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Abstract
This paper ethnocommunicologically interrogated class, power and communication in Nigerian organisations, using Champion Breweries Plc and CSR Reporters as comparative cases in point. Anchored on Cultural Capital Theory, the study explored how workplace hierarchy, class and socio-cultural norms form communication patterns, especially as it concerns language usage, interaction relations and power dynamics. Research design was the qualitative ethnographic method that combined participant observation in twelve workplace communication sessions with semi-structured interviews that involved 6 purposively-selected participants. The sampling was guided by the data saturation principle, where no new themes surfaced. Data analysis was guided by thematic analysis, using the NVivo-styled coding framework that is consistent with qualitative analytical processes. The findings revealed that communication practices in both workplaces studied was religiously structured by hierarchical and power play with the leadership team or senior employees exerting stronger control in discussions, while junior employees adopted respectful and cautious communication strategies to stay out of “gross insubordination” as one of the interview participants put it. Linguistic practices, including the use of “Sir” and “Ma” (in capital letters), were found to encourage the power asymmetries rife in the organisations. While one of the companies, CSR Reporters, demonstrated relatively flexible communication practices, power and authority still remained at the centre. Additionally, what was termed, strategic silence, emerged as a subtle communicative capital for navigating organisational power relations. The study then concluded that class and power are central to communicative behaviour in organisations existing in Nigeria, therefore, recommended that corporates should bring in more inclusive communication relationship that spread equal participation and contributions in internal interactions irrespective of class and hierarchical levels.
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Background	
Within the Nigerian corporate settings, communication has often been presented as a functional information exchange. However, modern day scholarship has increasingly demonstrated that corporate communication is deeply etched within structures of both class and power (Akor et al., 2025; Oksiutycz 2026). These dynamics are even more felt as a result of the interplay between organisational hierarchies and socio-cultural norms which shape people’s interaction patterns. This therefore translates that communication in corporate environments cannot be understood fully if it fails to be situated within the broader framework of social stratification and power relationship.
In the literature, emphasis is on the reality that class in corporate contexts goes beyond mere economic positions to include hierarchical status, educational background as well as symbolic capital access – all of which end up influencing communicative behaviour (Brandle et al., 2025; Hurst, et al., 2025). Workers who are positioned higher in organisational corporate hierarchy are ones who possess higher communicative authority which enables them to dictate conversational boundaries, control discussions and even control decision-making processes too. On the other hand, lower-level staff tend to tilt more to reverent communication styles, bathed by politeness strategies, indirect speaking and what can be termed, “strategic silence” (Alexandra, 2025; Verhoeven & Madsen 2022). 
In this regard, power is characterised by not only formal authority but also via daily communicative practices that emphasise dominance as well as subordination (Stowell, 2020). Commonplace also, are the use of honorifics like “sir” and “ma.” In fact, these honorifics now come in capital letters, (Sir and Ma) to supposedly reinforce and reflects an underlying cultural logic that legitimises hierarchical power. These have become strategic deployment of language formats, indicatinrespect and even submission (Mensah, et al., 2023). These practices are further bolstered in face-to-face conversations, where non-verbal cues like posture, turn-taking patterns and eye contact, serve as subtle but powerful signals of authority and status (Vaishnav, et al., 2025).
Umoren and Ukpe (2025) contend that the emergence of digital communication in corporate milieus has brought about fresh dimensions to these dynamics especially email interactions contexts. Email that is supposed to be seen as an egalitarian medium has now been found to suggest that power asymmetries still persist. Nowadays, these are manifested via language choices, email response patterns as well as formality levels. For example, junior level staff are more likely to engage greatly formalised language and respectful tones in their mails, while the leadership team as well as senior executives adopt just brevity and directness, which further reinforces these hierarchies in real practice. 
From ethnocommunicological lens, these patterns of communication are not just company artifacts but ones deeply rooted in cultural practices, governing people’s interaction in the Nigerian society (Mohammed et al., 2025). The emphasis placed on respect for status, authority and age, pointedly shapes how employees communicate within corporate environments which often blurs the line between cultural and professional expectations (Fouad, et al., 2025). This cultural incorporation of communication, highlights the urgent need for context-sensitive interrogations that go beyond universalistic expectations of workplace interaction.
Despite growing scholarship in workplace communication, there is a noticeable lacuna in literature, explicitly integrating class, power as well as communication within the Nigerian corporate operations, through an ethnocommunicological perspective. In isolation, many of the existing studies examined these variables and even strictly from managerial lenses, overlooking the nuanced manners by which cultural meanings and hierarchies meet in day-to-day communication (Hikmat, 2024; Karki & Karki, 2025).
Against this backdrop, this study seeks to examine how class and power impact on communication patterns in the Nigerian corporate workplaces particularly on language use hierarchy and social interaction dynamics. By adopting an ethnocommunicological method, the researcher aims to uncover a more wholistic comprehensibility of how communication reflects as well as reproduces inequalities within organizations, while also contributing to conversations ongoing on corporate communication in complex cultural societies as Nigeria.
Operationalising Class, Power and Communication
Class, power and communication as concepts happen to be central to comprehending social interaction in an organizational setting, especially in societies where cultural practices as well as hierarchical norms greatly impact on day-to-day exchanges. Existing scholarship point that these terms are not just interrelated, they are mutual, shaping workplace dynamics (Mikail, et al., 2025; Sadeh, et al., 2024). 
Perry (2025) notes that class in contemporary communication studies goes beyond traditional economic stratification to incorporate a broader range of social markers like educational acquisition, professional status as well as access to symbolic and cultural capitals. Within organisations, class often shows in hierarchical positioning, where the people occupying higher positions possess not only the economic power but also the communicative privileges. These manifest in their ability to control discussions, tick acceptable expression forms and even dictate meaning interpretation in social interactions within the organisation. (Khan, et al., 2026). As a result, class works as a structuring force that determine both the production and reception of communicative practices. 
Closely resembling class is power as a concept that has been widely evaluated as a defining factor of organisational and social life. Increasingly, power is perceived not just as a function of official authority but as a relational cum pervasive force, incorporated day-to-day interactions (Anderson & Brion, 2026). 
In this sense, Nwoko and Howe (2025) argues that power is exercised via communicative practices, regulating who speaks, when they speak and even whether their contributions will be valued. 
Scholarships argue, power is often more effective when it is subtle, operating through routine communicative behaviour and not overt coercion. In our workplaces, such power is often expressed through culturally-sanctioned exercises, which include the use of honorifics, indirect speech styles and high reverence to authority, thereby reinforcing hierarchical order (William & Ibrahim, 2024). 
As a concept, communication has emerged from being a mere information transmission to a more complex process that involves meaning-making, negotiation and reality construction (Ogbu & Anorue, 2026). In organisations, communication is not neutral. It is rather shaped by the positions of senior staff members as well as the power relations that exist among them. This direction aligns with ethnocommunicological perspectives and it emphasises that communication dynamics are deeply etched in culture and cannot be understood outside of the social contexts inside which they occur (Sutton, et al., 2026). Therefore, communication is both a medium through which power and power are officiated and a mechanism via which they are exercised.
This intersection of class, power and communication is evident in workplace relations, where hierarchies dictate both job roles and responsibilities communicative behaviour. While staff in lower rung of the ladder often engage in strategic communication practices at its core, such as hedging, silence and extreme politeness to navigate the power imbalances, those in in the leadership team (LT) like the managing director and his LT members end up adopting more direct and assertive communication manners (Manurung, et al., 2026; Lee & Lee, 2024). These communication patterns prove the extent to which communication serves as a hotbed where social inequalities are birthed and maintained.
Interestingly, the integration of digital platforms for communication within corporate settings has not helped matters. It instead transformed the manners by which they are expressed. Research proves that even in so-called egalitarian channels like email, class and power superiority persist via linguistic selections, formality levels and hierarchies (Nasidi, et al. 2025; Azrul, et al., 2024). This suggests that communication advancements in technology do not really succeed in democratizing organisational interaction but rather adapt to the existing social structures on ground.
Overall, the studies underscore that class, power and communication cannot be separated when analysis of organisational life is at stake. Comprehending how they interact offers critical insight into the strategic mechanisms via which hierarchy is constructed, maintained and sometimes contested in corporate environments. This integrative perspective is important in the Nigerian instance, where expectations around respect, authority and social order, influence significantly, communicative practices.
Class, Power and Communication Patterns in Nigerian Corporate Workplaces
Communication styles inside Nigerian organisations are greatly influenced by the intersection of class factors and power relations, shaping both what is communicated and when, how and by whom communication happens. Existing literature indicates that company communication in in the country cannot be separated from broader societal structure which emphasizes respect and  hierarchy for those at the leadership level and social stratification (Abalogu, et al., 2024; Balogun & Zaghmout, 2024). As such, interactions in the workplace more often than not is a complex blend of formal business expectations and cultural communicative practices.
Dike (2025) posits that one of the most visible ways of class and power in the Nigerian workplace communication happens to be the hierarchical structuring of social interaction within. 
Ranks are a strong determinant in communicative behaviour with senior company executives typically wielding greater influence in conversations, including setting agenda, turn-taking, and decision framing. 
Conversely, junior staff often adopt cautious and reverent communication formats, characterized by politeness, expressions that are indirect and strategic avoidance of any of confrontation for fear of query and sack. This power imbalance highlights existing power relations while concurrently shaping staff communicative competence within organisations. (Marowa, 2025). 
Language utilisation in Nigerian organisations further demonstrate the enthronement of hierarchy and class differences. The persistent engagement of honorifics such as “sir” and “ma,” and other professional titles, works as a linguistic manner for signaling respect and acknowledging superiority (Uwen, 2024). These address forms are not just polite conventions but are cultural expectations that prioritise full respect to status. This therefore engender communication becoming performative act via which people consistently reaffirm their positions within the hierarchy.
Additioning to verbal communication are non-verbal cues which play critical roles when it comes to maintaining power relations in Nigeria organisations. Studies prove that even body language, eye contact and ultimately seating arrangements and patterns of interruption, often show unspoken hierarchies with those in superior positions of authority, occupying major communicative spaces (Akter & Sultana, 2024; Siaw, et al, 2025; Uzun, 2021). For instance, the leadership team fondly called, LT are more likely to speak at length, command attention and even interrupt, while junior staff must limit their contributions and most times relying on non-verbal signs like nodding to everything said to indicate agreement. These strategic forms of conversations accentuate the extent to which power is ingrained in organisational daily interactions.
In the Nigerian corporate environments, the coming of digital internal relations platforms, especially email, brought with it fresher dimensions to communication patterns. While digital tools are often seen as egalitarian, studies suggest that they end up reproducing the already  existing hierarchies via language and interactional practices (Moon & Feng, 2026). The junior staff tend to engage highly formalised speech, too-much greetings and uncommon respective tones in all email correspondences, while the senior employs often talk in brief and more direct manner. Even the response patterns also show the power dynamics. Delayed or absent replies are experienced from superiors which is interpreted as implicit signals of power or even disapproval.
Furthermore, utter silence and selective engagement have emerged as ultimate communicative strategies within hierarchical corporate set ups. Here, employees in at the lower run  of the ladder choose silence over active participation to stay out of the trouble particularly in situations where dissent may be seen as disrespectful (Yang, et al., 2025; Fidelis & Omoregie, 2020, Francis-Odii, et al., 2024). Note that this silence is never indicative of a lack of knowledge but instead prove “self- awareness” as the MD of Champion Breweries Plc would put it – an awareness of the power that be, controlling communication. In this case, silence works as both a protection and a form of implicit compliance mechanism in the workplace. 
Ultimately, these communication trends are continuously negotiated, very rare cases, contested. 
With ongoing exposure to global organisational practices and the power of younger, more digitally-savvy staff, there is shift towards more open and not-too-much hierarchical communication manners in some organisations (Atiku, et al., 2025). But, such changes would often coexist with deeply rooted cultural expectations, which then results in hybrid communication styles that reflect traditional as well as modern influences.
Overall, existing literature reflect that communication in Nigerian workplaces happens to be a dynamic process defined by the interplay of power and position. Subordination, language use, social interaction and communication channels, all are sites via which the distinctions are enacted and sustained. Noting these patterns is critical for a nuanced examination of workplace communication, especially within contexts where cultural norms and structural inequalities are interwoven. 
The Role of Respect, Language and Power Relations in Nigerian Organisations
In the Nigerian corporate workplaces, two major expression categories – honorifics and 
humilifics play significant roles in determining social interactions. While honorifics are linguistic employs engaged for utter deference to acknowledge hierarchies and ranks, humilifics are used to communicate humility and self-awareness. 
Indeed, language plays a key role in constructing and sustaining power relations in Nigerian organisations where communication is deeply influenced by cultural profiling of respect, rank and hierarchy. In such settings, language is not just tool for transmitting information but a symbolic factor engaged to indicate positions and authority within the organisation (Shaibu, et al., 2022). The religious use of honorifics like “Sir” and “Ma,” plus formal titles, indicate an deep-rooted cultural standard that prioritises submissiveness to superiors in the workplace. 
Respect or reverence as a cultural norm, greatly impacts on communicative behaviour, often expecting subordinates to embrace indirect and too-much polite speech styles when engaging with those with higher positions (Nkirote, 2024; Culfa, 2024). This can be seen whether in spoken or written communication, where junior staff tend to hedge their speeches and avoid any form of disagreement in order to maintain harmony in communication. These practices are not just acts of courtesy but subtle responses to the powers that be within the workplace.
Furthermore, power relations happens to be reinforced via language patterns that the superiors only have control over. Often than not, these senior employees often talk in more direct, brief and instructive ways, demonstrating their higher ranks and decision-making authority (Patugayon, 2025; Singh, 2026). On the other hand, the language of their subordinates would always embody submissiveness and compliance, fleshing out the asymmetrical state of social interaction in the workplace. 
Corporate Communication Contexts in Champion Breweries Plc and CSR Reporters
Organisational communication in Nigeria is influenced by a diverse range of corporate structures, socio-cultural influences and also industry practices that collectively shape how communication happens and interpreted internally. Understanding information exchange dynamics needs attention to theoretical construct and to the specific environments in which these social interactions take place. This paper, therefore, situates its study within two different Nigerian corporate workplaces – Champion Breweries Plc and CSR Reporters. These contrasting organisations were selected to provide a comparative lens on how class and power influence communication styles in different workplace cultures.

