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zations that things get done, and most of us delight
in going around the formal procedures and doing things
the straightforward and easy way.**

While W. L. Gore & Associates seemingly had a
divisional structure, underneath it was a very flat larctice
organization: “no traditional organizational charts,
no chains of command, nor pre-determined channels
of communication.”? Each person in the lattice could
interact with every other person without an intermediary.
All employees were known by the same title, “Associate.”
There was no hierarchy of communication. Associates
were free to go directly to whoever they believed had an
answer. il

The lack of a formal organizational chart meant that
the associates had to build their own network through
personal relationships. It was their personal responsibility

to connect and build their own lattice on their own

initiative. This heavy emphasis on relationships extended

beyond associates to customers, vendors, and surroun ling
communities. Direct face-to-face communication and phone
calls were found to work best in collaborating, building, |

and maintaining long-term relationships.?* So, co-location

of facilities and plants was very important for Gore.
For instance, there were 15 sites clustered around their
headquarters, in Delaware, and 10 plants around Flagstaff,
Arizona. This density enhanced both cross-functional and
cross-team communication and collaboration.”® Further,
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most of Gore’s buildings were very un-corporate-like:
unassuming, bland, boring, and unimpressive.?® .
The company had four major divisions: fabrics,
electronic products, medical products, and indus-
trial products. It had small, product-focused business
units, with all the company-wide support functions
to ensure smooth day-to-day operation. No business
unit was allowed to grow beyond a certain size and,
with only a few exceptions, facility and manufacturing
sites were limited to no more than 250 associates. Bill
Gore believed that the firm had “to divide so that you -

' can multiply.”?" A cluster of small plants in proximity
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