Intersectionality: work experiences of ethnic minorities in employment
Abstract

Human capital and public policy driven research are based on the assumption that within the labour market everyone has a relatively similar experience in employment irrespective of ethnicity (Forson and Healy 2009). This conceptual article attempts to show that such arguments ignore the complexity nature of ethnic minorities in the labour market. The paper critically examines the intersection within social structures in groups and individuals. It is suggested that these complexities influence the work experiences to which ethnic minorities are subjected. As a result it is argued that they (ethnic minorities) experience various forms of inequalities and discrimination in employment despite statements of equality that raise the assumption of neutral and fairness in the organisations. 
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Introduction
The concept of social structure is ubiquitous. It is maintained and changed by one’s social location and power within any institution. The power that people or one possess organise hierarchical social positions in organisations. First and foremost, it demonstrates that structures are not eternal, but are socially constructed, maintained and altered by people (Parker 2000; Musolf, 2003). Their existence is through “social arrangements, social relations and social practices” (Musolf, 2003) resulting in dominance and constraint over other people’s lives. Within, such specific contexts various forms of experiences exist and create inconsistencies in the labour market. These inconsistencies shape the work or careers experiences of such groups or individuals from an ethnic minority. Indeed, evidence suggests that ethnic minorities suffer discrimination and inequalities throughout the employment life (Modood 1997). Anecdotal evidence also suggests that there are disadvantages that people of ethnic minorities incur in career progression (Ridley 1995), education (Modood 1997) and social networking (Gray et al 2007). Similarly, Hoque and Noon (1999) observes that race discrimination has always been consistent throughout past studies within the workplace. Their study suggested the same pattern of disadvantages even occurs at critical points where management decision takes place, especially at the point of entry into an organisation during the recruitment and selection (Noon and Hoque 1999). The disadvantages were noticed to continue in the workplace, resulting in inequality across occupational structures (ibid). 
However, this evidence does not sufficiently demonstrate the intersection of ethnicity with other social structures such as class structure, ethnic origin or gender. For instance, under representation of ethnic minorities has been found to exist in higher levels of the personnel management occupation (Ridley, 1995) and over-represented at the lower membership levels. The explanation for this anomaly can be associated with gender and career progression, education or prejudice. On the other hand, it could be related to the lack acquisition and on resources of schooling to women or men of different race. Either way disadvantages are justified on the grounds of identity and difference (Phoenix 1998, Alexander and Alleyne 2002). As such identity and difference are inextricably linked (Phoenix 1998) because they influence the social positionings and epistemology which lead to inclusion and exclusion of individuals in the labour market. Differences produce complex conceptualisations of race and ethnicity and intersect it with other social positionings (Phoenix 1998). 
This theoretical article aims to examine the intersection of ethnicity with other social structures that shape career experiences of individuals and groups. The argument presented is that the intersection of ethnicity and other social structures is considerably widespread. Disadvantages are created and constructed prior to the labour market entry and beyond. The assumption that employment is a neutral process in which labour market sifts people according to their skills irrespective of ethnicity is problematic. The second aim is to review the experiences that people of ethnic minorities endure in the labour market. The work experiences of ethnic minorities are discussed and are expanded with the complexity of intersectionality of other social structures such as gender, race, class culture, and nationality or origin. 
Work experiences of ethnic minorities intersecting with other social structures

Intersectionality refers to the theory of analysing how social and cultural categories intertwine (Knudsen Anon). Intersectionality is associated to hegemony, inspired by Foucault. Hegemony has effects to procedures of inclusion and exclusion (Knudsen anon). Intersectionality is useful as an analytical tool that develops understanding of complexity and draws on how ethnic minorities get positioned or even marginalised (Crenshaw 1995, McCall, 2005) and viewed as “the other” in a normative setting. 
