in this 

one, the management felt the employees really close to them, enough to call them a 

family. In Clothing on the other hand, the employees, when asked, did not mention 

any connections to the management and the new manager-owner, they rather said they 

are on a good, positive business level with them and talked about their personal 

relationships with the other employees. 

Cl2em: To tell you the truth, in a personal level I have flawless relationships 

with everyone, because after so many years, you consider them your friends, I 

do not have a problem with anybody. 

In both cases the employees were found to have good relationships with each other 

with a few exceptions. They frequently mentioned that their relationships were also 

good with the management, even though the management in Clothing mentioned that 

they tried to keep a distance from the employees, as mentioned in the previous part of 

this chapter. 
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Cl3em: Oh you mean friendship? No, I make sure to keep a position, I have 

that as a principle, I believe I have good relationships with the girls inside, 

but I always have a limit that will not annoy the others, it will not show as I 

do not want them, but I do this in case I say something that might annoy them, 

or bring them in a difficult position, I have the distance and they will not say, 

hey friend why do you speak to me like that? 

When they were asked if they believed that being closer and being friends with the 

employees working in production would mean that they would make different 

decisions from their position and they would manage things differently, they agreed 

with that statement. 

Cl3em: I think that I would not have the courage to say a few things that 

bother me in work. Yes. I always keep a distance, even with my neighbours, 

there is always a limit. Friendliness, but not further than that point, it is more 

of a collaboration, they are colleagues. 

Giddens (1990) argues that in modern times the opposite term to friend is no longer 

foe or enemy as it was previously, but rather it is colleague, somebody we know and 

associate with, but do not share strong trust or experiences with. This comes clearer 

from the quote above. There were also reports from the same organisation and even 

members of the same family that managing the organisation involving their broader 

family made it challenging. Even though this is not directly a part of the friendships 

aspect that this project is exploring, this statement shows that relationship building or 

existing in the organisation might hinder the managerial decisions and controls, as it is 

also argued by Sias (2009). In Dellaportas (2019) it is argued that distancing and 

detaching from relationships with the employees the management can make rational 

decisions for the organisation. However, it is also argued that this detachment can 

create a negative environment to the employees (McBain and Parkinson, 2017). 

Furthermore, if the managers are sceptical about employing a member of their own 

family, where their bond is stronger, they are supposedly more inclined to not create 

bonds with their employees inside and outside of the organisation because of that 

would also create tensions in the working environment and also might cloud the 

management’s judgement on some decisions, while also force them in decisions that 

are not beneficial to the organisation in order to maintain a good relationship. The fact 
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that the managers thought that they would make better decisions by distancing 

themselves is also what Deetz (2005) argues from a critical perspective is the 

dominance of technical rationality in management of organisations and accounting 

that is always important to think beyond emotion or other external influences and 

thinking has to be based on practices and validated research methods. Sias (2009) 

takes this a step further speaking of relationships and friendships in the workplace and 

how that dominance of rationality can block and suppress connections of 

organisational participants in favour of rational decisions. Such is the case here with 

the managers in Clothing, which again can be placed in the structures and hierarchies 

that the management team had established in their minds and forced in the 

organisation. Even though, as it will be shown later, this caused issues in managing 

the organisation and as found in the MC and informal control literature, it caused 

them to have to rely a lot more in formal controls due to lack of socialisation and 

social controls (Durendez et al., 2011; Khodyakov, 2007b; Lopez and Hiebl, 2015; 

Langfield-Smith and Smith, 2003; Mayer et al., 1995; Tomkins, 2001; Velez et al., 

2008) Controls to which the employees did not respond well to. 

The managing style in Clothing is hierarchical and pays attention to structures and 

performance. Even though the employees had a good relationship between them and 

were positively preoccupied to create good and lasting relationships with the 

managing members, the latter in the name of better management and decision making 

refused to get closer to them. 

Cl11ma: It is negative that relatives are in a company […] (us) three siblings 

are in the same level. Tthere are some others that are relatives, but are just 

working for us. That creates bad situations everywhere, even elsewhere, 

because with these people you associate outside. It is totally different if your 

colleagues are only in work, if they are also outside of work, it creates a 

problem, either positive or negative, which you cannot even manage 

correctly. Because, you know very well how you will behave towards your 

employee, but it is difficult to behave the same towards one of your relatives. 

Then the researcher asked the manager if they took different decisions and changed 

their direction of their management due to their relatives being part of the employee 

personnel. 
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Cl11ma: Yes, of course. Certainly, if you ask that for me, yes. 

The culture considering human relationships in each organisation is obviously 

different. Social events might be the cause of this difference or the lack thereof in 

Clothing might be a result of the specific position its managing members have 

towards staff. 

In relation to creating friendships and how that impacts the workplace, McBain and 

Parkinson (2017) make the case for detachment, where one party is trying to keep an 

emotional distance between them and the other party/parties. This can cause fear of 

attachment in the organisation, which consequently causes lack of trust in the 

workplace and lowers morale, teamwork and satisfaction (McBain and Parkinson, 

2017). However, Dellaportas (2019) argues that distance in the relationship of 

managers and employees can result to more rational decisions, something that the 

management team in Clothing was trying to achieve with that behaviour. 

The observations showed two different situations concerning the atmosphere when the 

manager-owner or members of the managing team entered the work-floor. In the case 

of Clothing, where structures were more visible and forced and hierarchies were 

clearly in place, when managing members were in the work-floor their intent was to 

monitor, control and assign work. In this case the employees, even though they 

claimed to have a friendly relationship, or “feel them as (their) own people”, they 

tensed up, worked more focused without conversing with each other. The supervising 

members in production assumed a more active multitasking role, even though their 

role was already very active, under the eyes of the managing members, they worked 

more with their colleagues and tried to organise the workplace more. If the 

relationships between managers and employees were to be called friendships in this 

organisation, there could be filed under what Robinson (2016) calls friendships of 

mutual advantage, or what Nielsen et al. (2000) calls instrumental friendship. 

Taking under consideration the detachment argument from earlier, the management 

was trying to maintain such a climate in order to make rational decisions easier 

(Dellaportas, 2019). However, this situation led the organisational participants to be 

less satisfied with their work and work environment, which is in line with the 

literature (Feeley et al., 2008; McBain and Parkinson, 2017; Nielsen et al., 2000; 
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Robinson, 2016). Despite the low satisfaction with the environment, the employees 

were very devoted to the organisation and as explained in the previous part of this 

chapter they were willing to commit to extra work in order to keep the organisation 

running. This is due to the feeling of belonging made by the group friendship created 

in the workplace between employees (McBain and Parkinson, 2017; Nielsen et al., 

2000). This common ground of the employees was identified as their local culture 

transferring into the organisation and for this specific context it is difficult to strictly 

place the lines between that and friendship, since most of the characteristics are 

similar, high trust, regular interactions, social exchanges, genuine care for the others’ 

wellbeing (Robinson, 2016) and most of these passed both in the organisation and 

outside in the area that the employees were living. It cannot be named organisational 

culture however, because it was not shared by the management of the organisation 

and not even all the employees, even though partially it bore some of the values that 

the previous manager-owner was trying to place in the organisation. 

Arguably, in Clothing the employees shared a friendship with each other and 

consequently high levels of trust, but these did not continue towards the management 

and the boundaries between the two were obvious. That does not mean trust did not 

exist in Clothing between managers and employees, although the existing trust 

differed from that in Agriculture. In Clothing trust was more institutional (Khodyakov 

2007b), contractual and competence based (Langfield-Smith and Smith, 2003; Velez 

et al., 2008), but lacked the thick trust (Khodyakov 2007b) which develops between 

friends. In such a situation the management had to rely on more formal structures and 

control systems to maintain control of the organisation (Velez et al., 2008). 

In Agriculture the culture created by the manager-owners was not to force structures 

and MCS. Thus, MC was less enforced in the organisation and instead of monitoring 

was replaced by high levels of trust from management and administration to work 

floor employees (Mollering, 2005; Velez et al., 2008). This, seemingly, loose 

situation, created an environment in which organisational participants felt very close 

and free to form stronger relationships. Furthermore, through that relationship the 

employees had no change in behaviour when the manager-owner was on the work 

floor and the manager-owner was sometimes performing manual tasks himself. This is 

in line with Feeley et al. (2008), where they argue that management may condone and 
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promote friendships to increase happiness, commitment and satisfaction. Finally, the 

bottom-up feedback in the organisation was easier and more straightforward, as 

employees did not feel frightened or restricted from sharing their satisfaction or 

concerns with the manager-owners. Employees had personal relationships, that could 

be named friendships in the scope of this research, with both the previous and the 

current manager-owner in Agriculture. Again, the thick trust (Khodyakov 2007b) 

generated from the manager-owner in Agriculture created openness (Zaheer et al. 

1998) and worked as control itself through a social structure (Khodyakov 2007a; 

Mollering 2005), or formal coordination (Velez et al., 2008; Vlaar et al., 2007) as the 

formal MCS were less evolved. As mentioned in the previous chapter the close 

relationships in the environment of Agriculture were creating a more cooperative 

atmosphere, which could be a way for more empowering environments in SMEs. 

The differences mentioned here are made clearer in the parts that follow, since they 

show in detail the treatment of the personal relationship of the organisational 

participants, while also shows the circumstances that made these develop over the 

years. The following part shows if the employees of the organisation knew anyone in 

the organisation before they entered and how that helped them integrate in there. The 

next two parts follow a fundamental aspect in both building these relationships, but 

also fundamental towards the definition of this project, in the organisational events, 

inside or outside their facilities, and most importantly, if the organisational 

participants met outside the organisation on their own beyond professional reasons, 

for leisure. Then two parts follow that show the disposition of the participants, 

especially the employees, towards the organisation. These show how they felt about 

the organisation itself on the first part and then as a second part, how all the 

organisational participants treated any arguments that might happen when working, 

both on managing the situation, but also how it made them feel. Finally, a summary of 

this chapter that focuses on the friendships and personal relationships of the 

organisational participants will follow, in order to finalise the remarks of both this and 

the previous chapter and lay the groundwork for the discussion chapter that follows it. 

7.2. Knowing someone in the organisation 

It is important to mention that a large percentage of the employee basis in both 

companies already knew someone in the organisation before getting employed there. 
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In the case of Clothing, since the facilities were built in the outskirts of Thessaloniki, 

most of the employees were hired from a small prefecture nearby. The organisation 

was also quite old and known in the area, so the employees even knew rumours about 

it before being employed there. The employees knew each other from living close by 

and shared the same culture and similar upbringing, which meant that they already 

shared lifestyles. Some of the employees even had members of their family working 

in the organisation before or with them. 

Cl1em: Yes, both my mother and my sister were working here. 

Cl4em: Since ’79. My sister used to work here. And through her I came here 

as well. 

In Agriculture, some of the employees were already part of the organisation before it 

moved to the location that it has been for the longest time and the location the 

researcher conducted the observations and interviews in, but some of the employees 

had an acquaintance that introduced them to the company, before or after the move, in 

either the administrative part or the work floor. 

Ag4em: If you have a person you know in a job, it is different. But of course, 

after that, with time, we have met with and know all the guys here, but in the 

beginning there is always, someone known, a friend, a cousin or whatever 

else. 

This recruitment process created a familiarity with the place and the people and also a 

level of trust from the management towards the new employee, since they had been 

recommended. The recommendations made recruitment interviews useless and in both 

organisations the managing staff had barely ever conducted one.  

Ag2MO: And as usual, if we need a person and a person comes in, most of 

the times it is someone known. That means that someone from in here is a 

guarantor for them. 

As explained in the previous chapter knowing someone in the organisation generated 

a certain organisational culture for both organisations, while it also helped the new 

employees to get introduced faster to that organisational culture, depending on how 

close the participant was to the person they knew inside, and how many people they 

knew in the organisation beforehand. Organisational culture is argued to help 
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participants adapt to control (Alvesson and Willmott, 2002; Henri, 2006; Ladva and 

Andrew, 2014), as much as shape and implement controls (Birnberg and Snodgrass, 

1988; Evans and Tucker, 2015), while also it is argued that informal controls can 

introduce participants in the organisational culture (Davila, 2005). 

However, there is no research implying that all of the above cannot be happening at 

once in an organisation for different organisational participants depending on their 

individual situations, which seemed to be the case in both the organisations. The 

employees got familiar with the MC quicker due to this fast introduction to the 

organisational culture, even if some of the literature suggests that organisational 

culture has sparse connections to MCS (Bhimani, 2003), the situation in the two 

organisations supports the findings of Henri (2006; also Langfield-Smith, 1995, in 

MC Otley et al., 1995) that organisational culture exists and connects a lot of aspects 

of the organisation. 

In Clothing specifically, the trust built between the employees created their 

organisational culture and especially the trust they shared towards the previous 

manager-owner made the MC from the new management team more difficult to come 

by. Since the new management had less time to build trust with the old guard of 

employees and also did not try to come close to them and create friendships that 

would help generate trust (Khodyakov 2007a, 2007b; McBain and Parkinson, 2017; 

Nielsen et al., 2000; Robinson, 2016), they relied on more formal tools instead of 

informal, social controls (Khodyakov 2007a, 2007b; Mollering, 2005; Vlaar et al., 

2007). Thus, knowing someone in the organisation beforehand helped cultivate a 

certain organisational culture, which afterwards generated connections into how MCS 

and MC in general was applied in these organisations. It thus helped towards the 

reification of the systems and MC, while minimising the resistance that can be created 

from such tools (Deetz, 2005; Ezzamel et al., 2001).  

In Agriculture, the participants had connections with each other from outside the 

organisation before they were recruited, but some of them specifically called these 

relations a friendship. 
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Ag5em: Some of them existed from before, before I came to the company and 

some of them developed here. 

Furthermore, according to the quote above, friendships were created during their time 

in the organisation. This is expected as most of the literature in workplace friendships 

argues that it is one of the most prevalent places to create friendships as an adult, 

since adults spend a significant amount of their time there (Knights et al., 2001; 

McBain and Parkinson, 2017; Robinson, 2016; Tomkins, 2001). In both 

organisations, the organisational participants not only came in the organisation 

already knowing someone, but that also led to creating further connections and 

friendships during their time there. These connections made the employees easier to 

trust in the organisation, its management and its culture, seeing that their friends, who 

most of the times had been working a long time in there, suggested they come work 

with them as well. 

As most of the employees stayed with their organisation for very long and were 

willing to overwork for the sake of the wellbeing and going concern of the 

organisation and its participants, it is safe to say that it created a long-term 

commitment to the organisation. This bond with is found frequently in research 

(Feeley et al., 2008; McBain and Parkinson, 2017; Nielsen et al., 2000; Robinson, 

2016) and specifically it is found that it is the number of peers an employee considers 

friends that creates a long-term commitment to the organisation and not how deep that 

friendship is (Feeley et al., 2008). This initial positive attitude towards the 

organisation from the friend inside the organisation created an initial trust from the 

side of the new employee and also made the participants more susceptible to any 

control tools set in the organisation, thinking them as part of the culture, as “how 

things work here”, as they are trying to fit in and not break the status quo. The 

common acceptance of norms and the normalisation of activities, while also 

generating a feeling of belonging, trust and reciprocity in the work of McBain and 

Parkinson (2017) is identified as group friendship. It is also mentioned that such 

groups can develop individually in units of a large organisation, but in the sample 

cases here, the number of people does not allow for such units, rather individual cases 

of employees or managers that chose to be detached from the whole. 
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The group of people that were admitting to all of the above and shared the mutual 

activities and feelings were a group of workplace friends, but since that was a 

significant portion of the organisational participants that friendship facilitated the 

organisational culture. Thus, the lines as to what was considered what were blurry in 

both organisations. In Clothing mainly at the production level, while in Agriculture all 

over. As in Clothing so in Agriculture, this easy entrance to the organisational culture 

and the ‘way things work here’, allowed for an easier introduction to the ‘natural’ 

flow of control, systems and management ways. As seen in the theoretical part of this 

research project these aspects are not natural and they are to be questioned by 

employees instead of naturalised and amplified through becoming personal (Deetz, 

2005).  

