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Abstract 

The objective of this study is to contribute to the understanding of organisational habitus, I refer here to a system of dispositions, which generate and organise practice, of diversity management in Germany. In doing so, this study aims to understand to what extent the inclusion of ethnic minorities is achievable through managing diversity in Germany. 

The activation of unused ethnic minority working potential is viewed as a possible means to address the demographic challenge, posed by the emergent labour shortages in an ageing society. There are governmental demands on organisations to manage ethnic diversity, in Germany. However, organisations still do not view managing ethnic diversity as pertinent. The organisational resistance to take of diversity initiatives renders governmental attempts making best use of working potential of minority ethnic population. What remains unexplained is, why these organisations are holding back to manage ethnic diversity. 

The research philosophy of this thesis is informed by critical realism and based on multilevel and multilayered analysis of organisational reality. Bourdieu’s concepts of field, habitus and strategy are used to elaborate the three layers of organisational reality. This study employs multiple data sources: documentary data, semi-structured interviews with stakeholders, and a single company case study. 
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1    Introduction 

Diversity management has become a topic, both in the German management and scholarly debate, since the late 1990s. Thomas (1990) argued, that in the case of USA, diversity management might provide an optimal way to include ethnic minority groups, to consequently benefit the organisations in the long term. In the USA and the UK diversity is sometimes criticised for failing to integrate ethnic minorities (Kersten 2000). However, in Germany the situation is even more problematic since organisational diversity management approaches largely ignore ethnic minority members (Köppel at. al. 2007). This level of resistance is surprising, considering that the integration of unused European working population potential, which includes females, aged, and the ethnic minority population, is needed (Fokakis 2000) to balance the effect of increasing labour shortages and an insecure welfare state (Esping-Anderson 2001) due to demographic change through ageing societies (Healy and Schwarz-Woelzl 2007; European Commission 2007). 

Recently the German government is promoting organisational diversity management as a tool for the better integration of ethnic minority workers. However, this governmental attempt remains unfulfilled as organisations still do not view managing ethnic diversity as important (Köppel at. al. 2007). Aiming to understand why organisations yet keep being resistant against managing ethnic diversity, this study examines the implementation of the diversity management concept in the German context as the underlying organisational habitus of diversity management. 

The first section of this report includes a review of diversity management mainstream literature from the USA and the UK, two countries where diversity management literature is well developed. This section then presents an assessment of diversity management literature from Germany. After that, I present the problem statement and research focus. The next sections contain the conceptual framework and the research methodology, followed by a discussion of the preliminary findings. Lastly I provide the expected contributions. 

2 Diversity management 

This section gives an overview of literature from the USA and the UK and then only literature on diversity management in Germany is reviewed. I selected these two countries on the premise that although diversity management has been framed (among other targets) to deal with the inclusion and integration of ethnic minorities, in these countries, it is now highly criticised in failing dealing with race related issues (Kersten 2000, Wrench 2005). This is in particular interesting considering that in Germany diversity management is currently seen by the government as a tool to aid the better inclusion of ethnic minority workers. 
2.1 Diversity management in the USA and the UK
Managing diversity has its roots in the U.S. civil rights movement and was thought as a measure to help dealing with social differences in for example gender, ethnicity, and age, breaking down cultures of dominance, and to enable equal opportunities in organisations. In an ideal world diversity management help organisations to give minority groups access in order to benefit from their ethnic diversity, that this process will engender (Thomas, 1990; Lorbiecki and Jack, 2000). Kandola and Fullerton (1998) provided the most cited definition of diversity management: “The basic concept of managing diversity accepts that the workforce consists of a diverse population of people. The diversity consists of visible and non-visible differences, which include factors such as sex, age, background, race, disability, personality and work style. It is founded on the premise that harnessing these differences will create a productive environment in which everyone feels valued, where their talents are being fully utilised and in which organisational goals are met“ (Kandola and Fullerton 1998: 7). In considering the relations of different social categories, like gender, class, and race (Lerner 2004; Grusky and Szelenyi 2006; Loden and Rosener 1991; Ely and Thomas 2001; Gardenwartz and Row 1998), diversity management opens an intersectional perspective where the hierarchies of different social categories or dimensions can be analysed as well as the connected inequalities and power relations can be examined. 

The term diversity management is used now commonly in the management field, (Cassell and Biswas 2000; Özbilgin 2008). However, it is also contested to improve the efficiency and competitive ability of organisations, and to use the potential and abilities of its diverse workgroups (Cox and Blake 1991; Watson et al. 1993; Bhadury et al. 2000). For example in the UK, there is a shift from equal opportunities to diversity management (Özbilgin 2008: 3) and in many British organisations the language of diversity management has replaced the language of equal opportunities (Kirton and Green 2006: 2). Thereby, there is no reference to disadvantaged groups as target of diversity management and terms as racism or discrimination are not part of the diversity management language (Agocs and Burr 1996). This change from equal opportunities to diversity management can be viewed as a dilution of equality efforts.