Champion Breweries Plc is a manufacturing and fast-moving consumer goods (FMCG) company with clearly defined hierarchies, very formal reporting lines and harmonised information sharing protocols. In this setting, communication is naturally regulated via recognised chains of command. Authority and decision-making powers are concentrated at leadership levels. This structure justifies it as an appropriate site for critically assessing how hierarchical and high rank positioning shape communication flow, interaction patterns and language use as it concerns the manner with which junior and senior employees interreact within structured corporate systems.
Conversely, CSR Reporters is within the media and advocacy communication space. Here, corporate structures are comparatively more flexible and interaction style, less rigid. Information exchange in this environment is often more interactive, collaborative and conversational, indicating media advocacy work they do. But, despite the relative flexibility, there is still underlying power dynamics and hierarchies which are expressed via strategic communicative cues, such as language choice, the tone as well as decision-making might.
Therefore, selecting these two work environments provides a the right comparative structures for exploring how communication can be shaped by cultural as well as structural factors. 
Whereas Champion Breweries reflects a more standardized and hierarchical workplace system, CSR Reporters provides insights into a semi-informal organisational communication environment where rank is less overt though present. Together, these organisations provide the correct perspective for evaluating how class and power rear their heads across different workplace communication contexts in the country. 
Situating this study within these two contrasting organizations, the researcher is able to capture variations and similarities in organisational communication practices, which helps to enrich the comprehensibility of how different organisational scenarios shape the manifestation of class and power in Nigerian organisational communication systems.