Even if Agriculture was a special case since the management had changed and for a 

while the employees could set their own management guidelines, some aspects of 

control remained prevalent even in that time. The trust built in the previous 

management and the will of the workforce to keep the organisation alive even without 

leadership transferred in with the new management and was passed upon to the new 

employees that were recruited after that point. This is in line with what Mollering 

(2005) argues that social structures have their own way of managing levels of trust 

and control, while at the same time trust gains control-like qualities in such structures. 

They specifically make the connection of an organisation and a family, when in a 

precious part of this chapter it has been shown that the employees in Agriculture 

perceived the organisation as a family. 

Despite the positive connections made from knowing someone in the organisation 

before joining the organisation, an employee in Agriculture commented on the 

possible negative sides. 
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Ag3em: Yes, I already knew someone in the company, that is why I came. 

From a known person that is, not from an advertisement. […], but in 

retrospect that binds you. I do not know what is best, if you go from someone 

you know, or if you go by yourself and prove your worth and you move on 

and claim things. Because it is another thing, going to someone, where they 

think that they are doing a favour to you, while you are trying to prove 

whatever, so you do not claim things in the sense that, they are doing me a 

favour, I should not say anything, or going somewhere alone and earn your 

worth, and I think there the relationship is healthier, but the Greek market 

has more family relationships and family businesses, rather than other types 

of companies. 

The employee went on to explain that they felt as if they owed something back to 

their inside-contact in the company because it was due to them that they received the 

job. They explained that they felt as if they did not have the right to demand changes, 

raises or promotions because they were indebted to the organisation for employing 

them due to a referral and not from the normal means, by being the best for the job. 

Even though the management might value integrating the employees in the culture 

more than other qualifications, especially for positions that are not highly technical, 

this employee still believed that they could be in a less favourable position from a 

person that joined from an advertisement and can prove themselves. In addition to 

that, they felt as if they had to prove themselves constantly to both justify the choice 

from the employer and also validate their friend’s reference. Under this perspective, a 

workplace friendship instead of a feeling of support and safety (McBain and 

Parkinson, 2017; Robinson, 2016), it creates a questioning of self-worth and a feeling 

of uncertainty. 

This was not shared by any other employees, but rather a very similar sentiment was 

formed from the management in Clothing, where the family members were not fond 

of having family members in the company and preferred their employees to be from 

the outside. The family members would need to prove themselves in order for the 

managing members to recognise their efforts, and even then, the managing members 

in Clothing argued that there would be a problem in decision making, since they 

would not want to take harsh decisions towards their family members to avoid 
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external conflict with them. Again, questioning of self-worth and a feeling of 

uncertainty might be generated in the family members that are not part of the 

management team. Thus, knowing someone in the organisation may be a good 

introduction to organisational culture and group friendship (McBain and Parkinson, 

2017; Nielsen et al., 2000; Robinson, 2016), while generating feelings of trust towards 

the employees peers, which help with engaging in the organisational activities 

(McBain and Parkinson, 2017; Robinson, 2016) and accepting MCS in place (Velez et 

al., 2008; Vlaar et al., 2007), but if that friend or family are a referee, the employee 

might feel unworthy and in need of approval, which might generate feelings of 

detachment towards the management. 

7.3. Company Events  

The researcher was present in a celebratory event in Agriculture and observed the 

organisational participants as it was happening. The celebrated occurrence for the 

event was the birthday of the manager-owner and it was also combined with the 

general atmosphere of the Christmas period at the time. The event was simple, and it 

took place on the organisation’s grounds. A barbeque was set just outside the facility 

and the table was set inside under the offices. All of the organisational participants 

contributed in a way in organising the event, from management and administration to 

supervisors and employees, all had a task to do. This collective preparing of the event 

increased the team’s spirit of the participants. Collective participation of both the 

manager-owner and the employees in non-organisational events brings the manager-

owner closer the work-floor in many ways and also helps build trust (McBain and 

Parkinson, 2017). 

The employees mentioned a few times that the manager-owner felt really close to 

them in Agriculture, while in Clothing the employees felt much closer to the previous 

manager-owner, who organised and was present at such events, rather than the new 

management. After all the preparations for the event were done and the food was 

served all of the organisational participants in Agriculture sat around the table and in 

addition to the individuals working in the observed wholesale plant itself, the other 

owner of the organisation, who operates the retail store in the center of town, along 

with the one employee who is stationed there, closed the retail department for that day 

a little earlier in order to participate in the event themselves. Even though the one 
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owner was physically away from where the larger number of employees were, 

between the retail and wholesale facilities, they shared a very warm relationship with 

each other. That shows that even if the physical distance is high there can be close 

relationships, which considering the power and control the manager-owner had over 

the employees should have created more distance between them (Quattrone and 

Hopper, 2005). 

Furthermore, the employee from the retail department brought their family with them 

to the event, and both their family and the organisational participants seemed to be 

familiar with each other. Familiarising oneself with another’s family is a great level of 

affect and familiarity (Chang, 2013) and the fact that the employee felt that it would 

be a good environment to take their family at shows the close bonds they shared with 

the other organisational participants (Chang, 2013). This event was not an 

extraordinary occurrence, but it brought the managers closer to the employees and 

vice-versa. The interaction between the participants were very natural and it was, as 

they said a few times themselves, like a very large family, something that was 

mentioned by the manager-owner of the organisation and a number of the employees, 

this implies a high level of trust through the social connection that these people shared 

(Khodyakov, 2007b). Here, the connections between the organisational participants 

towards what is defined by this thesis as friendship were much clearer than in 

Clothing. However, there were some inconsistencies in the reports in terms of the 

frequency of these events in the interviews, which will be discussed further in the 

limitations part of the concluding chapter. A member of the administration team said 

that there was only that one event and nothing else during the year, while a member of 

staff, although mentioned they are infrequent, they said that there might be one or two 

more of these during the year. 

Ag1em: No. Once per year, during the Christmas period. 

The same employee was asked if there was a particular reason for the event happening 

only once per year at that time. 
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Ag1em: Yes, because the manager of the company has his birthday and he 

celebrates his birthday like that. 

Another participant however, noted that there are various events like that during a 

year and that they also go out on these occasions and not only organise them in the 

organisation. 

Ag6em: When someone has their birthday we will gather, pool in some 

money, we will go out grab some meat, we will stay after work and we will 

celebrate it all together. We try to be close. It ties up the team more. For 

example, we will cut the pie in a few days (Greek tradition for the new year), 

we will again gather and go out all together for food. We are a bit more into 

trying to have a good relationship between us, we try to have a bond. 

The trust implications coming from the internal events in Agriculture are clear. By 

organising certain events internally on various occasions and allowing for every 

member of the organisation to be part of it, it created a bond, as Ag6em mentioned, 

which in turn made trust between organisational participants stronger. This has to do 

with both the organisational and social culture, which helps in cultivating trust 

between employees and manager-owners (Das and Teng, 1998; Khodyakov, 2007a, 

2007b; Knights et al., 2001; Tomkins, 2001), but also the trust created between 

friends and group workplace friendships (McBain and Parkinson, 2017; Robinson, 

2016; Sias, 2009). This also stems from the Greek culture, since sharing food with 

someone is one of the most basic forms of creating a bond and there are many 

proverbs that signify that (Zografakis, 2020, from Greek Folklore Museum, 1890). 

Furthermore, organising the event and having all of the staff take up tasks to its 

completion generated a collaboration and communication between employees from 

various departments and a more direct connection of the employees with the 

management (McBain and Parkinson, 2017). Information paths become more obvious 

to employees and the organisational participants are more familiar with each other, 

thus they find it easier to talk to each other, while also, despite it being a light-hearted 

event, it is also an exercise of co-ordination (McBain and Parkinson, 2017). 

Such events used to occur in Clothing as well. There, they were more luxurious and 

the organisational participants that took part in them spoke about them fondly. They 

were also made as organisational social events that were once again focused around 
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the previous manager-owner’s initiative. However, it is difficult to make assumptions 

about their nature, because the researcher was not present in any of them. The events 

that were happening on organisational grounds could have the same implications as 

the one the researcher was present in Agriculture did, but the ones that were 

happening outside at taverns or night life (see quotes below) definitely had a more 

formal organisational event form. 

Cl1em: We used to do dress up parties up one floor, there was a smaller 

business on that floor. We did dress up parties, they used to barbeque, when 

there was a wedding, they used to roast lambs here, that means we had fun, 

alright, [the previous manager-owner] was another kind of person. Very 

good person. He would take us out, once per year, to a tavern. 

Another participant also noted that these organisational events did not happen only on 

the organisational grounds, but they would also gather outside. 

Cl4em: Yes, we had a party once, [the previous manager-owner] would take 

us to [Greek nightlife], when I was really young, we did various events. 

While the accountant of the organisation, who was stationed remotely in the first 

years of the organisation’s running, mentioned that they would visit when such events 

were happening. 

Cl10em: I would only come here when the events were happening, when he 

took out the staff to dinner, do not forget that at that time we had 50 people 

employed. There was a different breadth then, other revenues, another 

picture. There was prosperity. 

However, the events seemed to have stopped a long time before the researcher got to 

the organisation for the field study. The amount of time that the events had stopped 

was so long before that even participants entering the organisation 15 years prior to 

the interview and observation period did not know or just had heard about them. 

Furthermore, there were additional events that had happened multiple times in the 

past that had stopped even longer before that as it is shown from the quote bellow. 
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Cl12em: Yes, there were, […] I remember [the manager-owner] would take 

the girls out here in the area and we ate really well and we would dance 

towards the end and so on, and from what I have been told they used to go 

some field trips in the past, but I did not catch these, because I came here in 

’96. 

The events stopped happening long before the change in management and even before 

the financial crisis of 2009 hit Greece. The current manager-owner of the organisation 

explains why these events stopped happening. 

Cl6MO: These have stopped now. There were two types of events back then. 

It was the in-company events with the employees. There were some events, for 

example in the first of May, some dinner outside in the countryside, or in the 

beginning of the summer a trip to a neighbouring prefecture. But back then 

the amount of personnel was large here and there was the driver here that 

made the communications, that is he brought it from downtown in a van. 

Slowly, these stopped. Then, there were, until one point, again in the good 

decade ‘80s-‘90s, the good decades there were the external to the company 

symposiums with the clients. Now, the past few years, these do not happen, 

because of cutting expenses, mainly that. 

As the manager-owner mentioned the events were reduced as the market for clothing 

artisans in Greece was diminishing and the “golden age” was going away, along with 

the financial crisis in the late 90s and start of 00s (Buhalis and Deimezi, 2003). Thus, 

the financial situation of the organisation was hit for the first time and the most 

obvious cost cut was these events. Despite that change, the events still made the 

employees regard the previous manager-owner highly and have less of a connection to 

the newer management. It became more apparent and from the interviews that the 

employees regarded the previous manager-owner highly and they felt close to him 

much more. This fondness and friendlier connection was also followed by a feeling 

that the environment of the organisation was better. That might be explained as the 

friendships with both the employees and the manager-owner made the work 

environment more pleasant (Feeley et al., 2008; McBain and Parkinson, 2017; 

Robinson, 2016), but it could also be that the large number of employees meant more 

opportunities to find friends (Feeley et al., 2008), or it could be completely detached 
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and just be a feeling generated by the prosperity of the organisation at the time as 

mentioned by the accountant Cl10em. Clearer is the fact that the employees felt less 

satisfied with the current situation, when there was a large drop in the employee base, 

so a lot of them had lost a few friends (Feeley et al., 2008) and their peers and 

especially management was less close to them (McBain and Parkinson, 2017; 

Robinson, 2016). Furthermore, the employees felt safer, supported and their work 

acknowledged in the organisation with the previous manager-owner, which is directly 

in line with Kahn and Heaphy (2014), who found that a positive relationship between 

management and employees can lead to such feelings.  

In both cases the social events helped align organisational culture through 

communication and also generate individual and group workplace friendships in the 

organisations and made the employees come closer together and with the 

management. In Agriculture the internal events created a better coordination between 

participants as they were all involved in also organising them, which in advance 

meant better opportunities for MCS to develop in the organisation (Velez et al., 2008; 

Vlaar et al., 2007). The events also brought the participants closer and enhanced their 

personal relationships, which allowed for better trust building and later faster and 

effective coordination and information sharing between them (Das and Teng, 1998; 

Khodyakov, 2007a, 2007b; Knights et al., 2001; McBain and Parkinson, 2017; 

Nielsen et al., 2000; Robinson, 2016; Tomkins, 2001). 

In Clothing on the other hand these events meant that the manager-owner of the 

organisation was establishing themselves more as a leading figure and creating 

opportunities for better management through trust towards themselves, since they 

were organising the events and making all the decisions, which meant that they were 

the central figure of the organisation, which made a clear distinction in the hierarchies 

and the power levels involved. This type of relationship even though deep enough to 

be consider a friendship, it was more instrumental (Nielsen et al., 2000), with mutual 

advantages to gain (Robinson, 2016), but the trust generated was not on the 

institutional, contractual, or thin level (Khodyakov, 2007b; Langfield-Smith and 

Smith, 2003; Mayer et al., 1995; Tomkins, 2001; Velez et al., 2008), rather it was 

thicker, which made the employees committed and satisfied with the organisation 

(McBain and Parkinson, 2017; Nielsen et al., 2000; Robinson, 2016) and more 
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engaged and willing to cooperate with the coordination tools (Velez et al., 2008; 

Vlaar et al., 2007). Furthermore, these events still helped employees create bonds with 

each other and generate better coordination through friendships, familiarity and trust, 

which would lead to a code of communication and faster, efficient information 

sharing (Das and Teng, 1998; Khodyakov, 2007a, 2007b; Knights et al., 2001; 

McBain and Parkinson, 2017; Nielsen et al., 2000; Robinson, 2016; Tomkins, 2001). 

However, as seen previously, some of the employees already had such connections 

from sharing their local friendships and local culture. 

Both of the approaches from the management teams of the two organisations allowed 

for trust to develop in the organisations and the employees to generate an 

organisational culture and create workplace friendships both individually, amongst 

them and between them and the management, as well as in groups. Looking at these 

events from the perspective of both Ladva and Andrew (2014) that MCS are respected 

from participants as part of the organisational culture, but also with Khodyakov 

(2007a) and Evans and Tucker (2015) that organisational culture becomes somewhat 

of a social or informal control in itself, the question becomes if the management was 

using their close connection to the employees and their social connection through 

these events them to monitor some aspects of their work, through gossip, or other 

informal social interactions with them, while passing that as part of their normal 

interaction on a daily basis. Through these social events and the connections, the 

employees created with each other and with the management a lot of similar chances 

for social control can be created, while also the aspects mentioned earlier about 

information sharing and networks becoming faster and more efficient also help the 

organisation and management’s goals. 

It is unclear what the intentions of the previous manager-owner of Clothing were 

when organising such events, while the one in Agriculture, even though he had a 

focus on bonding the team, they were mainly aiming to have a good time. However, 

in both cases if these events were used to promote better control and performance in 

the organisation, it is the first clear connection that social controls help promote 

friendships in the environment. Furthermore, in both cases these connections and the 

satisfaction received, both from them and the fact that the company cared for the 

employees to make events for them, further pushed that loyalty that was discussed 
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earlier. These events were another reward system for the employees that was not a 

formal one and no single employee mentioned it as a reward because it was not 

explicitly tied to performance. Although, as it is obvious from the case of Clothing, 

performance of the organisation really did matter in arranging these events, despite 

not having an individual performance character. In either case, these events helped 

satisfy the employees for many years and made them care about the organisation, 

which later allowed for a voluntary suppression of their interests for rewards, normal 

working time and flexibility in favour of the organisation’s survival (Deetz, 2005; 

Sias, 2009). However, the different approach created a problem in the heritage of the 

management-ownership in Clothing, as the management team in order to make more 

rational decisions chose to be detached from such relationship (Dellaportas, 2019). 