Crenshaw (1995) use intersectionality to demonstrate various ways in which race and gender interact to shape the multiple dimensions of black women employment experiences. Black women, especially of the Caribbean and African origin are identified as highly committed to work (Bradley and Healy 2008) but have a high risk of labour market exclusion. Despite a demonstration of commitment, these women are positioned are marginalised and positioned at the lower end of the organisational structure. Similarly, Bradley and Healy (2008) argue that these women can find them selves in occupations that offer hierarchical development, but power holders do not give them a chance to progress up the ladder. Their failure to go up hierarchically cannot only be related or explained by career patterns (that is, generally women are assumed to be involved in career breaks and part-time working which tend not to fit the continuous hierarchical model of career, (Bradley and Healy 2008). The argument of disadvantage and marginalisation can be conceptualised by particular subject formations. It encourages us to ask the question how ethnicity is gendered and racialized (if one perceives ethnicity and race to be different). The socio-cultural category of gender is added to the socio-cultural categories of race and ethnicity (Knudsen Anon). Categories take an objective status and identities deal with “positions that individuals are placed inside interpreted as belonging to and negotiated with” (Hall 1990, Gergen 1991). We can make the following remarks about this ideology. Firstly, the assumption that these women have migrated to the UK has an impact on their employability as well as having a negative chance to their hierarchical development. The education qualifications they have from outside the UK might not be recognised or be recognised as equivalent within the labour market. In this case, they find themselves deskilled and having to start again in the education system so that they acquire the local qualifications (Pswarayi 2008). Education is considered important for employability as well as the place of education origin. Marginalisation is measured or affected according to where the education qualification was attained. These assumptions tend to affect both females and males within the minority groups (Modood 1997). This disadvantage affected by lack of UK acquired educational qualifications and language skills were significant to the earlier cohorts of the first-generation Black, Indian and Pakistan migrants (Heath and Yu 2005). It is interesting that while subsequent generations have invested in increasing their skills, direct labour market discrimination still exists. 
Secondly, having been born or educated in the UK is perceived to reduce the social dimensions in employment (Modood 1997, Pswarayi 2008). However, ethnic minorities are still subdued to discrimination, because the dominant factor then considered is not education but the colour or ethnicity of an individual. Therefore, identity is prominent and interprets the status of the individual. Third, ethnic minorities are aware of their identity such that they do not consider themselves suitable to occupy managerial or the hierarchical positions or to even go through development processes (Pswarayi 2008). They understand that the locus point of power and control in the labour market lies with the white male. It is noted that because of this behaviour, they fear prejudice or resistance from the white dominated community. Ironically, white females would feel the same if they were to work in a workplace with white dominance. Morrison and Von Glinow (1990) found that even though women in general enter the workforce at levels comparable to their male colleagues and with the same credentials their corporate experience and career paths diverge. They face a “glass ceiling” that limits their advancement towards top management jobs. Glass ceiling refers to a subtle barrier that is transparent, yet strong enough that it prevents women and ethnic minorities from moving up in the management hierarchy (Kirton and Greene 2000). 
However, in short, it is perceived that ethnic minority women are doubly disadvantaged in terms of moving up the career ladder. The few who manage to make some advancement into management often find reward differentials, or even task or team related problems. Morrison and Von Glinow offer three theoretical perspectives that might explain why sexual and racial differences exist within management. Firstly, differences create deficiencies in under-represented groups and as a result this has effect on their treatment. Secondly, discrimination by a majority causes inequities. Here, stereotyping and bias on the part of those involved with decision making at the point of entry or within critical areas (Hoque and Noon 1999) are accountable for the slow progress of minorities. Third, structural, systemic and discrimination forms are the basis to differential treatment rather than actions or characteristics of individuals. For instance, Hoque and Noon’s survey revealed that companies with equal opportunities statements directed to ethnic minorities are a cover up to hide racist practices. Similarly, Heijes (2007) research on police officers revealed that discrimination recurred and is reinforced by interdependent themes. The white male or organisational culture within the police force is the main factor, making it difficult for “outsiders” to be accepted. Moreover, pressure is presumed to be exercised on its members to conform to the general standard, and once they fail to do so, it results in exclusion (ibid). 
Ethnic minorities encounter different experiences according to their origins and nationality. Accordingly, Miles (1987) denies classifying and analysing non-white people as a unitary group. Whilst the human capital based research posited neutral employment process in the labour market, Miles then had already noticed the differences in approaches. Just as well, other academia called for new analyses of race, and linkages between race and other bases of discrimination such as gender (Bhavanani 1994), culture and religion (Modood 1992) to explain the aspects of “new” diversity management. Diversity management refers to the systematic and planned commitment on the part of organisations to recruit and retain employees from diverse demographic backgrounds (Thomas 1992). Inherent in diversity are the problems of language structures and discursive practices. Caution should be noted because organisational and linguistic practices reinforce one another making it impossible to overcome minorities’ differences by simply including the “other” in any organisational frame (OSeen 1997). 