Reviewing Empirical Studies
Increasingly, existing empirical works have interrogated the interplay of class, power, and communication within organisational contexts, particularly pertaining to how these influences manifest in culturally shaped environments like Nigeria. 
Adeyemi and Okafor (2023), via a survey-based study of select companies in Lagos, uncovered that hierarchical positioning highly impacts on communication flow with leadership executives dominating discussions and controlling organisational narratives. The findings pointed showed how power is wielded through communication channels control as well as processes of decision-making.
Similarly, Eze and Chukwu (2024) in a mixed-method approach, combining questionnaire and in-depth interview to examine politeness strategies in Nigerian organisations revealed that junior staff persistently adopt indirect speeches and language highly respectful expressions to navigate the power imbalances they are faced with in everyday interaction. 
This position aligns with Nwankwo’s (2024) ethnographic study that indicated that communication in wok environments is majorly top-down with little upward feedback as a result of the risks associated with challenging hierarchical authority.
Focusing on digital communication, Udo and Salami (2023) looked into email exchanges in multinational companies that operate in Nigeria and uncovered that power relations exist via language formality and response styles. While junior employees demonstrated high levels of formality and deference, their superiors communicated more assertively with brevity. 
In a similar study, Nnamdi (2025) investigated virtual communication exercises of these company staff and concluded that digital technologies do not eliminate ranks and hierarchy in the Nigerian workplaces but instead reproduce it in subtle, strategic ways.
Also, Okeke and Ibrahim (2025), through observation approach, identified non-verbal communication like turn-taking and body language as a critical factor in emphasising power influences, especially at face-to-face conversations. 