Results of a follow-up field study of the organisation could reveal insights on the 

effects of this detachment to the employees’ loyalty and the organisation’s state or 

their rationality in decision-making. 

7.4. Organisational Participants Meeting Outside 

The two organisations also had differences in how the organisational participants 

were interacting outside the organisation. However, in this case Agriculture 

employees had less interaction than Clothing.  

Cl1em: Outside, you will even see us, go out, have a coffee together, it is 

different. If you do not have relationships, you cannot cope in here. Since, if I 

do not talk to you, the time during work does not pass by. You must have 

relationships. 

This quote is in line with Chang (2013), that people who work together for many 

years cannot help but develop a close relationship with each other, even if that does 

not evolve in a friendship and trust and affection is not high. The employees in 

Clothing had a good communication with each other and as mentioned in the previous 

part most of them were also living close by in the same area, so they had frequent 

interactions outside of work. That created good relationships for them inside of work 

and a more efficient work environment, but it also brought their social culture from 

outside into the organisational culture. 
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Cl5em: With these specific people, we do not meet outside of work frequently, 

say in the whole year about 10 times. But it is very pleasant, because we have 

a code of communication all day. We say a few words and we know what they 

mean, there is a whole story behind that, we have a good time. Of course, I do 

not go out with everyone. 

This is in line with what Nielsen et al. (2000) argues, in that workplace friendships 

can increase teamwork and allow for teams to be working together more effectively. 

These people had created their own code of communication to be short and efficient, 

both through the years of working together, but also from being friends outside of 

work for a long time. This friendship further enhanced their communication (McBain 

and Parkinson, 2017). The quote above also shows that the employees had specific 

people they wanted to get to these gatherings with and they were mainly employees 

they were working with and not members of the management. Here friendship, even 

though done in a group it was also done in units, since employees of the same 

department, or from the same location, which meant that employees that were not 

from that area could have detachment issues (McBain and Parkinson, 2017). 

Cl12em: It is because I have a very good relationship with them and with two 

or three of them we hang out outside of work as well. We hang out, do not 

imagine that we go out a lot, but up to 7 times a year we will go have a drink 

here in the village, because they have some really good places. With the girl 

in the ironing department we even go to some field trips to various 

monasteries, to various like, we have an especially good relationship and 

with all the girls however, I have never fallen out with any of them. 

Furthermore, some of the employees seemed to have a better relationship with each 

other and engage in other activities than just meeting in restaurants or cafes. The 

management team in Clothing did not mention meeting any of the employees outside 

of work and they were not found interacting with them during down-time, however, 

since most of the management team itself was part of the same family they had a lot 

of interactions with each other outside the organisation itself. This created a situation 

in the organisation where the management team had more interactions with each other 

and so did the employees and the organisational participants despite having grounds 

to communicate were separated. 
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A similar situation was created in the management in the sample of Chang’s (2013) 

research, where the managers of a Zambian organisation shared friendships and high 

levels of trust, while the employees did not. However, contrary to that research, here 

the employees also shared high levels of trust with each other, but the organisation 

was split in two groups. This situation generated issues in the organisation, when the 

new management was trying to renew some of the formal MCS in place, since social 

and coordination controls were not utilised the employees felt it as a change to the 

culture and a potential threat to their group friendship. While the employees trusted 

the management team to value the organisation, they did not trust that they would do 

so maintaining the ways of the previous manager-owner, which might lead to change 

in their organisational culture and potential loss of their group of friends, thus trust 

and distrust coexisted in the organisation at the time (Vlaar et al., 2007). It could be 

argued that the employees were just resisting new implementations of systems as it 

usually happens (Collinson, 1994; Ezzamel et al., 2001; Ezzamel et al., 2004; 

Fiondella et al., 2016; Jermier et al., 1994; Laughlin, 1991; Nystrom, 1977). 

However, the argument could be taken one step further and make a connection 

between trust and workplace friendship developed between management and 

employees and the amount of resistance generated in the department or organisation. 

The in-group mentality worked here for applying and resisting MCS and hierarchies 

in the organisation (Bourantas and Papadakis, 1997; Giousmpasoglou, 2014), as the 

managers were family and had their own group, which was detached from the 

employee friendships and local culture. That allowed the managers to go on with their 

‘objective rationality’ when making decisions and developing systems (Deetz, 2005; 

Sias, 2009), but it also allowed the employees to be equipped to have the necessary 

connections to resist these changes (Collinson, 1994; Ezzamel et al., 2001; Ezzamel et 

al., 2004; Fiondella et al., 2016; Jermier et al., 1994; Laughlin, 1991; Nystrom, 1977). 

Additionally, the employees in Clothing knew that the financial situation of the 

organisation was difficult, so the management had to make redundancies. From the 

perspective on internal relationships these redundancies had two implications. The 

detached management had an easier time picking the employees with an objective eye 

(Dellaportas, 2019), deciding which employees were less effective and which 

positions were no longer needed for production to function properly. On the other 
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hand, the employees having a close connection to each other and seeing the 

management firing their friends created a greater space between them and the 

management, lowered their happiness in the organisation, made it more possible to 

quit themselves and made them feel unsafe in their work environment (Chang, 2013; 

Feeley et al., 2008; McBain and Parkinson, 2017; Nielsen et al., 2000; Robinson, 

2016). Therefore, in this case MC, trust and friendships were all intertwined and 

played a role in how the organisation was managed and the resistance the employees 

showed towards any change. 

In Agriculture the organisational participants, despite having a very close connection 

to each other, and with the internal events solidifying that connection even further, did 

not have many interactions outside of the organisation itself. However, there were 

some reports that such gatherings used to happen in the past but were no longer 

happening. The organisational participants in Agriculture needed some special 

occasion, a celebration, to meet each other outside of the workplace. On the question 

if they met with other employees outside of the working hours on non-organisational 

grounds, they firmly denied it, while following up with elaborating why that was not 

happening. 

Ag1em: Outside, no. No. […] It is just that we have not organised that. We 

are only here, our meeting is here. But generally the company is a family 

business, it is not impersonal, it is as if we are all one family. And we are all 

many years in here. 

Another employee mentioned that despite not meeting outside, their relationships 

were in a good state. 

Ag3em: We do not go out usually. Despite the years, we will not go out, it is 

very rare that this would happen. However, the relationships are good. 

One main difference between the employees in Agriculture and Clothing was that the 

employees lived far from each other and that hindered their outside of work frequent 

interactions. Although such meetings were not frequent or a thing of the past the 

employees had created and established a good relationship with each other in the past 

through any of these infrequent meetings outside. Additionally, since most of the 

employees in the organisation were employed there for more than 15 years, they had 
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all probably attended in one or more of these events, so they had a connection towards 

how their colleagues were outside the workplace, which goes back to the argument 

that people that work together for a very long time will develop a friendlier 

relationship with each other even if that is minimal (Chang, 2013). Just in this case 

the organisational culture and the environment was made as such that these 

relationships did not stay in a minimal level. 

Ag4em: Okay, we live a bit far from each other with most, we are not in the 

same area, so that we meet frequently. When we stayed close with a colleague 

we used to hang out in that same area we lived, otherwise we used to say, 

today we will go have a drink after work, and 4-5 people would come, but one 

could not make it, because everyone has their obligations, but we have 

created that relationship even outside of work, added to what we do in here, 

which are the established in Christmas, Easter, celebrations etc. 

Furthermore, another big difference between Agriculture and Clothing was the fact 

that the manager-owner of Agriculture was also part of any meetings that would be 

made outside the organisation’s grounds, according to their own reports. 

Ag2MO: When someone from here has an event outside or they are 

organising an event outside, they obviously invite the rest of us. 

However, the employees did not validate that, but were very open to the idea of them 

being there in the case of such a meeting or event. 

Ag3em: Yes, I do not meet, however, our relationships are very good. I think 

myself very lucky from the matter of treatment from the bosses and 

understanding and whatever. And of course, if we were to meet outside, I 

would have a great time again. It would not be that I would say, oh no, the 

bosses will be there, we are not going out, rather the opposite, if it were to 

happen of course, because we all have different obligations. 

Thus, not only were they present in any organisational events that were happening on 

the work grounds, which would be more obvious and even compulsory, to maintain a 

good presence in the organisation, but they were also invited to external events. Such 

events were also celebratory in nature, such as Christmas and Easter celebrations as 

mentioned. 
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Ag5em: Only in special circumstances that something in a social level 

happens. That means we will gather up for a wedding or an engagement, a 

something, maybe a baptism. Beyond that, there are friendships here that we 

meet outside of work in a personal level. 

In terms of friendship the organisational participants in Agriculture were very close in 

various levels and shared many connections and experiences. These friendships of the 

organisational participants created a management environment for everyone that was 

based on trust and sharing. The employees felt closer to each other and the 

management, which allowed for faster and clearer information transfer between them 

(McBain and Parkinson, 2017), they felt safe and supported from the management 

(McBain and Parkinson, 2017; Robinson, 2016) and as shown in the previous parts of 

this chapter it was a genuine, reciprocal feeling of all participants to support each 

other at all times, they were committed to the organisation (Feeley et al., 2008; 

Nielsen et al., 2000), but placing the individuals first. Once more as mentioned in the 

previous chapter, this created a situation which could be studied in two different 

directions in terms of the critical theoretical implications. The management was 

creating the connections and loyalty of the employees to them and the organisation, 

allowing for the alignment of the managerial interests with those of the employees 

with little to no resistance, as the employees were making sacrifices and were satisfied 

with basic rewards, such as receiving a salary, just to keep their friends’ organisation 

going. On the other hand, there is the argument that this was a chance for a 

participatory, empowered environment where a group of people were striving for a 

living collectively with their own circumstances and in that SME environment the 

connections they had with each other made that possible. 

In Clothing on the other hand there were times that the researcher observed that the 

disconnected relationships of the management with the employees created a block in 

information, or employees withholding from expressing their distress about certain 

situations, or management decisions about their position (McBain and Parkinson, 

2017; Robinson, 2016). Furthermore, even though the employees were committed to 

the organisation, they felt so in the honour of the previous manager-owner and to 

protect their own workplace that provided them with an income at the difficult 

financial times that the economy was going through (Buhalis and Deimezi, 2003; 
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SEV, 2017). The insights from the observations, but mainly from the interviews, 

solidified the knowledge that the organisational participants in Agriculture shared a 

friendship and they were easier to cooperate with each other (Nielsen et al., 2000). 

Their friendships were mostly a result of the organisational culture and the close 

environment the manager-owners (previous and current) had built over the years. As 

mentioned, a few times in this chapter, the organisational participants in Agriculture 

felt like a family, which means they shared thick trust (Khodyakov 2007b), which 

resulted in high coordination (Velez et al., 2008; Vlaar et al., 2007) and the informal, 

social structures reflecting on how the formal structures were used (Nielsen et al., 

2000). This aspect of creating a workplace environment to feel like a family is 

explored in the next section. 

7.5. Organisational Commitment and Loyalty through Personal 

Relationships 

The employees in both organisations felt a great connection to their colleagues and 

also to the organisation itself. As discussed previously in this chapter, these feelings 

stemmed from the national and organisational culture but also from the amount of 

time they had spent as employees there, since some of them had not worked in 

another organisation in their whole career, which is argued in the literature is bound to 

create some bond and feelings between organisational participants. (Chang, 2013). 

This connection to the organisation made them act in a way that would protect the 

organisation even if that meant that sometimes they would do unpaid overtime or run 

errands out of working hours, suppressing their own interests for a healthy working 

times, rewards and flexibility (Deetz, 2009), in order to keep their respective 

organisations as a going concern and maintain an environment, which provided them 

with a social circle and satisfaction through that, they had helped build over many 

years (Feeley et al., 2008; McBain and Parkinson, 2017; Nielsen et al., 2000; 

Robinson, 2016). 

In Clothing. 
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Cl2em: I do not care. I care about the economic part, of course, in a job you 

must be happy about the financial part, the ethical part. With [the previous 

manager-owner], we had flawless relationships and that means I would do it, 

even without money, if I understood that the business had a need. 

And in Agriculture 

Ag4em: Between us there is this bonding with the company it is not only 

corporate. It goes toward the friendly, we feel the company, as it is my own 

this company, that means that I will do things because I want to help the 

company, not because I am just an employee and I have to do my job. I will 

do something more if, and whenever, it is needed. And that was given to me 

by the relationship that the management has with the employees. 

As it can be deduced from the quotes above this connection was slightly different 

between participants in the two organisations, even if it mostly resulted in the same 

behaviour among them, their sentiments towards their environment were different and 

so were their reasons and drive behind said behaviours. 

In Clothing the employees felt a connection to the organisation due to the years they 

have been working there and they felt the organisation as their own. However, as it is 

found in most quotes it is again that familiarity and admiration towards the previous 

manager-owner that created this love for the organisation. It is the manager-owner 

that created that environment of familiarity and connection to the employees so that 

they felt as the organisation was as much theirs as much it was his. This is in line with 

Feeley et al. (2008), who argue that managers are more likely to promote a friendly 

environment in their organisations to create happiness commitment and engagement, 

but most of the literature on both workplace friendship and trust misses the co-

dependency factor found in Clothing, something that is more prevalent in more 

mainstream theories where the manager is depicted as the one in power, deciding the 

direction of any relationship, such as in the LMX theory (Graen and Ulh-Bien, 1995; 

Lunenburg, 2010). The previous manager-owner was a central piece in creating an 

atmosphere where the employees were committed to the organisation enough to call it 

their own, even though they were not the only proponent in that. 
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Cl4em: Here, for me, is like working my own business. I love the job so much 

that give everything, and I believe the girls do so as well, we give our 

everything, because I have been here since 12 years old, I have grown up 

here, [the previous manager-owner] was like a second father to me. 

The family members that were in more managing positions felt as they owned the 

organisation due to inheritance, even though there was a single manager-owner. They 

also gave additional efforts to keep the organisation running, like the employees did, 

but their efforts were not working extra paid or unpaid hours, according to the internal 

accountant they had to provide the organisation with their own funds because it was 

not making profit. 

Cl10em: And the children today meet the economic difficulty that the country 

is going through. And well done to them, because they are putting their own 

income to support the company. However, everything has a limit and 

durability. Until when can you last by spending your own money? 

Despite the strong feeling of ownership that the managing family members had on the 

organisation, they were still acknowledging the fact that the manager-owner was the 

one that had the first and final word in any business-related matter. In this case the 

trust that was inherent between family members replaced the control that would be 

needed in the case that the manager-owner and the managing team under them were 

not related (Knights et al., 2001; Mayer et al., 1995; Tomkins, 2001) 

Cl3em: …my boss, who is my brother, and he gives me commands of what I 

need to do and I will obey in the first phase, that is where I always start. 

 

Cl11em: …we are just three siblings that are responsible here, even though 

the boss is my brother, but we are all involved with the same logic here, we 

deal with many other things 

Thus, the feeling of running their own business and caring for it in such a way, was 

also followed by the acknowledgement that they were subject to a higher control.  

Despite this, they did not create a closer connection to the production employees and 

as seen earlier in this chapter they had tried to detach from them. Detachment can lead 

managers to making level-headed decisions since, as the managers in Clothing 
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though, their judgement is not clouded by the connections they have to employees 

(Dellaportas, 2019). However, on the other hand detachment can also lead to a 

negative environment in the organisation, employees being less inclined to create 

connections in the organisation, which so happened to be the case in Clothing 

compared to Agriculture, and higher turnover (McBain and Parkinson, 2017). As seen 

previously a few employees were indeed dissatisfied with the management. The 

feeling of belonging, connection and trust, which allowed the production employees 

to overperform without receiving back was partially created from the previous 

manager-owner and their leading personality. They were the face of the organisation 

and a lot of employees looked up to them. 