Racial exclusion in employment reveals considerable diversity between minority groups, with some having a rate of success closer to white management than the other ethnicities (Modood 1999, Hoque and Noon 1999). That is, some groups of ethnic minorities in particular move up the hierarchy into managerial positions. Research between ethnic origin and inclusion in management is however limited. But a more general view into ethnic minority in employment provides some insights into the kind of barriers encountered. Modood’s (1997, p84) study of ethnic minorities’ employment experience in Britain revealed that “while different ethnic minority groups are distributed differently across the labour market, all are under-represented amongst employers and managers of large organisations. Hoque and Noon’s (1999) survey result is also consistent with this finding. For instance, both studies noticed structural in the upward occupational shift of ethnic minorities from manual to non-manual and professional positions according to their origin. This pattern is noticeable despite fact that most of these people have higher levels of participation in post-compulsory education (Modood, 1997). Alternatively, differentials between ethnic experiences in employment are widened and supported by some employers using gate-keeping methods specifically towards some minorities of different origins or nationalities. It is either because employers have resentment to the ability of people from these groups or because the favoured group is recognised as an organisational strategy for competitive advantage and the business case. By comparing findings from the 1992 and 1998 surveys on employment patterns of ethnic minority against white applicants in large organisations, Hoque and Noon found that there was an improvement in the treatment of Asian applicants. Whilst this was the case, it is not surprising that other ethnic minorities’ with a lower business case were more likely to be discriminated against. 
Some diversity theorists posit that institutional pressures related to increasing to increasing diversity representation through equal opportunities and positive action have enabled participation of different minorities in the workplace ( Kandola and Fullerton 1994; 1998, Jones 2004, D’Netto and Sohal 1999). The growing need for diversity, however, does not mean that organisations fully utilise these minorities to their full potential. Indeed, there is evidence that working structures and organisational routines are predominantly white male dominated (Jones 2004). Where the ethnic minorities are in management positions, they are not included in decision making. Just like women, ethnic minorities are reported to experience political game playing, unwritten rules, gate-keeping and exclusion from formal networks (Syed and Murray 2008, Gray et al 2007). Underlying this process is the theory of tokenism.  Tokenism theory states that individuals within an organisation become a symbol of a specific group rather than individuals (Kanter 1977). The tokens tend to experience negative personal occupational pressures from the dominant members in the organisation. In other words they are treated as commodities of the business case often serving an international client base (Dickens 1994b). 
Alternatively, the experience differential between minorities can be associated with the similarity attraction-attraction concept (Byrne et al 1966). Similarity-attraction theory predicts that similarity on variables such as race and ethnicity increases personal attraction and liking between individuals (ibid). It is assumed that organisations will employ people who present characteristics and attitude similar to their customers and within the organisational culture. When there is underrepresentation of the group of minority, as discussed before, then discrimination or disadvantages incur. For instance, research showed that co-workers accepted and liked working with demographically similar groups (Glaman et al 1996). 
Another form of experience widespread in ethnic minorities is to prove them almost continuously that that they can do the job. That is, employees are constantly watched over. As a result, minority employees have to acquire more and higher skills than their colleagues, in the workplace and throughout the employment they have to perform three times over (OSeen 1997, Pswarayi 2008). In this case, the intersection is across the gender, education and performance. In a similar vein Heath and McMahon (1995), argue that ethnic minorities experience ethnic penalty. Ethnic penalty refers to all sources of disadvantages that might lead on ethnic groups to fare less well in the job market than do similarly qualified whites. However, discrimination is likely to be the major component of disadvantage (Heath and McMahon 1995: 1).  For instance, ethnic minorities find themselves penalised for being overeducated (Battu and Sloane 2002). Whichever way it is difficult for ethnic minorities to win in any case. There seems to be some negative element intersected to any dimension of the ethnic minorities in the labour market to create disadvantages. 
Conclusion

Racial and ethnic disadvantage continues to be effective even though it does not apply to all ethnic groups. This characteristic is due to discrimination in employment. It has been demonstrated that ethnic minorities work and career experiences is relative regardless of qualifications and the position of groups or individuals in the labour market. They all suffer an ethnic penalty. As such it would be erroneous to separate identities and categories since they interlink and create a complex that intersect. Intersectionality has enhanced an understanding that there is more than what individual institutions and structural levels consider before employment and throughout employment. Despite the long-term trend in trying to reduce differences in job-levels, ethnic penalty still exist. This measure of the penalty is in practice despite similarity in the qualifications people achieve. Even though ethnic minorities are now able to get better jobs, they still lag behind their white counterparts. This paper has highlighted mostly the negative experiences that ethnic minorities in relation to gender and ethnic origin encounter. It is important to state that within these identities and categories there are other invisible complex factors that have a higher effect. The implication is that at every situation or context, there is one dominant characteristic that is considered. Therefore, more contemporary research needs to be done to encompass all this complexity of human capital in employment.
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