Theoretical Framework
This paper is anchored on Cultural Capital Theory as propounded by Pierre Bourdieu in 1964. Cultural Capital Theory provides a robust understanding between class, power, and communication relations within workplace contexts. 
This theory advances that people possess varying levels of cultural capital that comprise of dispositions, education, social skills, language competence and other hierarchies, which inform their ability to control social environments and even exercise influence.
In Nigerian organisations, cultural capital shows itself in their communication dynamics, reflecting and reinforcing class and rank distinctions. Staff members that occupy higher positions often wield cultural capital which enables them to interact with strategic control, authority and confidence. This control comes in forms of formal language mastery, ability to control discourse as well as the confidence to initiate, interrupt, or move conversations about (Meyer, 2025). These communicative privileges position them as the dominating players within workplace communication.
On the other hand, staff in lower hierarchical ranks tend to exhibit little access to these capital forms and it reflects in their interaction patterns. The people in this cadre often adopt very respective language, leveraging on the politeness strategies and avoiding direct confrontation as shaped by their social positioning or rank within the organisation (Bernacchio & Foss, 2024). This then means communication in this sense has morphed into a site where class variations or divisions are expressed and even reproduced.
Again, Cultural Capital Theory describes how power is subtly enthroned via daily interactions instead of overt authority alone. It is the superiors and those possessing greater cultural capital  that determines acceptable communication standards like what constitutes subordination, professionalism, respect, or even appropriate tone and language. This is evident in corporate settings in Nigeria. Here the use of Sir and Ma (with capital letters), formal expressions as well as controlled communication patterns is indicative of deeply-rooted cultural and pro-class expectations (Ramsey, 2025). 