However, with their passing and the inheritance of the new management, that leading, 

or even father, figure was not in place, which caused a decrease in employee 

satisfaction, but surprisingly not to their commitment. The first part about satisfaction 

is completely in line with the workplace friendship literature, while the latter is 

exactly opposite to it (Chang, 2013; Feeley et al., 2008; McBain and Parkinson, 2017; 

Nielsen et al., 2000; Robinson, 2016). However, a case could be made that since this 

change was slightly recent, the results and changes in the organisation might appear 

later in time. Trust was already decreasing, which was causing issues in MC, due to 

lack of social control in the form of communication and social interaction. Close 

communication between groups generates trust and, in many cases, trust can help 

promote co-operative systems in the organisation, or in other cases it can replace the 

more formal controls with informal or social controls (Khodyakov, 2007b; Langfield-

Smith and Smith, 2003; Mayer et al., 1995; Tomkins, 2001; Velez et al., 2008). 

In the case of Clothing the management and the manager-owner reportedly mentioned 

that they were trying to implement formal structures and controls in the organisation. 

In the small working environments, where the work force is not impersonal, social 

controls are much more effective than formal ones (Davila, 2005; Durendez et al., 

2011; Durendez et al., 2016; Evans and Tucker, 2015; Khodyakov, 2007a; 

Lahdesmaki, 2005; Spence, 1999; Tocher and Rutheford, 2009; Whitley, 1999). Apart 

from control and the exploitative loyalty that universalises management interests 

(Deetz, 2005; Sias, 2009), the close relationships and friendships between 

management and employees could create an empowering environment where through 
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them and the cooperation and collaborative management of the organisation the status 

quo of organisational hierarchies could be challenged (Broadbent et al., 1997; Cooper 

and Hopper, 2007; Deetz, 2005; Gallhofer and Haslam, 2003, 2019; Gallhofer et al., 

2015; Roslender, 2006). This situation is contingent to smaller environments of SMEs 

and maybe coming from the sample organisations might be more specifically enabled 

in the micro and small level rather than the medium one as well. 

In Agriculture the employees and the management explained feeling the organisation 

as their own through the belongingness of a family. This parallel was created even 

though there was a similar situation as in Clothing, where the management team 

included few family members, even though the power dynamics were different 

between organisations. The manager-owner in Agriculture described the organisation 

as a big family with the employees being the children with their own individualities, 

while the manager-owners are the parents watching over them and having to deal with 

any potential problems they create and reward any good behaviours. 

Ag2MO: It depends on the person. That means that there are people that 

because they feel that this is their own business, they run, but there are times 

that, just because they feel it is their own business, they rest. The person next 

to them will run a bit more, for example. But of course, when the person next 

to them complaints they will run as well. As so happens in every family. As so 

happens in every home. In every home there is the child that is more hard-

working than the other children, there is the child that likes to have fun more, 

one will have it easier to complain and whatever. The same applies here. It is 

a broadened home. 

However, the way it is portrayed shows power levels in the relationship of parent and 

child, but the relationship is one of care. The employees and the manager-owner 

accepted that there were power relations involved in the family, as the manager-owner 

was the father figure, and they were leading the organisation and their word was 

above the rest. This relation describes partially the situation in Clothing, since some 

of the employees mentioned that they felt the previous manager-owner as their second 

father, and for the managing family members it was their actual father or grandfather. 

The father figure and family-relating concept is common in Greek organisations, so it 

is not surprising that this was the situation in Clothing (Bourantas and Papadakis, 
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1997; Giousmpasoglou, 2014). Furthermore, the management team in Clothing 

accepted the new manager-owner as hierarchically superior, despite the sense of 

ownership they all had to the organisation. Thus, there are connections to be made in 

the hierarchies as they were formed in both organisations, but also about the care the 

participants showed, which is also in line with the Greek background (Bourantas and 

Papadakis, 1997; Giousmpasoglou, 2014). 

In terms of control in this situation, in both organisations, the manager-owners had 

direct paths to communication to the employees, which allowed for social controls to 

be developed, maintained and changed. As happens in most situations in SMEs the 

direct communication that the manager-owners have to their employees allows them 

to forego some of the formal management tools, in favour of faster, easier and fruitful 

in terms of information baring informal tools (Durendez et al., 2011; Durendez et al., 

2016; Lahdesmaki, 2005; Spence, 1999; Tocher and Rutheford, 2009; Whitley, 1999). 

This close connection also allows them to generate an organisational culture that 

nestles the informal controls (Birnberg and Snodgrass, 1988; Davila, 2005; Evans and 

Tucker, 2015), which happened more in Agriculture, since in Clothing, even though 

this communication path was available the management and the manager-owner chose 

to not make use of it and the manager-owner could only make use of the informal 

controls to the immediate management members around him. Finally, through these 

informal controls the management can support the formal controls existing in the 

organisation (Berry et al., 2009; Davila, 2005). 

In the case of Agriculture, since this generated feeling of family and connection was 

coursing through the whole organisation, the informal systems and the supported 

organisational culture was stronger as well. In Clothing, on the other hand, since the 

organisation was split between management team and production employees, some of 

the organisational culture aspects were not as strong and the informal controls were 

replaced by formal controls, since social interaction was not as strong. As mentioned 

before is a recurring theme in both the management and the trust literature, because 

according to many researchers, informal controls require frequent social interactions 

and also in the lack of such informal controls, the organisation must rely to formal 

structures to operate and share information (Durendez et al., 2011; Durendez et al., 

2016; Khodyakov, 2007b; Langfield-Smith and Smith, 2003; Lopez and Hiebl, 2015; 
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Mayer et al., 1995; Tomkins, 2001; Velez et al., 2008). The difference in the amount 

of social interactions between management and employees also explains the 

difference in the levels of trust that existed in the two organisations. 

In Clothing the employees felt the organisation as their own. Their commitment was 

to the organisation itself and not to the participants. The trust that existed between 

management and employees in particular was contractual, in that both parties will 

keep their end of their deal and of competence as they both trusted in each other to do 

their work, trust was thin (Khodyakov, 2007b; Langfield-Smith and Smith, 2003). A 

family-like connection existed in the organisation before, with the previous manager-

owner, who many employees mentioned felt like a father to them. Trust with him 

might have been thicker. In Agriculture on the other hand the feeling of family as they 

described it was showing commitment and connection to the participants. It showed a 

feeling of belonging and closeness to all the colleagues from management to 

employees and vice-versa, while also establishing some power relations. Aside from 

the two instances of trust that existed in Clothing, in Agriculture there was also 

goodwill trust, thick trust (Khodyakov, 2007b; Langfield-Smith and Smith, 2003). 

One particular employee gave more examples on the type of relationship the 

employees shared with the management and with each other. 

Ag6em: For example, now I am going back and forth to the hospital, [the 

manager-owner] told me, if you need to come sleep to my house, because they 

live in the area nearby, so that you do not tire yourself travelling to and from. 

There are relationships like that. Once a colleague’s car broke down, I have 

two cars, gave one of them for one day to do their job and come to work, it is 

no big issue. We try so that one hand helps the other and we are united. 

However, the friendly attitude and trust in Agriculture has enabled some employees to 

complain more about small things and drop some tasks or perform them slower than 

the usual. Some of the administrative members and the manager-owner mentioned of 

cases that due to being close to retirement they were not trying enough. That attitude 

was based on taking advantage of the trust that the members had built with each other 

over the years. On one hand the trust that the manager-owner were showing that the 

employees would do the work at the designated time, which is mostly considered as 

ability or competence trust (Langfield-Smith and Smith, 2003; Mayer et al., 1995) and 
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also the trust the employees showed towards the management that the latter would not 

fire them even if their performance was sub-par, which is a different form of trust in 

goodwill (Langfield-Smith and Smith, 2003). In this case the friendly relationship that 

the organisational participants had with each other resulted at a negative situation for 

the company, since the workload was unequally distributed between employees and 

performance was failing to reach the wanted levels. 

As seen in the trust part in the literature review chapter, fundamentally, trust implies 

the existence of vulnerability in both parties, which they choose to expose to the other 

party, believing that they will not take advantage of that (Coletti et al., 2005; Das and 

Teng, 1998; Gulati, 1995; Knights et al., 2001; Mayer et al., 1995; Tomkins, 2001; 

Zaheer et al., 1998). In this case the risk for the management in Agriculture was 

possibly the organisation not doing well for the season since some employees were 

not as productive, while also some employees being dissatisfied with the unequal task 

distribution. For the employees on the other hand the risk ran was being made 

redundant before their retirement, which would make finding a job replacement really 

difficult. Considering the personal relationships of the participants as a factor, the 

management from its side would not jeopardise their friendship with the employees, 

by firing them at such a critical state, while the employees, if they realised that the 

organisation needed additional effort from everyone to make the year, they could do 

it, while also not performing to the maximum, when there are other employees to pick 

up the slack was not jeopardising the friendship at such a high degree. Thus, it is the 

management of the organisation that was in a more vulnerable and risky state when 

placing their trust in these certain employees. 

The situation in Agriculture is also in line with Zaheer et al. (1998), who argue that 

trust brings openness and thus conflict between people. Friends are more likely to 

discuss their issues with each other (Robinson, 2016), which seemed to happen more 

in Agriculture than in Clothing. In Clothing rather it happened outside of the 

organisation between the employees during their social activities and meetings, and 

between the management at their family social activities and meetings, but not back 

and forth between the two groups. However, this also shows that there were a many 

heated discussions in both organisations while working, which will be further 

developed and discussed, in order to understand how they were handled, in the 
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following part of this chapter. In both of these organisations the employees were not 

acting under the reign of technical rationality against management or control, but 

rather, they were very emotionally invested both to each other and to the organisation, 

which would make them align with the management’s interests to keep the company 

alive (Deetz, 2005), but also understanding that the manager-owners were in a very 

similar financial condition, they were fighting a fight together against the capitalist 

economy in Greece crashing down of the SMEs (Lyberaki and Tinios, 2017). Here, 

the question that the friendships in small organisational settings pose to critical 

management literature is if we need to rethink the way critical thinking applies to 

SME settings. 

7.6. Negative Experiences in the Workplace 

One common treatment in both organisations was how the organisational participants 

dealt with confrontations or arguments during work. The most interesting fact is that 

people from both organisations used the same phrase to describe the fact that 

whenever they would argue about an incident during work, they would leave it at that 

and not keep any negative feelings afterwards. These answers came when the 

organisational participants were asked if any situations during their daily work affect 

their relationships after. 

In Agriculture.  

Ag4em: The quarrels that will happen here at least are on the job, on the 

tension, do this, do that, there will be a quarrel… but it stops there, then the 

next day you forget it and you make jokes as usual. It is not that we keep it 

and we hold it against the other, because you know he told me something on 

the job. 

In Clothing. 

Cl2em: It is not something personal, it is something on the job, so I do not 

think that you should keep that outside of work. 

The phrase “on the job” was used by participants in both organisations when they 

described if their feelings from working with their colleagues transferred to their 

relationship outside. In Agriculture the employees were very firm that their 
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relationships outside of the organisation should not be affected by any tensions inside, 

while working. 

Ag5em: What happens in work is a matter that concerns even in personal 

level, because, unfortunately, we cannot separate entirely personal life from 

the professional. But I try to reduce this as much as possible. The personal 

matters must stay at the entrance of the company […] and I believe that I 

have proven that. In work you are who you must be. Outside of work, then 

these are personal things. 

The manager-owner also mentioned the difference between the personal life and what 

happens in the workplace and the connection between the two, but from the viewpoint 

of the organisational events and, or, meetings they have outside. 

Ag2MO: There are work conversations happening, but they are happening 

when it is between us, as we were here the other day, […] we discuss if the 

season was good, what went well, but the topic does not drag, because it is 

not the reason of the meeting. 

Through that, the manager-owner described that if there are individuals who do not 

work in the organisation present in such gatherings, they will not speak about work 

related issues. 

One of the employees even mentioned the family part as part of their dealing with any 

quarrels during working time, using that as a way to say that they might argue like 

members of a family would. 

Ag7em: Look, there are always frictions, but we always get over them. These 

frictions are in the workspace. We are not all the same character. Someone 

will see things a bit differently, someone has learned to work differently and 

on these is where the collisions come, but we have nothing to separate. They 

are clearly family-like and always I have the support from all the colleagues. 

As discussed earlier the family-like connection defined the relationship of the 

organisational participants in Agriculture in many levels, including the hierarchical 

part, which falls in line with what Nielsen et al. (2000) argues, that the informal and 

social structures in an organisation reflect what is happening in the formal ones, even 
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though in the sample organisations there was more information to be gained from the 

informal structures in general. This shows that the family-like relationship runs deep 

in the organisational culture and it has connections to both their communication and 

connection with each other in and out of the organisation but also to how the 

organisation is managed. Which is again in line with the argument from Nielsen et al. 

(2000) earlier, but also in line with Robinson (2016), who argues that friendships (of 

virtue, or primary) can enhance teamwork in an organisation. The participants trusted 

each other to great extends and naturally, as happens in a family, which also resulted 

to satisfaction with the workplace, commitment to each other and the organisation, 

which is backed from a great part of the workplace friendship literature (Feeley et al., 

2008; McBain and Parkinson, 2017; Nielsen et al., 2000; Robinson, 2016), but also to 

openly expressing any dissatisfying aspects, which could lead to conflict, which is in 

line with Zaheer et al. (1998) as mentioned earlier in this chapter. 

In Clothing, since the manager-owner and his closer family did not interact with the 

employees outside of the organisation and vice-versa, there were two groups of 

people interacting with each other inside and outside of the organisation and having 

these interactions affect one another. The employees mentioned that there were not 

any feelings transferring from the work to external meetings. 

Cl1em: We never had problems with each other. Now, okay, on the job, you 

will say a word [negative], okay? You will even argue, but whatever happens 

on the job, stays on the job, it is not personal. 

Again, as mentioned in the opening of this part, the phrase “on the job” was used here 

as well as in Agriculture. The employees felt that their arguments during work should 

not affect their relationships. Even their relationships during work, since they argued 

that whatever they do at the time is for the moment. However, it was obvious that the 

employees in Clothing had a good relationship and a lot of trust built with each other 

over the years that they would not hesitate to point out flaws or mistakes to each other 

(Zaheer et al., 1998), but they also tried to preserve such relationships outside of the 

workplace, thus they did not allow any of that conflict to transfer outside of the 

organisation, as did the people in Agriculture, in order to keep a healthy working 

environment (Chang, 2013; Feeley et al., 2008; McBain and Parkinson, 2017; Nielsen 

et al., 2000; Robinson, 2016). Furthermore, similar to what the manager-owner in 
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Agriculture mentioned, the employees in Clothing felt like, if they met outside the 

organisation, they could talk about some of the situations at work but not linger on the 

topic. 

Cl4em: Look, if we meet as a company, we will say something about work. 

How is this made easier, how is that done, what we can do. We discuss these 

alright, but not something else. Our complaints in general, we grab the 

bosses and we tell them. 

This particular employee also mentioned that they would mention any concerns to the 

management directly, even though from the observations and the field work it became 

apparent to the researcher that the employees did not cross the boundaries towards the 

offices. Additionally, the manager-owner, the management team and the employees in 

the offices (e.g. the accountant) denied any connection or explicitly mentioned that 

they were trying to keep a distance from the employees in production, as seen 

multiple times in this chapter. 

Cl6MO: I believe that they have very good relationships with each other, 

inside the staff of production specifically. I see that they are quite bonded. At 

least nine people out of the thirteen, live here in the area, so they meet each 

other outside definitely. 

Here, when the manager-owner was asked if the company creates a friendly 

environment that promotes connections outside of the organisation, they did not 

include themselves as part of this connection, but they were eager to say that the 

employees in production have a very good relationship with each other. The manager-

owner was happy to let that environment and these friendships between employees 

grow, since it was satisfactory for the employees, tying them further to the 

organisation, while also increasing their performance and efficiency and creating a 

positive organisational environment, as in line with Feeley et al. (2018). Furthermore, 

and as explained before, the positive interactions the employees had might have 

derived directly from the local culture that they transferred into the organisation, since 

the employees are from the same area and grew up with similar experiences. Thus, 

rather than the manager-owner having to create the culture and the employees 

adapting to it, part of the culture was already there from the local area and the 

business parts were generated from the initiative of the founding manager-owner, so 
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the new manager-owner might have felt that they did not need to get involved 

(Nielsen et al., 2000). 