Exactly this dilution of discrimination and inequality is viewed as problematic. For example in the UK Kersten (2000) pointed out that the diversity management discourse ignores structural and institutional forms of racism. Further criticism can be grouped in mainly five thematically points: a) diversity management is a soft option, compared with former measures; b) diversity management dilutes the focus on race; c) the moral argument is replaced by business arguments; and d) that the basis of social inequality is mystified by that (Wrench 2005: 75-81). 

However, in Germany diversity management is seen as a useful tool to aid the better integration of ethnic minorities. Despite that in the USA and the UK the diversity management concept is viewed as problematic when aiming the inclusion of ethnic minorities. The government in Germany seems to have a different picture of the factual implementation and efficiency of diversity management in countries as the USA and the UK. This could be explained by a lack of information. In this context, it seems over-optimistic to expect that diversity management could be the right approach for the German context. The question is now to what extent we can expect that managing diversity will be the right instrument to include ethnic minorities.
2.2 Diversity management in Germany

Literature on diversity management in Germany has four themes of significance. First, contrary to the USA, in Germany diversity management has no human rights background and is not about the elimination of discrimination. Diversity management entered research and also organisations in Germany directly as a human resource management concept. (Koall, Bruchhagen and Höher 2002, Krell, 1996; Vedder, 2006; Krell, 2008a). 

Second, the gender issue dominates the scientific discourse on diversity management (Koall and Bruchhagen, 2002; Hermes and Rohrmann, 2006; Krell 2008). A large part of research is done by researchers who were originally engaged with woman-studies. When these scholars moved from Gender to diversity, the agenda of female emancipation and the struggle for equality have been retained as central foci of their work on diversity management. In this process race related issues have been excluded from their studies of diversity management. This is not surprising, considering that in Germany, woman studies have been created by, and for native-German women (Bednarz-Braun 2004a; Lenz 1996). We can find a very similar history in the USA, where black feminists and migrant women were criticising the exclusiveness of gender studies and the absence of race related issues in feminist movements. 

Black feminists have levelled for example these two criticisms at mainstream feminist movements. The first critic is directed towards ethnocentrism and genderism (Kossek 1997), which neglected racism and other forms of discrimination (Higgingbotham 1992, King 1988). Second, black feminists called attention to the interconnection of race, class and gender, for which Kimberley Crenshaw developed the term “intersections” (Crenshaw 1989). This intersectional perspective is important; as for example race inequality cannot be studied in isolation from for example gender. 

The idea of intersections entered only recently the gender debate in Germany (Klinger and Knapp 2005). Although that Sedef Gümen, a sociologist and member of an ethnic minority in Germany, argued already in 2003 that considering other social categories as for example race is one challenge of “new feminism”. Unfortunately, her voice remained unheard. One explanation could be that relevant research by ethnic minority women is largely ignored (Bednarz-Braun 2004b). In relation to diversity management only Otyakmaz and Roach (2008) criticised the exclusiveness of the gender dimension in diversity management research and practice. However, such critics are rare. In conclusion diversity management in Germany can be seen as a field marked with majority ethnic perspective, due to over dominance of them in the field. 

However, I continue to argue that ethnicity, when looking at the German case, should constitute a primary dimension of diversity. We can certainly not study ethnicity in isolation from other inequalities, but neither can we only study inequality intersections and ignore the historical and contextual specificity that differentiates the mechanisms that generate inequality by different social categories as for example gender and race (Risman 2004).

The third significant theme is, that the research on diversity management concentrates mainly on business issues and consists largely broad topics such as the diffusion of diversity management (Süß and Kleiner 2008), case descriptions (Frohnen 2005) or studies to advocate performance-driven business case arguments. However, we can rarely find research on the practice of diversity management, and no research on the moral case of race equality such as the elimination of discrimination and inequality.

Looking at the applied theories and epistemological underpinnings of relevant studies brings us to the last point. Research in Germany is mainly concentrated on a bundle of theories that ignore the specificity of organisational dynamics, power relations and inequality producing structures in relation to ethnic minorities. For example the systems theory perspective (Baecker 2007; Elmerich 2007; Knoth 2006; Koall 2001; Frohnen 2005) is applied to analyse diversity management and to describe the construction, the use and function of social differences (Martens 2006, Seidl 2006). Süß (2007) refers to Gidden’s theory of structuration, addressing the diffusion of diversity programs and practices. Koall (2001, 2002) and also Krell (2003) employ poststructuralist approaches in order to examine for example the reproduction processes of gender relations (Koall 2001, 2002; Krell 2003). Becker (2006) uses the transaction cost-theory, analysing the costs and benefits of diversity initiatives. Only Ortlieb and Sieben (2008) are looking at power relations based on exchange of resources using the resource-dependence theory, in order to explain why ethnic minority workers are, or are not employed by organisations. 
However, multilevel perspective on organisations, which could enhance the understanding of diversity discourses and practices are not considered until now. 