Anchoring Cultural Capital Theory to this study, the researcher was able to critically assess how communication trends in workplace setup are shaped by imbalanced distributions of cultural capitals. This theory provides a perspective for understanding how linguistic and interaction styles, function both as tools for communication and mechanisms by which class and power dynamics are sustained in the workplace. 
Objectives of the Study
The general objective of this study is to assess how class and power influence communication patterns in Nigerian organisations. In specificity, this study seeks to:
1. Study how hierarchy or class structure shapes communication styles in Nigerian organisation environment as it concerns who speaks and message interpretation
2. Examine the role of respect markers such as honorifics usage, tone and politeness tactics in reinforcing power dynamics in social interactions in the workplace
3. Interrogate how available communication channels, particularly face-to-face and email correspondence, engender or reproduce class and power relations in the Nigerian workplace.   
Methodology
This paper adopted a qualitative research method, grounded in the ethnography to help explore how class (hierarchy) and power influence patterns of communication in Nigerian organisations. The qualitative approach was considered appropriate because the paper sought to uncover the lived experiences, interaction patterns and interpretations of the variables.  
The ethnographic method allowed for an in-depth assessment of communication in its natural state. Using this approach, the researcher was able to observe how hierarchy, power relations and are being enacted in everyday social interactions in the workplace. Focusing on naturally occurring communication enabled the study to capture verbal and non-verbal cues of power – body language, tone,  turn-taking and silence patterns.
Population of the study comprised all the employees working in the selected organisations of Champion Breweries and CSR Reporters. The companies LinkedIn pages pegged the numbers at 500 employees for Champion and 50 staff for CSR Reporters. Theses staff cut across hierarchical positions – leadership team (LT), C-suit, mid-level staff and junior staff. The purposive sampling technique was then employed to draw participants who are familiar and experienced in organisational communication dynamics. This was to ensure that participants handed in relevant and rich insights into the phenomena being studied.
Specifically, the sample size drawn was six interview participants whereas observational data were gotten from approximately 12 workplace interaction sessions (including boardroom/management meetings, informal staff interactions and email communication) across both workplaces studied. Note that those sessions were adequate to observe the recurring patterns and new themes were not emerging.
Ultimately, the sample size of this study was guided by the principle of data saturation which was established by two researchers, Glaser and Strauss (1967) and empirically backed by Guest et al. (2006), where sampling comes to a stop once new themes stops emerging. 
Recall that Tracy (2020) found that qualitative ethnographic works prioritises contextual richness, depth and ultimately data saturation (with sampling continuing until no new themes emerged from the data) over large-sized sample. 
Instrument for data collection were participant observation as well as semi-structured interviews. Participant Observation enabled the researcher to immerse herself directly as an observer, witnessing the communication styles in real-time in the two companies, including being present in boardroom and management meetings, informal interactions and digital platforms like emails. The semi-structured interviews complemented this ethnographic approach by giving respondents the opportunity to think through their communication experiences, hierarchy perceptions and power dynamics interpretations within their workplaces. 
The researcher conducted the data analysis, using thematic analysis. Themes and patterns related to the keywords – class, power as well as communication were identified, coded and analysed. For the semi-interview leg, the researcher adopted a manual thematic coding approach with NVivo principles consistency. Raw data were coded into nodes, clustered into categories before developing into themes.
The interpretations focused on recurring communicative behaviour, linguistic usage, interaction relations and manners in which they reflect underlying social structures. This approach allowed for a systematic and flexible analysis of the qualitative data.
For trustworthiness and credibility of the study, techniques like triangulation, member checking, and thick description were engaged. Note that triangulation is achieved by a combination of multiple data sources such as the observation and interviews leveraged in this study. Member checking, on the other hand, enables participants to ratify the interpretations of the researchers. Also, thick description is responsible for the detailed contextual accounts that enhances the findings transferability. 
Again, ethical considerations were observed carefully. The participants were pre-informed about the aim of this study and their consent obtained long before data collection. Also note that anonymity and confidentiality were maintained by making sure no identifying information is revealed.
Overarchingly, this methodology offered a robust anchor for investigating how communication are shaped by class and power dynamics within Nigerian workplaces, offering rich, context-sensitive insights that is consistent with the study’s ethnocommunicology orientation. 
Results
This section presented and interpreted the data gotten from the qualitative observations and interviews of the two Nigerian organisations – Champion Breweries Plc and CSR Reporters. The data were thematically organised to show how class and power impacts on communication styles across hierarchical levels in the workplaces under study. 
Observation
 1. Control of Interaction and Communication Hierarchy
Revelations around communication patterns at Champion Breweries showed a clear hierarchical set up. Senior management staff or what they call, Leadership Team (LTz) consistently overwhelmed discussions flow during managerial or board meetings. The “LT” determined who spoke which were usually the senior staff who were perceived as ones with the righ thinking abilities that benefit the business as well as internal communication. The researcher noticed that junior staff often waited patiently to be invited before they speak and would be interrupted by senior colleagues as these junior employees make their contributions. In many observed cases, contributions made by the junior employees were either recast or validated only after authorisation by an LT which indicated the impact of hierarchical authority on legitimacy of the message
In the same vein, although the company structure looked somewhat flexible, hierarchy still impacted on the communication patterns at CSR Reporters. For instance, editorial decision-making rested largely on the table of senior employees lest these decisions be considered “gross insubordination” according to the chief executive officer who insisted, junior employees must not directly contact board members for any reason. For contributions during meetings, junior staff tended to align with expectations of the senior ones especially the CEO. However, when compared to Champion Breweries, openness to meeting participation is slightly democratized but that is only on informal settings.
 2. Language and honorifics Use  
In both organisations studied, the use respect markers were prominent in every communication. At Champion Breweries, employees especially the junior ranked ones frequently engaged terms like as “sir” and “ma” in formal and even during informal interactions when talking to their superiors. Even during email communication, these honorifics dotted every sentence, employing highly formalised language, overt greetings, and even submissively polite closings.
For CSR Reporters, while extended respect was evident still, communication practices was relatively informal. Colleagues addressed themselves using first-name during informal discussions. However, respect to authority remained conspicuous via tone, messaging framing and phrasing particularly in written communication that were directed at senior  colleagues. 
3. Digital Communication versus Face-to-Face Patterns
At Champion Breweries, face-to-face relations were characterised by palpable power relations. LT as refereed to the senior staff often had a whole day to speak, uninterrupted. They directed conversations and even interrupted discussions when junior staff members are involved. On their part, junior employees adopted highly attentive and restrained patterns of engagement. Further reinforcing the hierarchical distinctions was junior employees’ non-verbal cues like eye contact, seating and seating arrangements. 
Email communication was not really different as it still reflected power dynamics. While junior employees used careful and deferent language by indirectly framing requests like “Kindly advise” and “Please, I would appreciate your guidance, LT or the C-suit response were habitually concise, direct, brief, most times sometimes delayed typically to reinforce authority over the subordinates.
In CSR Reporters, email and messaging platforms was more interactional. Tone, however, still typifies hierarchical awareness, with junior employees maintaining formality level when communicating with their superiors.
4. Strategic Silence and Communication
Recurrent pattern observed in the two companies was the consistent use of silence as a strategy of communication. In Champion Breweries, low-ranking staff often maintained silent during critical meetings, especially when themes involved decision-making. This silence strategy apparently functions as a form of compliance, agreement and risk avoidance.
whereas participation levels at CSR Reporters, were relatively higher, silence still happened when discussions have to do with sensitive business. In these instances, lower cadre employees appeared to weigh carefully their contributions before talking which reflected an awareness of power superiority.
Summary of Key Patterns
Across both Champion Breweries and CSR Reporters, the data was guided by principles of Cultural Capital Theory, thus:
· Communication practice is strongly informed by ranks and hierarchies 
· Silence works as a strategic tool in walking through workplace power dynamics
· Digital communication platform does not taper off power differences but rather reshapes and reproduce them 
· Language is a key marker of respect, class and power 
· Data generated from both organisation