However, the employees felt dissatisfied and disconnected with the management and 

some felt uneasy about the future of the organisation, which according to McBain and 

Parkinson (2017) often happens when organisational participants and especially 

managers are detached, and this behaviour is promoted in the organisation. 

Furthermore, the manager-owner did not mention anything about their meetings with 

their relatives and if any organisational issues might transfer to their family meetings 

or not. The other family members were also reluctant to answer such questions and 

diverted the topic when asked similarly. Whether the openness that Cl4em mentioned 

actually existed in the organisation is not entirely clear because their report did not 

match the observations of the researcher. In any case, since there was a level of 

detachment, their relationship was not at stake, since, by sharing their dissatisfaction 

or by resisting they did not put a friendship or a close relationship at risk (Giddens, 

1990; Luhmann, 1979). This lack of risk, allowed the two groups to be freer with their 

actions, as management, driven by their rationality, felt easier to apply controls and 

make redundancies, employees were freer to resist, even though their loyalty to the 

organisation and to each other through the culture sometimes made it difficult, so they 

were driven by emotion (Sias, 2009). 

Both organisations, had many similarities in terms of organisational culture, while 

they also had the same reaction when it came to tensions created during their work. 

The connection that the employees shared in both organisations made them forgive 

and forget any raised voices or arguments that might happen at the time of work and 

not allow these to transfer further. Additionally, whenever they would meet outside, 

they would not bring up any work-related topic for a long period of time, if at all. 

These aspects were also promoted in both organisations by the manager-owners and 

the management teams in different ways (Feeley et al., 2008; McBain and Parkinson, 

2017). In Agriculture the manager-owner was also joining the employees in meetings 

outside and did not allow for work-related topics to take extent, while in Clothing the 

manager-owner and the management team were actively trying to avoid any 

connection to the employees, so these topics were not available with them. To a 

certain extent, the fact that the employees and management in both organisations were 
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trying to separate between time at work and outside of work ties in with the MC 

literature that argues that organisations are trying to blur the boundaries between work 

life and leisure (Dambrin and Lambert, 2017; Fleming and Spicer, 2004; Fleming and 

Sturdy 2011; Land and Taylor, 2010).  

On one hand since the employees meet the same people in their own time outside of 

the organisation as the ones inside, it could be argued that the boundaries become less 

obvious, however, on the other hand, all of the organisational participants, 

management included, were trying their best to make the boundaries obvious and not 

mix their good personal times with talk about work. Furthermore, the employees, with 

a single exception, did not receive any additional to take home outside of work hours, 

or get contacted about work outside working hours or during holidays and when they 

had to work extra hours they did so in the organisations’ grounds, which is not in line 

with the specific strand of literature (Dambrin and Lambert, 2017; Fleming and 

Spicer, 2004; Fleming and Sturdy 2011; Land and Taylor, 2010). Thus, as much as 

this connection creates MC as explained in the previous subchapter it creates better 

opportunities for the organisational participants to know each other better and have 

less restrictions when it comes to interacting with each other on a daily basis, which 

creates better opportunities for informal controls through communication. Many 

researchers also argue that informal control is easier to develop when the management 

team is closer to the employees and they communicate more, as happens in an SME 

context (Durendez et al., 2011; Durendez et al., 2016; Khodyakov, 2007a, 2007b; 

Lahdesmaki, 2005; Spence, 1999; Tocher and Rutheford, 2009; Whitley, 1999), but in 

this research it is also expanded into how these relationships develop and furthermore 

the aspect of trust and friendship are taken into consideration, in order to understand 

better the social aspects of MC and informal systems. 

7.7. Summary 

In this chapter the focus was on the second aspect of the research questions, the 

friendships developed between the organisational participants in all levels. The 

introductory part explains all about the rationale and the insights to be had through 

exploring the personal relationships and specifically the friendships between the 

organisational participants. 
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Once again by applying the theory developed in the corresponding chapter of this 

thesis, in critical theory and trust, the relationships of the organisational participants 

were put into a perspective that allowed for clearer connections with the management 

control chapter previously. 

This chapter explains the complex relationships that the organisational participants 

had built with each other in the organisations, from entering the organisation and the 

recruitment process to their organisational culture as they create it, to even how they 

deal with any positive or negative interactions inside or outside of the organisation 

during any organisational, or non-organisational events. Throughout this chapter 

connections between the friendships created and how that affects the MC were made, 

while also exploring this connection the other way, seeing how MC might affect their 

friendships. However, the next chapter compacts all of the insights created from the 

two previous chapters of this thesis and also attempts to provide answers to the 

research questions of this research project as they were formed in the introduction. 
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8. Discussion 

This chapter will attempt to answer the research questions, as set out in the 

introduction of this thesis, based on the discussion and the insights created in the two 

previous parts of this chapter. There are two parts that played an integral role in 

understanding the relationships of the participants as well as their interactions and 

reactions the systems set in the organisations. 

Trust was one component of that two-part connection. In both situations, the 

organisations trusted their employees to perform well and sometimes put that extra 

effort needed for the season to go as planned. The vulnerable position that the 

organisation placed itself in this trust exchange is towards the employees’ 

performance. The employees in both organisations were very constant in their 

performance and in some cases overperformance to keep their respective 

organisations running. However, if these employees chose to not perform (or 

overperform as they usually did), or if anything would happen to them for an 

elongated period then the companies could face severe drop in productivity, resulting 

in a difficult financial year. However, they kept that in check by offering a stable 

environment in an uncertain and unstable national employment landscape (SEV, 

2017). The employees in return, trusted this stability, while also trusting the 

organisation to pay them in full and on time, which again, considering the financial 

situation the SMEs were in at the time was not entirely guaranteed. Furthermore, from 

the time working there, the employees were more devoted to the organisation itself, 

treating it as ‘their’ organisation that they had to keep alive in this difficult national 

financial situation. 

As explained in the context chapter there were a lot of circumstances in the 

management of the organisation and the mentality of all the organisational 

participants daily that were affected by the financial situation of the nation at the time 

(SEV, 2017). Thus, many conclusions that would otherwise be very clearly contextual 

and pointing towards certain actions that either the management or the employees 

were taking, such as trust creation and risk taken by both parties, in this case were 

blurred by the ongoing overall bad situation all SMEs in the country were facing and 

the extreme actions they had to take. 
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Nevertheless, the trust in both organisations, despite it existing in slightly different 

levels, especially in between managers and employees, did have an effect in both how 

the friendships were developed, as it is also hinted from the literature (Nielsen et al., 

2000; Robinson, 2016) and how management control and MCS were developed and 

maintained in the organisation, which is strongly supported in the literature (Coletti et 

al., 2005; Das and Teng, 1998; Gulati, 1995; Khodyakov, 2007a, 2007b; Knights et 

al., 2001; Langfield-Smith and Smith, 2003; Mayer et al., 1995; Mollering, 2005; 

Tomkins, 2001; Velez et al., 2008; Vlaar et al., 2007; Zaheer et al., 1998). 

Culture was the second important part shaping management controls and friendships 

in the organisations. Organisational culture in both cases was established by the 

previous manager-owners, but the two organisations had very different approaches 

and circumstances changing them. In Clothing the culture was tied to the previous 

manager-owner and their leading personality, while also many of the internal 

connections and behaviours of the employees were also shaped by the shared local 

culture, from the area they grew up in. Furthermore, the new management in Clothing 

did not insist on following the mannerisms of the previous manager-owner or the 

close relationship building, or the type of management in general, thus, not promoting 

the culture built, which in turn created a chasm between management and employees 

in the organisation. In Agriculture on the other hand the organisational culture was 

built mostly through the basic national culture all the employees shared but mostly on 

the common feeling that the organisational participants should act like family 

members of a large extended family, even though nobody was related to each other 

that way. This culture was also created by the first manager-owner of the organisation 

and was highly regarded and maintained by the employees, even when they were left 

without management at the main facility in the outskirts of the city, for a short amount 

of time. Additionally, the new manager-owner did not try to make any dramatic 

changes to the organisational culture, rather they adopted it and adapted their 

managing style in that manner. 

In both organisations organisational culture did both affect MCS, as argued by Evans 

and Tucker (2015), while also acted as management control, which is partially in line 

with what Davila (2005) argues that culture helps employees ease in the informal 

control, Khodyakov (2007a), who includes organisational culture as part of the social 
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controls and Ladva and Andrew (2014), who argue that MCS are made by 

organisational participants and are respected by them as part of the organisational 

culture. Furthermore, the fact that organisational culture had such a wide reach 

confirms Henri (2006) in that it is everywhere and affects all aspects of organisational 

interactions. However, despite that difference and the positive environments both 

organisations were trying to create, there were strands of resistance in both cases, for 

different reasons, which, however, affected some of the more personal relationships of 

the organisational participants, or were a result of that close relationship, as seen in 

the previous chapter. This is in line with the part of the literature that argues that 

resistance will always appear in organisations either in a group or an individual 

manner (Collinson, 1994; Ezzamel et al., 2001; Ezzamel et al., 2004; Fiondella et al., 

2016; Jermier et al., 1994; Nystrom, 1977).  

As explained above and demonstrated in the chapter, both trust and culture were 

intertwined in the sample organisations and shaped both the organisational 

participants and the management control. A lot of the trust created in the organisations 

stemmed from either the local or the organisational culture. In the case of Clothing, a 

lot of the internal culture that the employees shared, was connected with the local 

culture the employees of the organisations had by originating from the area the plant 

was located at. That allowed many of them to have a code of communication set 

already and also generated trust between employees faster since most of them knew 

each other before entering the organisation. However, a small percentage of the 

employees did not feel part of that culture and the management of the organisation 

had its own bonds through family, thus there was some distance created between these 

groups. In the case of Agriculture, a lot of the employees knew someone in the 

organisation before entering but mostly trust and organisational culture were imbued 

in the newer participants together through the family-like environment both 

management and employees wanted to have set in the organisation. The only area 

where lack of trust existed was the lack of thick trust between the management of 

Clothing and their employees. As seen before that was caused due to the detachment 

the management team intentionally had towards the production staff, which created a 

separation between groups in the organisation. The detachment was created due to the 

technical rationality in their mind and the control they wanted to exist in the 

organisation. 



 
 

215 
 

8.1. Do MC and MCS affect the friendships of organisational 

participants? 

Before answering the question above, the management control tools that would bear 

an effect on the personal relationships of the participants of the sample organisations 

should be identified. Concerning formal tools, as hinted by the literature, there were 

not many used in the sample SMEs. The most used tools were under the monitoring 

and performance measurement. The management teams in both organisations had 

various ways to receive information of the work done by the employees in formal 

information streams, such as formal paperwork, for units produced, outgoing or 

incoming order invoice copies, order completion charts and formal calls on daily 

progress. 

All of the above delve both into monitoring and performance measurement. In 

Agriculture there were cameras overlooking some of the working areas, which was 

mentioned that was not used for monitoring purposes, but rather for security, but they 

were placed right in front of the manager-owner’s office and the manager-owner 

mentioned that they had the possibility to use it as monitoring. In Clothing on the 

other hand, the employees were on a stricter schedule with call-in, break and end-of-

work bells and also had a clock in system, which was absent in Agriculture. 

Furthermore, even if low, there was some management participation and partially 

budget participation from the departmental supervisors in Agriculture. Despite the 

limited effect that this budgeting had to doing business in itself in the organisation, 

the insights towards the organisational culture and the relationship of the 

organisational participants are quite significant. Budgeting did not appear at all in any 

instance, because even the most basic aspects of that were outsourced to an external 

accountant. Goal setting was very basic in both organisations and both managements 

were not very open about the overall or yearly goals to the employees, but rather 

worked more on personal, daily and in Clothing’s case even seasonal goals. However, 

goal congruence seemed to be higher in the case of Agriculture, even though goal 

congruence was not a high impact tool towards neither the management of the 

organisations, nor the personal relationships of the organisational participants. 

Overall, Clothing seemed to rely more on formal MCS and information streams, while 

Agriculture had a higher reliance on informal ones. 
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The informal controls in the two organisations, even if they were fewer and, as the 

literature argues, difficult to detect (Evans and Tucker, 2015; Tucker, 2010), they had 

many more implications for the organisational participants and the management of the 

individual organisations. Organisational culture, as mentioned, had major implications 

towards the management of the organisations and the organisational participants’ 

relationships, as organisational culture can help legitimise control (Alvesson and 

Willmott, 2002), has an effect on MCS and their implementation (Birnberg and 

Snodgrass, 1988; Evans and Tucker, 2015), can become a social control itself 

(Khodyakov, 2007a). Furthermore, it has a closer connection to informal controls 

since it affects social participant interactions in an organisation (Evans and Tucker, 

2015; Henri, 2006). Additionally, it is argued to influence all aspects in an 

organisation where human interaction takes place (Henri, 2006). As mentioned earlier 

organisational culture had formed differently in the two organisations. In both 

organisations culture stemmed from the first manager-owner, with added elements 

from the national culture and personalities of the participants. In Clothing it had an 

additional factor from the topical culture of the employees, which separated them 

from the management and the family members working in the organisation. In 

Agriculture on the other hand, the organisational culture was further defined from the 

personal relationships that the organisational participants would build with each other. 

The other informal tool is supervision, which in many cases might be mixed with 

traces of formal monitoring in many cases, however, supervision was a tool that was 

used in both organisations, in different volumes nonetheless, by management to 

communicate and receive information from the employees. Despite the fact that 

Agriculture relied more on the informal information networks to gain information and 

their informal supervision was a main proponent of that, they still had less frequent 

inspections face to face happening than Clothing. This, as explained previously and is 

further developed in this chapter, is an indication of intra-organisational trust 

developed. The management in Clothing was also collecting information from formal 

tools during these checks, while in Agriculture the manager needed far less 

information during such face-to-face interactions. 

Finally, since this project is considering both the implications from the managerial 

and the employee side, it was important to look also at the result of the formal and 
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informal tools on the employees in the form of resistance. Resistance was a tool in the 

employees’ hands to show their dissatisfaction with any managerial practices, formal 

or informal. However, resistance in both organisations was rather mild. The 

employees were working many years in their respective organisations, which allowed 

them to have their own way of addressing and coping with problems and change. In 

Clothing the participants kept working with their old ways when the management 

wanted to change the production systems and logistics. In Agriculture some of the 

employees were vocal about actions and situations that they did not want to be 

involved in. Resistance had more implications on the relationship of the 

organisational participants in Agriculture but gave a few hints for Clothing as well. 

Creating loyalty and commitment to the organisation is an amalgamation of various 

factors, and these two aspects were the key reasons that employees in the two 

organisations were supressing their interests in favour of management goals. 

Especially in the case of Clothing, despite the detachment of the management, which 

will be touched upon later, the employees were doing their best to accommodate the 

managerial goals and keep the company going, all the while not receiving any extra 

rewards for that. The researcher was in Agriculture on an off-season time and the 

amount of orders was low. However, from the observations and the interviews it 

became clear that a similar situation as the one described in Clothing could be 

occurring at high season, when there is a large number of shipments and orders. 

Furthermore, the employees in both organisations ignored the lack of rewards when 

they were working additional times. The lack of punishment systems could be 

promoting the lack of rewards, but the employees and in some cases the management 

did not even think of these systems existing in the first place. The loyalty and 

commitment was found to be stemming from the organisational culture, or the local 

culture as it cultivated in the Clothing as part of it. Through the friendships or family 

bonds existing in the organisation for employees before they entered their respective 

organisations and the manager-owners promoting that way of recruiting and the 

environment developing in their organisations through their company social events, 

the organisational culture, not only made the employees very loyal to the organisation 

after the years, but it also allowed for the universalisation of managerial interests, as 

seen in budgeting with employees bringing up items from the market that could 
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increase sales without prior prompting, in monitoring by accepting control and 

supervision. 