Semi-Structured Interview 
	Raw Data (Extracts)
	Initial Codes
	Categories
	Themes

	“You have to be careful of how you speak better still don’t say a word… so it doesn’t sound like you are challenging MD and authority.” Anything here can be termed, ‘gross insubordination’ and you will be in deep trouble. The walls have ears (Champion Breweries, Junior Staff)
	Careful speech; silence strategy; Fear of challenging authority
	Extreme restraint in communication 
	Hierarchy, Class and Control of Communication 

	“We make sure to use ‘Sir’ or ‘Ma’ with capital letters. (laughs). You cannot just afford to be too direct.” (Champion Breweries, Junior Staff)
	Humilifics and honorifics usage; Indirect communication
	Deference markers
	Lingo And Power Dynamics

	“Communication here follows ‘Leadership Team (LT)’ dynamics and hierarchy… there is a proper channel too.” (Champion – Middle Staff)
	Structured communication; Chain of command
	Organisational structure
	Hierarchy and Communication Control

	“Junior staff don’t speak freely unless they are asked to.” (Champion Breweries, Middle Staff)
	Limited participation; Restricted voice
	Power distance
	Hierarchy and Communication Control

	“The expectation is professionalism and respect in communicative practices.” (Champion Breweries, Senior Staff)
	Utmost Respect Expectations; Formal tone
	Power & Authority expectations
	Language and Power dynamics 

	“Junior staff hold back… it’s part of helping to maintain order.” (Champion Breweries, Senior Staff)
	Silence strategy; Controlled participation
	Organisational discipline
	Tactical Silence and Self-Restraint

	“The workplace is open, but please be mindful.” (CSR Reporters, Junior Staff)
	Relative openness; Communication awareness
	Flexible structural makeup
	Negotiated Power dynamics 

	“We can share ideas more freely… but decisions come from the top.” (CSR Reporters, Junior Staff)
	Sharing of Idea; Centrally organiased decision-making
	Retention of Authority 
	Hierarchy, Position, and Communication Control

	“Communication is more conversational… but respect is still important.” (CSR Reporters, Staff)
	Informal tone; Respect retained
	Cultural values
	Language and Power dynamics 

	“Make your suggestions but wait for approval.” (CSR Reporters, Staff)
	Approval seeking; Controlled initiative
	Decision hierarchy
	Hierarchy and Communication Control

	“We welcome contributions but there has to be structure.” (CSR Reporters, Senior Staff)
	Openness Controlled; Communication Guided
	Flexibility Managed 
	Negotiated Power dynamics

	“Leadership or seniority still guides communication and final decisions reached.” (CSR Reporters, Senior Staff)
	Control by Leadership; Decision authority
	Power set up
	Hierarchy, Rank and Communication Control



Core Identified Themes
Four major themes emerged from coding:
1. Hierarchy and Communication Control
· Who speaks, exactly when and how is controlled 
· Strong in Champion Breweries, a bit moderated in CSR Reporters 
2. Language and Power dynamics
· Use of “Sir/Ma”, indirectness in conversations, politeness, 
· Language usage equals authority and class reinforcement
3. Strategic, Subtle Silence and Restraint
· Self-censor by junior staff
· Silence strategy engaged to avoid conflict and all forms of disrespect 
4. Negotiated Power dynamics
· Clearly visible at CSR Reporters 
· Authority remains intact though flexibility exists  


Discussion of Findings
The findings of this study have reinforced the dominant argument: Communication in Nigerian organisations is deeply ingrained within cultures of class and power structures. Anchored on the theory of Cultural Capital, the results show that communicative practice, competence and authority are not egalitarian in distribution but rather shaped by class and hierarchical positioning as well as access to symbolic capitals.
Leadership Team (LT) or the senior staff dominance in communication control aligns with the scholarship which argue that workplace hierarchy in Nigeria often decides who speaks, when and high level of influence (Adeyemi & Salami, 2023). 
This also supports Bourdieu’s postulation that people in positions of power access higher cultural capital which enables them to influence discussions and legitimize their points of view. Even in CSR Reporters, where interactions looked informal, power imbalances persisted, corroborating that less formality does not equal symmetric communication culture. 
Likewise, the role of language as a respect marker and class powerfully reflects existing scholarship on Nigerian organisational communication. The consistent use “Sir” and “Ma” (with capital letters) at Champion Breweries Plc demonstrates how language engenders hierarchical boundaries and even social distance (Eze and Chukwu (2024). This finding reinforces the existing literature that language works not just as a tool for information exchange but as a symbolic capital that indicates status and supports power dynamics. Even in so-called informal settings like CSR Reporters, strategically subtle linguistic pointers continued to encode deference and hierarchy, which indicated the persistence of culturally etched communicative norms.
The researcher also uncovered that communication channels is the determinant of the expression, but not the existence, of authority. Whereas face-to-face communication bolstered hierarchy to be more visible via verbal and non-verbal cues, digital communication opportunities appeared to soften these relations. This, however, aligns with the findings which states that workplace power structures always adapt to new communication platforms rather than being killed by them (Okeke and Ibrahim (2025). The persistence of utter respect in email communication and other digital exchanges reinforces that power is deeply entrenched and transcends communication channels.
One more critical insight from these findings is the role silence plays as a tactical communicative behaviour. Constant with recent empirical works (Nnamdi, 2025; Nwankwo, 2024; Udo and Salami, 2023), strategic silence among lower-cadre employees was not an indication of disenchantment but rather a conscious, strategic adaptation to constraints of existing hierarchies. This reflects an institutionalisation of power dynamics, where people have to regulate their participation to avoid unfavourable consequences and punishments. Such behaviour additionally underscores the strategic yet powerful relations of class structures on workplace communication practices.
Overarchingly, the findings support existing scholarship while also extending the literature by availing comparative insights between a hugely structured organisational environment as well as a more flexible, pro-advocacy corporate set up. The ‘stubbornness’ of hierarchy across the twio contexts proves the persistent nature of class and power in influencing communication patterns in our organisations. These results, therefore, highlight that corporate or workplace communication cannot be fully comprehended without taking into cognizance the socio-cultural and power relations, underpinning it.
Conclusion
This paper investigated class, power and communication relationship in Nigerian corporate environments with particular attention to hierarchy, interaction patterns and language use inside Champion Breweries Plc as well as CSR Reporters. 
Anchored on the Cultural Capital Theory, this study establishes that communication in corporate workplaces is not a neutral thing but is strongly influenced by hierarchical processes and imbalanced cultural resources distribution. 
The findings of the study uncovered that class and power significantly determines who contributes during organisational social interaction, the manner with which messages are delivered as well as their interpretation takes place. Senior-level staff consistently govern communicative spaces, while junior employees adopt respectful and cautious communication patterns. This supports the idea that workplace hierarchy is actually both sustained and reproduced via daily communication processes.
The paper further resolves that language happens to play a key role in maintaining power dynamics. The use of Sir and Ma, formal tone and expressions of indirectness proves deeply etched cultural values of deference and authority in corporate organisations. Interestingly, in less formal environments, these language patterns still persist, reinforcing that communication cultures are strongly determined by broader socio-cultural practices and expectations.
Again, the paper concludes that communication channels like face-to-face ones and email interactions do not succeed in getting rid of power relations but instead influence how they are expressed. Additionally, silence happens to work like strategic communicative tool leveraged by junior staff to navigate power and hierarchical constraints.
Ultimately, the paper concludes that class and power persist as fundamental forces determining communication in corporate Nigeria. 
Recommendations
Below are the recommendations for the study:
1. Workplaces in Nigeria should enthrone stronger participatory communication practices that allow staff at every level to participate meaningfully in meetings and other social interactions without fear of hierarchy or class or position-based exclusion. 
2. Corporate organisations in Nigeria should execute regular communication trainings that emphasise mutual respect, clarity and reduced over-dependence on excessive formality in internal relations. 
3. Hierarchy is necessary for the sake of structure, however, heads of departments should consciously enable environments where junior employees is safe to make their own contributions, express opinions and ask questions. 
4. Digital information exchange guidelines that support timely responses (irrespective of position), clarity, de-emphasised  power-based communication lacunas in email and messaging systems should be provided by management. 
5. Further studies should explore ethnocommunicological relations in other industries like banking, oil/gas and even public institutions in order to broaden understanding of how class and power happen across various Nigerian corporate contexts.
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APPENDIX A: Interview Guide
Section A: Background
What is your role in the organisation?
Section B: Communication Patterns
How do you communicate with your superiors/subordinates?
Section C: Language & Respect
What role does “sir/ma” or titles play in workplace communication?
Section D: Power & Hierarchy
Do you feel hierarchy affects how freely people speak?