Additionally, these bonds that the employees had to each other even before entering 

the organisation, helped naturalise processes and reify some of the structures in the 

organisation, as part of the culture and as ‘the way things work around here’, which 

also meant that less resistance would come from them. This was seen in all of the 

formal MCS in some way and then it was followed by some consent to control, as the 

employees were admitting that there were things that only the management would 

know how to do, since they were never involved with them from the start, as seen 

mainly in the goal alignment subchapter. In all of the above cases, it was the 

friendships, bonds and close trust that the employees had to each other and, to a 

certain extent, to the management that influenced the amount of naturalisation of 

MCS, the consent to control, suppression of employee interests and universalisation 

of management interests in the organisation. Friendships and family bonds in this case 

became a tool to promote MCS with less resistance. 

In both cases organisational participants were not very aware of both MC and systems 

in place. Only the accountant in Clothing was aware of the systems in place, which is 

not in line entirely with Ibarra and Velasco (2015), who found that many SME 

participants were aware of the tools. In the sample organisations, even in cases where 

the systems were visible to them, organisational participants did not receive them as 

oppressive, but rather as the norm so that their organisation can keep moving as usual. 

As in Ladva and Andrew (2014), they accepted these tools as part of the culture. 

Therefore, no matter what the systems were dictating to do, such as turning up to the 

organisation on weekends and working very fast with no room for mistakes or having 

unnecessary back and forth of paperwork for simple orders, the employees did not 

direct any dissatisfaction towards the management and the management did not 

punish employees for any lag or underperformance in the business. 

Considering the role of MCS in SMEs, most of the tools that would regulate 

performance and goal achievement were replaced by the mutual trust that the 

organisations created with their long-term employees over the years, which is 

arguably inevitable (Chang, 2003). This way relationships between them were 

preserved and made better as they were all trying to cope and keep the company 
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running. Management was only looking at overall performance based on numbers 

from previous years, mainly increasing revenues and clientele, while employees made 

the goals on their job personal based on their tasks. Thus, a case can be made that 

specifically in the SME context sharing struggles and trying to manage them in the 

form of MCS can create a good relationship between employees themselves and 

depending on the connection that the manager-owner and the management team, if 

there is one, have with the employees in the organisation, this situation can generate a 

friendship between them too. This finding is even further enhanced in the case of 

informal or social management controls. Since the management needs to come closer 

to the employees and befriend them in order to create such control and trust with them 

(Khodyakov, 2007a, 2007b; McBain and Parkinson, 2017; Robinson, 2016), 

management control can generate friendships in a workplace. It was shown that the 

manager-owner in Agriculture was working with the employees himself sometime 

and did a lot in terms of keeping the atmosphere that he found from the previous 

manager-owner. Furthermore, he organised a company event with food and drink in 

the organisation during Christmas. All the organisational participants admitted that 

they were a virtual family in the organisation. While in Clothing, the managers tried 

to keep a distance from specifically creating friendships with the employees in the 

light of managing the organisation easier and more rationally, which has grounds in 

the literature (Dellaportas, 2019), but at the same time the previous manager-owner 

managed the organisation in a more informal way and had good connections to the 

employees and the organisation saw some of its best years during that time. 

In larger organisations where management controls might dictate certain behaviours 

from management and employees, situations where these two groups come closer 

might be greatly influenced by said MCS, or the resistance of the employees to certain 

actions or systems might be received as aggressive from management and create more 

distance (Jermier et al., 1994). However, in the sample organisations and the SME 

context, since the MCS were made by the people (Ladva and Andrew, 2014), the lack 

of creation of a personal relationship and a friendship is not dictated directly 

influenced by the systems themselves or the resistance to them, as showcased by the 

manager-owner in Agriculture, who accepted even the “ones that whine a lot”. As it 

came through from the project’s sample and the discussion above, the friendships of 

the organisational participants were forming regardless of the permutations of any 
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MCS or management control involved, since as mentioned they were being shaped by 

various factors inside and outside of the organisations. This finding is further 

supported by the ‘on the job’ mentality that was present in both of the sample 

organisations. 

The organisational participants were determined to keep their good relationships 

unaffected by any friction created during work, maybe due to pressures created from 

the management control and the MCS. This mentality goes against a part of the 

literature that argues that having aspects of in work life mingle with the outside makes 

better ways to control employees (Dambrin and Lambert, 2017; Fleming and Spicer, 

2004; Fleming and Sturdy 2011; Land and Taylor, 2010), since the employees in the 

two organisations were very determined to keep this dichotomy clear, even if they had 

good relationships with each other. However, there were two examples in a managing 

team of Clothing that were avoiding creating relationships in order to manage better. 

Where the formal management control applied, it could be argued that it creates 

distance between management and employees and hinders the creation of friendships. 

However, as it came through the interviews, it was the choice of the management in 

Clothing to create this distance, so as not to influence their control on the situation. 

Thus, it remains to see if the opposite applies. If the friendships themselves had any 

effect in how MCS and management control was applied in the sample organisations. 

8.2. Do friendships in the workplace affect how MC and MCS are 

applied? 

As argued previously friendships in the SME environment are created easier, since 

they are a smaller environment, where people are communicating more frequently at 

all stages. The sample organisations have shown that. Opposite to MCS affecting how 

friendships form in the sample organisations, friendships had a few effects in the way 

both MC and MCS were applied and the way they were used and worked on in the 

sample organisations. 

Many of the informal management tools were enabled due to the existence of the 

more personal relationships in Agriculture, but also helped in the development of 

them due to the ease of face-to-face communication in Clothing as well. This part was 

expected from the literature and confirmed (Whitley, 1999). Furthermore, this close 
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communication and good relationship between participants allowed for better function 

and co-ordination of the formal tools too. This was supported from the trust literature, 

which brought the insights from that aspect of close relationships (Velez et al., 2008; 

Vlaar et al., 2007), but also the workplace friendships allowed for a better 

understanding of the dynamics involved between participants and how the trust 

evolves in their environment (Chang, 2013; Nielsen et al., 2000; Robinson, 2016). It 

was made clear that relationships between participants can shape the MCS to either be 

viewed as a way of formal control and hierarchy setting as was the case in some 

aspects of the management in Clothing, where relationships between the management 

team and the employees was kept distant. While in other cases, the relationships and 

the trust built made the management tools be a way of cooperation and coordinating 

the organisation in all levels, which came in from both organisations where the 

relationships between the participants was close and trust was high. In Clothing it 

mainly appeared between departmental supervisors and production workers, while in 

Agriculture it run through the whole organisation. 

The highlight of that coordinating work was when the participants in Agriculture 

continued working in the same way and presenting the same teamwork and 

communication patters when organising the internal celebration before Christmas, 

especially when the oldest and supervising members were taking initiative for 

preparations and supplies or leading an operation. Such findings further continue to 

enhance the arguments made by Velez et al. (2008) and Vlaar et al. (2007). This 

cooperation allowed the employees to be deeper involved in the management of their 

organisation, working for its longevity. In terms of monitoring, performance 

measurement and informal supervision, on the one hand, the organisational 

participants tried to keep separate the work from the personal relationships and so 

they did not take any heated discussions or arguments that happened during working 

hours to the outside or carry it as a grudge in the next days and they succeeded to a 

large extent, which as mentioned in the previous part went opposite to the expected 

outcome set by a set of the literature (Dambrin and Lambert, 2017; Fleming and 

Spicer, 2004; Fleming and Sturdy 2011; Land and Taylor, 2010). 

On the other hand, their mutual trust between management and employees allowed 

them to accept any systems that might have been set in place for these purposes, or 
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any regular check-ups by the management teams as the status quo and the way things 

should be, even when these ended up pressuring them further than usual. This further 

enhances some of the aspects of organisational culture that were mentioned earlier 

and how they influence the implementation and existence of MCS and MC in an 

organisation (Davila, 2005; Evans and Tucker, 2015; Henri, 2006; Ladva and 

Andrew, 2014). The same situation was presented in the topic of rewards and 

punishment. The employees were happy and appreciative of the stability the 

organisations offered them, even with the lack of any rewarding mechanisms for extra 

work or productivity, whereas the management teams did not have any punishment 

systems in place due to their trust that no major mistakes or blunders would happen in 

the organisation and any other issues could be solved by communicating personally 

with the employees. 

As mentioned in the respective subchapter of the discussion, this mentality was 

reinforced by the financial and employment situation Greece was going through 

(Buhalis and Deimezi, 2003; SEV, 2017), which made the employees tolerate such 

actions and the managers appreciative of the work force they had, even though they 

were in that position of power. Comparatively, after speaking to the accountants of 

both organisations (off record for Agriculture), the two organisations were going 

through the same financial problems, but the management in Clothing decided to 

make redundancies way easier, while Agriculture was trying different treatments 

avoiding firing their staff. Once more, the distance and detachment (Dellaportas, 

2019; McBain and Parkinson, 2017) from the side of Clothing’s management showed 

to have a significant difference in the way the organisation was managed and, in this 

case, it was fully intended by the management itself, as mentioned a few times 

previously in this chapter. 

Finally, this part affected the way resistance was formed in the two organisations, 

even though it took different forms and was communicated in different ways, the 

friendships also played their role in that. Resistance can appear in both groups or 

individuals in an organisation, and it might be varying in power and significance, 

depending on the managerial practices they are going against, in which even lower 

management can also partake (Collinson, 1994; Ezzamel et al., 2001; Ezzamel et al., 

2004; Fiondella et al., 2016; Jermier et al., 1994; Laughlin, 1991; Nystrom, 1977). In 
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the sample organisations resistance appeared in both groups and individually, but in 

very weak forms, not making significant differences and some of the supervising 

members also took part but not members of the management teams. While in 

Agriculture the complaints and rejections of any mechanisms in the organisation were 

clear from the employees towards the management, they came in a very informal way, 

so they were considered, what was described as, whining by the manager owner. This 

situation was more in line with Zaheer et al. (1998) argue that trust connects people in 

a way that they are more open to communicate their discomforts or oppositions 

towards certain actions, something that more often than not leads to conflict. In 

Clothing on the other hand, the employees that were friends and were meeting outside 

of the organisation were aware of the issues their colleagues had with the systems and 

the management and were communicating these with each other, but these did not 

reach the management either formally or informally. Their resistance was rather 

expressed in a different way when they disagreed with a management technique that 

was modernised, they mostly continued to work in their original way and change the 

outcomes presented to the management or change when the management was present 

in the production area. 

This type of resistance is in line with a few of the findings in Ezzamel et al. 

(2001;2004), where they argue that employees working many years and through many 

changes in the organisation are familiar with their work at hand much more than the 

management can understand so they are able to keep working unchanged (maintaining 

that inertia Laughlin (1991) mentions), while doing so in a way that the management 

remains unaware. The fact that they did not make this dissatisfaction with change 

open in the organisation was arguably due to the distance that existed between the 

management and employees, which made the latter not be able to convey such 

feelings towards the former. Arguably, this goes back to the openness point that 

Zaheer et al. (1998) make about trust and also on the arguments from the side of the 

workplace friendship literature, which argues that the closer relationships and 

friendships especially between management and employees generates a better 

environment, satisfaction, raise teamwork and create a feeling of belonging for all 

organisational participants (Feeley et al., 2008; McBain and Parkinson, 2017; Nielsen 

et al., 2000; Robinson, 2016), feelings that can come through sharing both the positive 

and the negative aspects of the experience of the participants in the organisation and 
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working together towards resolving them, shaping that way, not only the MCS and the 

MC, but how the organisation functions from top to bottom and vice-versa. 

In the case of Clothing between management and employees, resistance became more 

obvious and the tools more formal. There in the name of technical rationality and 

implementing more formal MCS and being able to take decisions devoid of emotion, 

the management detached from close relationships with the employees and tried to be 

cold and distant. As discussed from the previous part of this chapter this is the biggest 

area, where MCS were impacting the friendships in the organisation. Through 

promoting the formal MCS and hierarchies that the management had set in their mind 

as the strategy that must be followed, they ignored the informal, social controls that 

the organisation had been using for a while and through the lack of connection these 

informal information network paths were slowly being closed off. 

Again, as mentioned in the limitations of this research, given more time for research 

or returning to this organisation could bear significant insights to the effect these 

actions could have in the organisation, since this detachment also made resistance 

easier in the organisation. Another area in which controls had an effect on the 

friendships developed and maintained in the organisation were the company events 

organised. It is difficult to understand if these were hosted as rewards for good 

performance, as a way to bond the participants to create better networks of 

information and boost teamwork efficiency, or just because there were celebrations 

that the manager-owners wanted to share with the employees, but they certainly had 

some factors of promoting teamworking and communication in the organisation. 

Furthermore, the events helped create the loyalty that the participants had towards 

their organisation and allowed them to suppress their personal interests, especially in 

the case of the employees. However, through these events the organisational 

participants did create or strengthen their bonds with each other. 

Friendships and better relationships in the workplace seem to enable MCS and MC, 

especially in the more informal tools when are applied in the SME context. The closer 

more personal environment in SMEs provides good grounds for better relationships 

between the participants, while also extrapolates the problems that come with 

distancing. One of the most powerful drives that these relationships are enabling 

better working environment and the existence of MCS and better MC is trust, as seen 
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more clearly in the previous parts of this chapter. Interpersonal trust provides good 

grounds for these close relationships to develop and further for friendships to be 

formed. Through trust, the networks in the organisation become steadier and through 

long friendships these networks move information way faster and more efficiently 

through codes of communication as seen from the sample organisations. Furthermore, 

with employee and management high trust and friendship the informal controls 

developed make for more efficient management in total. Friendships have a great 

impact on MCS and MC. However, it still remains to see what can be further done in 

SMEs in order for the impact of MCS and MC on friendships to be positive and for 

friendships to be promoted and developed in organisations. 

8.3. How can the interrelationships of MC/MCS and Friendships be 

improved? 

As mentioned in the research questions part in the beginning of this thesis and further 

explored in the theoretical framework chapter later, the critical theory on which this 

research project is relying on to build its arguments, retains an outlook for challenging 

the status quo and striving for social change (Bronner, 2011; Chua, 1986; Cooper and 

Coulson, 2014). 

The two organisations gave useful insights concerning the way SMEs are managed 

and the way the organisational participants interact with each other. These insights are 

obviously contingent to their local environment or even their specific organisational 

structure. Despite all that, the researcher believes, based on the arguments of 

Hopwood (1983) that accounting and management have practices which we cannot 

separate from organisational life, that some aspects are transferable, and organisations 

and research can use these insights moving forward to create better, more inclusive 

and emancipating workplaces. Further as mentioned in the theoretical chapter, 

accounting and management accounting are highly contextual and when examining 

accounting in any social setting, the context has to be taken into consideration in order 

to receive relevant insights from that examination, especially under a critical view, 

that context cannot be foregone (Ahrens, 2018; Bromwich and Scapens, 2016; Efferin 

and Hopper 2007; Gallhofer and Haslam, 2003; Hopwood, 1983; Otley 2016). 
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The one insight coming from this research that was in line with a wave of literature is 

that workplace friendships increase teamwork and commitment (Chang, 2013; Feeley 

et al., 2008; McBain and Parkinson, 2017; Nielsen et al., 2000; Robinson, 2016). The 

connection that the employees shared with each other allowed them to create better 

ways of communication, faster and easier network pathways, which all led to better 

information sharing and more efficient movements. The good relationship between 

management and employees in Agriculture, further showed that feedback networks 

were freer and more efficient, which not only allowed for faster and more informed 

changes in the organisation when needed, but also the employees felt empowered, 

since their voice was heard and their opinions valued, since they were in their position 

for long and had accumulated a lot of experience. In both organisations the 

organisational participants were aware of the structures and the hierarchies involved 

and did not attempt to bypass them or change them. Even in that environment, all 

positive and negative feedback remarks were considered and accounted for. 

One important aspect of this research project is to identify the ways in which the 

employees can be empowered further in workplaces and reach for emancipation from 

the hand of accounting (Broadbent et al., 1997; Cooper and Hopper, 2007; Deetz, 

2005; Gallhofer and Haslam, 2003, 2019; Gallhofer et al., 2015). However, the 

insights that came from the sample organisations were not entirely in line with the 

critical literature. This is entirely connected to one of the gaps identified in the 

literature. There is not much critical accounting and management literature focusing 

on SMEs. There is a blind spot there waiting to be filled and this research aims to take 

a first small step in lighting the dim cave entrance of this vast subject area. 

The discussion above shows that there were many situations were the friendships and 

close relationships of the organisational participants had an impact on the way 

management accounting and MC was practiced in the organisational settings. 

However, when looking closer at the pressures the management put on the employees, 

there are very few connections to be made with the mainstream literature. The 

manager-owners in the SMEs were behaving differently towards the employees and 

their drive was not always followed by the strict business rationality that is argued in 

the literature. Rather the manager-owners in the small enterprises that are operating in 

Greece are more likely to be under very similar financial, government and general 
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capitalistic pressures that their employees are. In this situation the way we picture the 

capital holders under the critical scope needs to be reimagined, especially for the 

micro and small parts of the total group of businesses that are SMEs.  

Employee participation in management was mentioned previously in the Literature 

Review chapter and was criticised for having the effect of receiving information from 

the employees with the focus of controlling them better (Agbejule and Saarikoski, 

2006; De Baerdemaeker and Bruggeman, 2015), maintaining this way a one-way 

information reception (bottom-top) and control (top-bottom), rather than cooperating 

in organisational management. Furthermore, this has been recorded to be happening 

frequently and be the preferred state of managers (Ezzamel et al, 2001; Lewis et al., 

2019). What comes from this research project is that if the connection of management 

and employees is increased and thick trust (Khodyakov, 2007b) is formed and maybe 

even friendship, because not all people are compatible for the latter, the management 

becomes easier, and the organisational environment becomes less stressful for all 

parties involved. Furthermore, the employees feel empowered in their workplace and 

committed to the organisation, as they feel valued and part of the organisation, which 

allows them to be more productive and provide to the organisation with less rewards. 

High trust and friendship allow for a healthier workplace environment, where 

management and employees make efforts towards their collective good, which will 

eventually help the organisation than the other way around. 

Through realising the common situation, they are going through and aligning their 

goals in the capitalist society, the manager-owners and employees in SMEs can reach 

a better working environment. Instead of conflicting interests and internal power 

struggles, they realise that their struggles are similar, and they are to be cooperating in 

driving the vessel that is their organisation through the furious sea that is the capitalist 

economic landscape for SMEs and employees in these organisations. Developing an 

organisational culture that promotes closer relationships, openness, discussion, debate, 

transparency from both sides and allows for a collective participation of all 

organisational participants in running the organisation, will help emancipate the 

workplace from the reified capitalist accounting and management practices and 

techniques in seek of ones that fit the new ways towards collective action. Through 

this realisation and action many of the aspects of control and control tools that are 
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now under research and have been discussed in this research as well, such as budget 

participation, performance measurement and monitoring, change so much in nature as 

the participants are now working together and have similar goals. 

As happened in the sample organisations, where the employees had high loyalty to the 

organisation and felt it as their own, they did not care for such aspects or when they 

did, they were very involved and they were still trying their best to make the 

organisation move forward. In the case of Agriculture, where the manager-owner was 

closer to the employees, it resulted to a freer communication and positive directions in 

managing the organisation, especially when their plant was without management and 

in care for the owning family, the employees kept the company running. Through 

close relationships and common goals such acts could be possible. Then the matter of 

dividing the earnings and ownership becomes relevant. From the critical standpoint 

this is the real problematic. The owner or owners of the organisation still continue to 

be in the position of power, the final decision makers and receive the earnings of the 

organisation with no obligation to distribute them evenly. 

In order to solve this problematic through the emancipatory lens that was explained in 

the theoretical chapter of this thesis, the lens turns briefly to the Critical Systems 

Model (CSM) as developed by Gallhofer and Haslam (2008). CSM focuses on the 

transformation of a problematic through the critical lens to an emancipatory reality 

through the use of researchers embedded in specific contexts (Gallhofer and Haslam, 

2008; Yonekura, 2009). In this case, the problematic and the envisaged better context 

are overlapping in dealing with ownership and equal treatment and distribution of 

wealth in small organisations with high participation. The transformation based on 

this research comes with two very specific points. The first is the establishment of 

trust in organisations between manager-owners and employees through the mutual 

understanding of the struggles that apply to both groups. Arguably, this can easier be 

achieved through class consciousness and educated perception of the pressures 

applied by capitalism on the working class, but also through a market that favours 

large organisations and development of monopolies (Jermier et al., 1994; Sikka, 

2015). The second point is formulating an organisational culture in which the 

organisation is allowing for the participation of all parts in the management of the 
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organisation. This is obviously mostly achievable in SMEs and especially in micro 

and small organisations as mentioned before. 

When the number of people involved in this does not exceed 50 individuals, then the 

voices of the people are easily heard and the information paths are kept fast and 

efficient. Developing friendships in that environment and leaving the opportunities 

open for that to happen and promoting the development of them, also helps these 

information networks and paths and also helps create an environment where 

individuals are happier, more satisfied, more loyal and more committed to the new 

goals of the collective. Then, the aspects that hurt friendships in the workplace and 

create negative environments need to be avoided. From this research, such aspects 

include the strict commitment to detached managerial rationality and the sole reliance 

on formal MCS. Thus, apart from the promotion of friendships and open 

environments to attachment, SMEs need to rely more on informal tools to enhance 

these connections in the workplace. Finally, the matter of resistance becomes 

mundane, as the collective managing takes place with their own sets of rules and 

systems, decided through discussion and transparency from all sides, as mentioned 

before. 

Again, this is probably far more feasible in SMEs, where there are fewer people 

involved and simpler structures exist (Durendez et al., 2011; Durendez et al., 2016; 

Lahdesmaki, 2005; Spence, 1999; Tocher and Rutheford, 2009; Whitley, 1999). 

Human interactions are simpler and more informal in SMEs and trust created can 

either replace or act as an informal or social control (Khodyakov 2007a; Mollering, 

2005). However, especially in these smaller environments, it is important to make an 

effort to stop treating management and employees as opposing parties, even though 

some of their interests clash, and start considering the possibilities and their gains as 

groups with aligned goals and look for social change from their connection and trust 

generation in modern capitalist society, where the colossal weigh of international 

companies is crushing the economy of SMEs locally. If this alignment is achieved 

maybe the collective power of SMEs can achieve emancipation in the capitalist 

economy. 
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9. Conclusion 

The purpose of this chapter is to first identify the key insights of this project and 

outline the contribution of this research to the literature. Second, the limitations of this 

research are presented and as a continuation of that and also based on the findings of 

this study, third, recommendations for future research are made. 

9.1. Summary of the insights of the research project 

This project explored from a critical theoretical perspective the interrelationships of 

MC/MCS and workplace friendships through two case studies of Greece SMEs. 

Through this theoretical lens both the perspective of management and employees was 

taken into account in the analysis of MC, MCS and workplace friendships of the 

organisational participants. 

The research project aimed to address five questions. The first question sought to 

understand the characteristics of MC and MCS in Greek SMEs. The sample 

organisations show great reliance on informal controls, in socialising, supervising 

through informal means, and giving directions through informal networks instead of 

team meetings or formal paperwork guidelines. Formal controls exist, but they are 

sometimes practised by external accountants to the organisation, such as budgeting. 

Monitoring seems to be the most frequently used formal control in these SMEs, tied 

in with performance measurement. Despite the detailed research insights from the 

sample organisations, the findings are not conclusive, because even though there were 

many similarities, the differences of the two organisations were significant. 

Then the nature of workplace friendships in Greek SMEs was addressed in the second 

research question. There it seems that generating trust and a positive environment 

between organisational participants is important for the generation of workplace 

friendships. Organisational culture seems to run parallel with, help and be helped 

from national or local culture. These two cultures help generate trust between 

participants in the organisation, but also help with employee loyalty and commitment 

to the organisation itself, making them less likely to leave the organisation. Long 

years in an organisation also helps create further friendships and trust between 

individuals (Chang, 2013). The results are very similar in these two cases not only 

from the two sample organisations but also from the pilot conducted by the 
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researcher. As discussed below, with reference to the three other research questions, 

workplace friendships seem to have significant impact on organisations, not only 

influencing MCS, but also being hope for emancipatory change in these small 

workplaces. 

The third research question explored the effect that MC and MCS have on the 

friendships that organisational participants formed. After examining the few MCS in 

the sample SMEs and the way MC was made use in relation to the relationships the 

organisational participants had created the researcher came to the conclusion, via the 

theoretical lens and the literature, that friendships in small, local environments are 

likely to develop no matter if the hand of accounting and management (Sikka, 2015) 

is trying to create space and distance between the organisational participants. People, 

especially in the cultural setting of Greece, are very eager to create close relationships 

with the people around them, even if this means making friends with them or not. As 

Chang (2013) argues, if individuals are working together for many years, they cannot 

help but develop some connection to each other. In that sense, both the formal and the 

informal controls did not have a major negative impact in the way the participants 

formed their friendships. Rather, the latter, had a more positive impact on the 

relationships of the organisational participants and especially the most difficult groups 

to create such a connection due to the hierarchies and power struggles involved, the 

managers and their employees. Since informal controls require more human contact 

and less paperwork, but rather more information sharing by word of mouth, the 

management teams were interacting with the employees more, learning that way their 

mannerisms, personal traits and when some form of trust was established, even more 

personal information about them. 

The manager-owners in Clothing were detaching themselves from the employees in 

the name of technical rationality based on reified structures they had learned from 

their education (Mumby, 2001; Sias, 2009). The management in Agriculture on the 

other hand admitted that they did not want to fire any employees, even if that made 

the financial situation of the organisation slightly worse, because they felt close to 

everyone. It is not the tools themselves that change the relationships of people, rather 

the people are choosing to change the way they form relationships or not in order to 

accommodate their better use of the tools. The connections are there and available, 
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whether they are close friendships, or good colleague relations and even if the 

management tools move employees to other side of the company or even generate 

stressful situations that lead to conflict, as seen from the ‘on the job’ concept, the 

people can choose to retain the connection and stay close to each other. 

The fourth research question sought to gain insights into the effects of friendships on 

MC and MCS. In this area there were many more insights to be gained. First, because 

of the way formal and informal controls interact and support each other at all stages of 

the organisational life (Berry et al., 2009; Davila, 2005), organisations that rely 

heavily on informal controls, like SMEs, through various social interactions are bound 

to have their formal controls affected. The sample SMEs were both very reliant on 

informal tools on their day-to-day business, even though Clothing tried to implement 

formal tools, which meant that the organisational participants had more social 

interactions frequently than they would in a larger organisation and their information 

pathways were interlinked throughout the whole company and not just specific 

departments of it. This way, when the organisational culture and the friendships 

created promoted a certain way of interacting and sharing information, such as the one 

that the employees in Clothing mentioned with their own developed code of 

communication, the information systems in their area were shaped based on that. This 

meant that the friendships, with trust and closeness of individuals, influenced the way 

MC and MCS were maintained in the sample organisations, they enabled the formal 

and informal systems to be more accommodating and promoted cooperation and 

coordination rather than conformity and strict control (as in Velez et al., 2008 and 

Vlaar et al., 2007). Even though the effectiveness of the formal tools in Clothing were 

not visible for the researcher, as they were either in the process of being implemented 

or close to the time the researcher observed the organisation, this implementation was 

clearly hindered by the lack of trust and connection to the organisational culture, the 

management had towards the employees. Especially through the creation of the in-

group mentality, with the separation of the employee cohort that shared the local 

culture and the management family. 

In Agriculture on the other hand, where the trust levels were higher, resistance to any 

management practice was either minimal, or discussed directly with the management. 

Their information and coordination levels were observed to be high throughout the 
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organisation. Thus, there are many benefits to be gained from friendships in 

organisations, from the betterment of the internal systems, cooperation of all 

organisational participants, with mutual understanding and goal alignment, to 

generally a better working environment where both managers of these micro or small 

organisations and the employees feel safe, trusted and empowered to share and work 

together for their mutual benefit. Further, building on the personal relationships of 

organisational participants helps reduce resistance, not by muting or alienating people 

from their environment, but by allowing for closer connections and open 

conversations. The openness can often lead to conflict (Zaheer et al., 1998), but it also 

helps with sharing and constructive criticism. Creating systems in organisations with 

these relationships in mind can then empower organisational participants and lead to 

emancipatory techniques from the current constraints of capitalist accounting and 

management. 

Finally, the fifth research question aimed to explore ways of improving the 

interrelationship between MC and MCS and workplace friendships in terms of 

realising some of the emancipatory possibilities of this interrelationship. The analysis 

and discussion of the case studies shows that in a workplace where trust and mutual 

understanding of the pressures placed on all organisational participants from the 

capitalist system and the large corporation market expanding, workplace friendships 

can develop and they allow for empowered employees in participatory management. 

These organisations have the potential to become more efficient when information 

sharing and communication in all levels is faster and direct when friendships are 

promoted. Furthermore, the organisational participants are more committed to the 

organisation and its vision, and strife to keep it alive with low or no returns. The 

improved working environment and an enhanced sense of security can have a positive 

impact on the wellbeing of all organisational participants. 

Overall, promoting and maintaining friendships in the workplace and allowing them 

to affect the way the organisation is managed can bear positive results for the 

organisation, which is in line with the mainstream literature (Chang, 2013; Feeley et 

al., 2008; McBain and Parkinson, 2017; Nielsen et al., 2000; Robinson, 2016), but 

also based on this research, this applied from a critical standpoint in SMEs. 
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9.2. Contribution of the research 

This thesis aimed to address some of the gaps that were identified in the literature and 

create potential openings for future research. The thesis has made three main 

contributions to the literature, which are summarised below. First, it adds to the 

literature on accounting and MC that examines human relationships, by focusing on 

workplace friendships. Through the lens of friendships, a new area of research is 

opened up, which tries to understand how companies of all sizes are managed and 

governed when a network of friendships is at place in all levels and across all 

departments.  

Second, it contributes to the existing literature by providing further insights into MC 

in the context of SMEs. Especially in the MCS literature, but also in the critical 

accounting literature, a focus on the SME context has been rather scarce. This 

research provides new and relevant insights for our understanding of MC and MCS in 

the context of SMEs.  

Third, it adds the focus on Greece, which has been so far neglected in the literature on 

MC and MCS. A focus on contexts that are not Western or Anglo-Saxon is not a new 

area of research, and it has been explored widely lately. However, gaining insights 

from national contexts that are Western, but are not as ‘successful’ as the UK or the 

US or Germany can further enhance our understanding of how accounting and 

management are practiced in such economies. 

In terms of theoretical contribution, this research project was based on critical theory, 

a theoretical lens not commonly applied in research on MC and MCS in SMEs and 

the lens of trust through friendships. Placing not only the human in the centre of 

research, but also human relationships and connections through the lens of trust, in 

this case involved in human friendships. Critical theory also aims to question the 

status quo of society, radicalise the masses and ensue emancipatory social change. 