Appendix B → Observation Checklist 
  Who speaks first in meetings? 
  Who interrupts who? 
  Use of honorifics (“sir/ma”) 
  Tone differences (formal vs informal) 
  Email tone patterns (brief vs polite vs directive) 
  Non-verbal cues (silence, posture, eye contact)







	Aspect of researcher’s observation
	Champion Breweries Plc
	CSR Reporters 

	Managerial meetings 
	LT (senior level executives) dominated 
	Combination of junior and senior participation 

	Honorifics usage
	Highly frequent 
	Moderate 

	Interruptions
	Habitual with the LT members 
	Less common 



APPENDIX C: Anonymized Communication Extracts
1: Champion Breweries Plc: Anonymised Email
Subject: Submission of Weekly Report for Review
Dear Sir, (note the capital letter Sir)
Kindly see the attachment, the weekly report for your review and kind feedback.
Sincerely, I appreciate your continued support and guidance.
Please do let me know of any adjustments required.
I remain available for further instructions, Sir.
Kind regards,
 Anonymous (Junior Staff) 

2: Champion Breweries Plc   
Weekly departmental meeting involving senior and junior employees.
· The Departmental Head opened the meeting and set the agenda without contributions from junior staff. 
· LT contributed extensively, often interrupting or redirecting discussion perspectives. 
· Junior employees waited to be invited before contributing. 
· One junior staff member made a suggestion; it was acknowledged but later reframed by a senior manager before acceptance. 
· Throughout the meeting, junior staff maintained attentive posture, minimal interruption, and verbal restraint. 
· Decisions were concluded primarily by senior staff, with limited collaborative input. 
Key Observation: Communication flow was predominantly top-down, reflecting strong hierarchical control over discourse.

3: CSR Reporters  
Context: Informal editorial discussion on content planning.
Senior Editor:
“So what angle are we taking on the CSR story this week?”
Junior Staff:
“Sir, I was thinking we could focus more on the community impact side, especially the youth angle.”
Senior Editor:
“Hmmm… that could work. But make it sharper. We need a stronger hook.”
Junior Staff:
“Yes sir, I’ll refine it and resend for your review.”
Observation Notes:
· Interaction was more conversational compared to Champion Breweries. 
· However, deference markers (“sir”, approval-seeking tone) were still present. 
· Senior staff maintained final decision authority. 
· Junior staff contributed ideas but required validation before final acceptance.