The more radical aspects that follow Marxist theory attempt to attack the capitalist 

system through revealing the exploitation of workers from the capital holders. In this 

research, it was shown that the owners of a business entity will not always be the 

enemies of the workers, as they are in similar situation to their employees. The 

accountant in Clothing mentioned that the manager-owner had to put cash from their 

personal savings in order to keep the organisation running for a few years in a row. 
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Finally, the owner in Agriculture mentioned that they were not able to employ more 

people and they would make redundancies if they were not as connected with their 

current employees. This all shows that the managers in SMEs deal with the same 

issues as the employees and the only way for them to be able to fight the decay of the 

capitalist system is to collaborate. Personal relationships in an organisation bring 

people closer in sharing their difficulties. All of the employees in both the sample 

organisations were trying their hardest to keep their organisations going with various 

resources. The social emancipation from this research comes through the lens of the 

SMEs and human relationships in realising that not all business owners are capital 

owners, enemies of the worker, aiming to exploit. Allowing for both of the struggling 

groups to come closer through looser interactions outside of the workplace creates an 

environment inside it that will benefit both groups equally, since the personal human 

attachment gives greater motivation and work satisfaction for the workers, while it 

opens greater communication paths for and from the management. Allowing for such 

relationship networks in organisations to develop provides chances for further social 

emancipation from the micro and small side of business, which as shown comprises 

the greatest percentage of society. However, for all social groups, keeping vigilant to 

strike exploitation when identified is really important. 

9.3. Limitations of the research 

One of the limitations of case study research that has been pointed out in the literature 

(Davila, 2005) is the problematic of generalising their insights. Generalisations in an 

SME setting and especially concerning MCS and MC techniques is not advisable, due 

to the various differences in MCS depending on setting and culture, generalising is 

not advised even in organisations of the same industry or in the same national setting. 

Considering the data received from the sample in this research, two of the companies 

showed a few similarities in the way they addressed their controls and also their 

relationships in and out of the company, however, in both cases the participants 

mentioned anecdotal data of colleagues in other companies that had a completely 

different treatment. Thus, generalisations concerning specifically some of the MC and 

the way they are administered in SME would not be possible. It has been mentioned 

that management research is very contextual (Bromwich and Scapens, 2016; Otley 

2016). 
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A major limitation of this research project is realising the form and existence of 

friendships in the organisations. Friendships are not countable and there is no definite 

measuring system to find out how strong they are. Defining friendships has been a 

challenging task for research of various disciplines and in this case the definition that 

was used was very loose and it incorporated a lot of other human relationships, which 

were specifically ruled out by the researcher due to his personal knowledge of the 

organisational participants. Since these are also mature relationships, even the 

organisational participants themselves would not give a consistent yes or no answer to 

the question “do you consider this person a friend?”, because the relationships that 

individuals build during that given time are complicated and more layered than the 

ones earlier in their life. Thus, the process of identifying what a friendship is, and if it 

exists in that environment, was a challenging task. The definition given later was that 

if these people have a positive disposition to each other and interact beyond the 

boundaries of the organisation for non-business activities, then a friendship 

relationship is considered to exist. As mentioned, this could include family or 

romance, but the researcher made sure that these were not considered when they were 

the case or did not exist in the first place. However, in a larger scale research or in 

research which does not have direct access to the participants, these results could not 

be replicated with the same questions. 

Interviewee bias is also mentioned as a limitation of interview based research. 

Roulston (2010; 2011; 2013) and Kvale (2009) mention question evasion or resistance 

and interviewee concealing information. In this research these problems were not 

entirely prevalent, however, there were cases in which people in the same company 

presented contradicting information about some matters. For example, when asked if 

they meet outside of the company the organisational participants of Agriculture gave 

contradicting statements. One argued that they do not share a relationship outside the 

organisation, while others said that they meet outside once a year or multiple times a 

year. Of course, these contradictions might be due to exclusion of specific members, 

or if specific members intentionally do not participate in gatherings outside of the 

company, but it also might mean that one participant decided that they did not want to 

share their connections with other members. Furthermore, the manager-owners could 

have concealed information or changed information to portray their business making 

in a brighter light. Finally, since the research is dealing with both sides of a company 
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(management and employees), the interviewees might have been hesitant to share 

information that might endanger their position or friendship with the other party, just 

because the researcher had access to both parties. Such limitations were taken into 

consideration in the interview framework, which can be found in Appendix A. 

Another aspect concerning the interview material was translation. The questions were 

posed to Greek interviewees but were initially created in an English framework for 

the purposes of this project. Then translated back into Greek in order to conduct the 

interviews. Small discrepancies in the two languages caused some problems in the 

data collection, such as the Greek language only having one word for both monitoring 

and supervising. Phrasing the meaning of these two, meant that the word control had 

to be used, which also slightly changed the focus of the question in itself. The matter 

was addressed in each interview separately if needed, as some participants understood 

the focus of the question from the start. Translation also became relevant when 

bringing the Greek language data into English during the transcription process. The 

translation was made directly from one language to another through the audible 

material into the written one. This means that the researcher listened to the 

conversations he had with the interviewees in the Greek language and transferred that 

in written form in English directly. No other researchers were involved in both the 

process of collecting the data or translating the audio material of the interviews from 

Greek to English. Therefore, some data might be biased towards the researcher’s ideas 

or assumptions for the project at the time. Nonetheless, the researcher tried to remain 

unbiased when looking at the material at hand and understand the situations 

individually and then as a whole. Translating the source material however remains a 

limitation of this project. 

9.4. Future Research 

This research has identified the following key areas for future research: accounting for 

physical space, family business, and organisational culture building and longitudinal 

research in SMEs. These areas are discussed below. 

9.4.1. Accounting for Physical Space 

Physical space in the organisations influenced the way MC was administered and 

maintained in both organisations. The ways the organisations were shaped and the 
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way the organisational participants interacted with the set boundaries between 

management and production areas could potentially show some interesting findings 

towards how physical space and the human psychology towards these boundaries, or 

lack thereof, can change how an organisation is managed and controlled. 

The areas between administration offices and work floor were obviously separated 

within rooms or floors. In Clothing the members of production were sometimes 

reluctant or hesitant to move into the offices even when they had some type of reason 

to head there. There were also two different entries to the facility. The main entrance 

leads directly to production, while a side entrance leads to the offices. As mentioned 

before the manager-owner used to enter through the door leading to the production 

area. This simple move was well received by the employees, because they considered 

that the manager-owner stayed humble and cared about the production. It was also a 

good control tool as the manager-owner would arrive a few hours after the production 

had started, so they could check the progress of work in production for the day. 

However, that shows the power of space and its use. The presence of the manager-

owner or a member of the managing team in production at a time and their disposition 

had a positive effect on employees, even though it created a distance of the employees 

from the offices. 

A very similar case was presented in Agriculture where the administration and 

managing offices were on a different floor from the work floor. However, since the 

environment in the business was such that some of the employee members did not 

hesitate to climb the stairs and enter the offices, even when they had little to do there. 

The structures that existed in Clothing were not present in Agriculture and most of the 

employees had to individually contact the offices, in contrast to contacting a single 

supervising member that would contact a managing member that would transfer all 

the information to the management team. Thus, individual members were more 

familiar with the space that was the administration offices and contacted the members 

in administration more often. That meant they were less alienated from the office 

spaces. 

Space control in the two organisations was different. Even though in both cases the 

boundaries between the workplace and the offices were clear, organisational culture, 

MC and structures formed the employees’ attitude towards the spaces involved. 
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Where structures were forced and clear and the managing staff was distant from the 

employees, space also had an immediate impact. Whereas, where the structures and 

MC were not obvious or existing in some respects and the interactions between 

organisational participants were more frequent and less formal, those spatial 

boundaries were not as pressed. There are further connections to be made with 

organisational culture, as the employees in Clothing were connected with each other 

and they had created their organisational culture which stemmed from their own local 

culture, plus some additional inputs from the previous manager-owner. Thus, that 

culture was disconnected from the management and the management, as a family, had 

their own internal way of communicating and interacting and since both of these 

groups had their own spaces that were active in the organisation and even their own 

entrances in their working areas, that created further distance between these groups in 

both a physical and a psychological sense. While in Agriculture where the culture was 

the family-like connection that was running through the whole of the organisation and 

affection all of the participants had a different effect on the way these participants 

treated their physical space even though some of the departments were way more 

disconnected from the main area of operations and the administration and 

management offices than production was from the offices in Clothing. Finally, along 

with the organisational culture, the friendships of the organisational participants 

influenced the way they treated the physical space, on a very similar not as they did 

with organisational culture. 

As it is shown above therefore, exploring the possibilities that various aspects can 

affect the way physical space is considered in MC and MCS and the way that 

influences them as well, while also including the various factors that might come into 

play in this network of connection, is an interesting future research path. 

9.4.2. Family Business 

Both organisations had family members involved in the management of the 

organisation. Through the various definitions of what makes an organisation a family 

business, both organisations could be described as such, with different degrees to 

which these would apply. In Agriculture, since the manager-owners and their family 

had full ownership of the firm, while also they were involved in the daily workings of 

it, through both a managerial and even a manual work aspect, a larger number of 
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definitions of family business could be applied. In Clothing, even though the family 

was managing the business, there was a single owner, so that specific situation, fewer 

definitions could apply, but could still be considered one. However, for the purposes 

of this research project the family business aspect was not considered relevant to the 

insights provided. The relationship of the family members was taken into account 

when examining the data and identifying the findings, as portrayed more vividly in 

the case of Clothing, however, the fact that the organisations were family owned did 

not change the ways that the friendships and MC or the MCS interacted. 

Although admittedly, the fact that some potential relationship struggles, especially in 

the management team, were absent due to the pre-existing, unconditional relationship 

that is a family bond provides grounds for two further research investigations. The 

first is delving further into the relationships and potential distancing from the family 

members in an organisational setting and identifying what are the potential results in 

the organisational management when family members do not allow externals to come 

close to them. The second aspect would be identifying the potential struggles and 

pressures when such family bonds do not exist, especially in the management team in 

a SME. Exploring the relationship of a management team that is more eager to resist 

the manager-owner’s decisions and the connections that this situation might lead them 

in relation to the employee force might also bear some interesting insights in future 

research. In both cases, the characteristics of the organisational participants greatly 

influence the research findings, which is again, why such research structure is highly 

contextual. The friendliness of the manager-owner or a management team member 

towards the employees, or a very charismatic, born-leader employee can greatly shift 

the way MC and MCS are issued and maintained, while also shifting the levels of 

resistance towards any potential changes in the organisation. 

The family-business literature is extensive, and it includes various aspects of the way 

these organisations operate. The size of the organisations involved in the family-

owned businesses research stream also varies widely from small to large firms. Thus, 

some of the aims and motivation mentioned in the introduction and refreshed earlier 

in this chapter can still apply in creating a future research project focused specifically 

on the nuances that the family-owned management adds to the areas that were already 

explored in this project. 
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9.4.3. Organisational Culture Building and Longitudinal Research in 

SMEs 

In this research project organisational culture has been mentioned a lot of times and 

has been a major component in the findings. However, there are a lot of further 

insights to be gained in various contexts when looking at how organisational culture is 

formed and then maintained and evolved in a workplace. Examining these aspects of 

it from various standpoints and with different elements in mind, such as MC, MCS, 

resistance, corporate governance and many others, new insights can be gained 

towards the power and influence organisational culture has in a workplace and also 

how it can be shaped by the people. Additionally, in different national contexts, such 

as the Greek one in the case of this project, the connection between national and 

organisational culture can be explored. Specifically, as shown by the differences in 

Agriculture and Clothing, even local cultural elements can have major impacts in the 

way culture is formed in an organisation and that can in turn influence the way 

management and resistance appear or are maintained in that organisation. The case of 

Clothing specifically made a good example of that with the employees being 

influence by their local culture and that finding was further enhanced by the lack of 

local connections the organisational participants in Agriculture had. 

Culture building and maintenance can extend our understanding of internal and 

maybe informal workings of organisations, but at the same time, to perceive the full 

extent of the insights to be gained from this a longer period of time of examining an 

organisation should be had. Entering an organisation from its early stages of creation 

and experiencing the growth and changes of certain aspects of the organisational 

culture and the management systems in place over a large period of time would be a 

great indicator of which factors influence these and later be able to use that to create 

systems or cultures that promote freer environments and all participants closer 

connected to each other. Thus, longitudinal research with such a scope is also a 

potential future research prospect and a way to move the management and critical 

literature forward. 
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10. Appendices 

Appendix A: Semi-Structured Interview Questions in English 

Introductory part 

• Thank the participant for their time and ask them if they are happy to be 

involved in the research. 

• Ask for their consent for the conversation to be recorded, if not, then inform 

them that I will be actively taking notes during the conversation. 

• All the recordings and the notes are completely anonymous, and they will not 

be replayed or revealed to any people other than me. They are fully created 

and used for the purposes of this research, in which both the company and 

the interviewees will be given a nickname. 

• Inform the participant that if at any point the conversation reaches a topic 

that they feel uncomfortable with, they are encouraged to stop me to either 

change the subject, take a break or drop the session completely. 

• As mentioned all of the above are for the purposes of the research, thus after 

the end of the observation and interview period, the participant is encouraged 

to contact me about any questions, queries or any information, or if they 

would like to exclude any part of our conversation from the research. 

Interview Questions 

• Manager/Owner 

- As an introduction, can you tell me a few things about what your company 

does and then what are the goals and objectives? 

- How are the employees reacting to these goals and objectives? 

- What everyday practices do you use to ensure that these goals and 

objectives are achieved? 

- Do the employees follow these and how do you monitor their performance 

if at all? 

- Do you allow the employees to participate in the formation of the goals and 

objectives, or at budgeting? 

- Would you trust your employees to co-manage the company with you? 

- Are you involved in same or similar daily tasks that your employees do? 
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- Do you personally interview potential employees? 

- Are they usually people you find from advertising the position, or are they 

references from acquaintances and people you know? 

- Do you make any social events? Meet with all or a number of your 

employees outside of the company? 

- Do you believe that dealing with daily phenomena in the business creates 

tensions in your relationships with your employees? 

- Can you provide any examples where running the company has influenced 

your relationship with the employees, or your relationship with your 

employees has influenced the way you run the company? 

- Is there a reward and/or a punishment system in the company? 

- How is monitoring done in the organisation? 

- Do you provide your employees with opportunities to receive education on 

relevant skills to their role? 

• Employees 

- As an introduction can you tell me a few things about what the company 

does and then what are its goals and objectives? 

- Do you feel these goals and objectives are reasonable? How are they 

achieved? 

- Do you feel like you are participating and influence in the formation of 

these goals and objectives? 

- Do you participate in the budgeting process? Would you want to? Do you 

feel close enough to the Manager/Owner to ask for information on that or 

ask to participate? 

- Do the goals and objectives and the performance turn up in your personal 

discussions with the other employees? Do you have any examples when 

such a discussion has caused tension or arguments between you or the 

Manager/Owner? 

- Does the manager/owner help with everyday work and with guiding 

towards the achievement of objectives? 

- How did you find out about the position? 

- Did you know the Manager/Owner or the Business, or about them, before 

applying to work here. 
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- (If social events are available) Do you join up in any social events? If so, 

what do you think of them? 

- Do you keep connections with any of your colleagues or the 

manager/owner outside of the business environment? 

- Do you believe that dealing with the daily phenomena in the business 

creates tensions in your relationships with the manager/owner and/or the 

other employees? 

- Do you feel that actions taken by the manager/owner have influenced the 

relationship you have with each other or with other employees, or that your 

relationship with the manager or your colleagues has changed the tasks 

your do in the company? 

- Is there a reward and/or a punishment system in the company? 

- How is monitoring done in the organisation? 

- Are you given opportunities to receive education on relevant skills on your 

role? 

Post-interview information 

• Thank the participant again for the interview.  

• Inform them that I am going to type up our conversation and that I would like 

to contact them in case I need additional information on our conversation. At 

their consent then I will ask for contact details. 

• Inform them that they are entitled to a copy of our interview transcript after I 

finish typing it. Said copy will be sent to them in the contact details asked 

above. 

• Repeat that the participant can contact me at any point regarding any 

information needed and also if they want to exclude any information from this 

research that they do not feel comfortable with being published. 
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Appendix B: Interview Information Grid 
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Appendix C: Organisational Structures 
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