3 Problem Statement and research focus

Fairclough (2003) pointed out in the UK, that governments “ … see a large part of their role as creating the financial, infrastructural and `human resources´ conditions for success in the highly competitive global economy.” (Fairclough 2003: 20). The same does apply to the government in Germany. In order to create the needed human resources conditions for the future, pressured by forthcoming labour force shortage due demographic change, the German government recently changed its discourse related to ethnic minorities. The German public and political debate is now focusing on the need to deal constructively with its diverse population, particularly in terms of ethnicity. 

Thus lately terms as “valuing diversity” or diversity management have appeared increasingly in the debate (IC, 2007; FC, 2007). However, changing discourse gives no guarantee for social change. As Fairclough (2003) states, socially constructive effects of discourse are contingent upon resistance of structure and habitus. Achieving cultural, social and organisational change requires not only discourse change but also interventions at different levels, and structures and habituses have to be targeted. Furthermore Nash (2002) indicated the relevance of habitus for the explanation of social phenomena, “To be adequate and sufficient, a social explanation requires an account in which system properties, habituated dispositions, and effective practices are all included” (Nash 2002: 273). Habitus in this manner is understood as “… a system of durable, transposable dispositions, structured structures predisposed to function as structuring structures, that is, as principle which generate and organise practices and representations that can be objectively adapted to their outcomes without presupposing a conscious aiming at ends or an express mastery of the operations necessary in order to attain them” (Bourdieu 1990: 53). The problem in Germany is, that governmental interventions are only concentrated on the change of discourse and are missing to target different levels, as for example structures and habitusses. This possibly explains that organisations are still resistant to the attempted social and organisational change and that the inclusion of ethnic minorities remains refused. 

The by the government recommended inclusion of ethnic minority workers contradicts with obsolete organisational strategies, which are developed over the time to preserve the status of the dominant groups. Following Bourdieu and Wacquant (1992) such strategies are influencing organisational processes and structures. This means that also the adoption, the content and mode of operation of organisational diversity management concepts are influenced by those strategies as by the underlying habitus. In order to achieve organisational change in Germany this habitus has to be revealed, understood and then targeted through interventions. Considering that, the main aim of this thesis is to understand the organisational habitus of managing ethnic diversity in Germany and as a consequence to understand why organisations in Germany are holding back to manage ethnic diversity. This is only possible in relating individual activities to objective structure, in“… situating individuals within the context of the organization and in their relations to each other, as well as by situating the organization and organizational culture within the context of society and history…” (Özbilgin and Tatli 2005: 856) 

Bourdieu in this regard provides a clear connection between structural positions, motivating dispositions and habitus (Atkinson 2007:544) in order to link agency and structure (Lipscomb 2006: 176; Berard 2005: 196). Exactly this clear connection is missing for example looking at Gidden´s theory of structuration, which he developed to explain and integrate agency and structure, in order to understand how social action is regulated. However, Giddens could not relate for example choices and motivations in order to explain social differentiation. Bourdieu applies, based on Berger and Luckmann (1966), the approach “… that objective structures have subjective consequences, is not incompatible with the view that the social world is constructed by individual actors” (Swartz 1997: 97) and that the existence of habitus is merely possible in the course of and because of the actors practices, their interaction with each other as well as with the rest of their environment. In particular this link between agency and structure gives a basis to theory building in organisational research. Regarding this, the Bourdieun perspective offers a more satisfying and nuanced approach to explore in-depth organisational issues of managing ethnic diversity.
In Germany diversity management literature fails consider layers of society, across time and place. Such an approach offers the possibility to fulfil the obvious need for adequate concepts in the field of theory and research, and politics and management practice (Glastra 1996, 1999).  
4 Conceptual framework and research methodology

This section provides the conceptual framework and the research methodology, which includes the underlying research philosophy, the research design, and a brief description of the employed empirical methods. 

4.1 Conceptual framework

In this study, I employ a relational, multilevel analytical framework that embeds both agency and structure. Furthermore Bourdieu’s core concepts field, habitus, strategies are used to elaborate the three layers of social reality of organisations and to clarify different analytical and methodological levels of investigation. The use of the concepts for the purpose of operationalising micro, meso and micro levels of investigation is summarised in Table 1. In order to explain the conceptual framework of my study, in the following the core concepts of Bourdieu´s approach, related to the three layers of society and the therefore employed methods are outlined.

Table 1

	Research question
	Levels of 

analysis
	Data sources
	Theoretical 

frame

	1. How is the macro context influencing organisational diversity management programmes in terms of ethnicity?
	National 

macro level
	Semi-structured stakeholder interviews, documentary data
	Field, discourse



	2. What is the organisational habitus in relation to ethnic minority workers?
	Organisational   meso level
	Case study, 

Semi-structure stakeholder interviews, grey literature, company data, visual data


	Habitus


	3. How does the organisational habitus effect organisational diversity management programmes?
	
	
	

	4. To what extend do organisational and institutional mechanisms produce inequality and discrimination?
	
	
	


Macro-level
For the macro-level I operationalise Bourdieu`s theoretical concept field, which stands for the widespread field of society. The concept field is explaining the environment as the rules “objective structures” within class struggles are taking place and includes the pertaining social dynamics, influences “social and industrial regulations, legislation, social norms, values and culture” and power relations (Bourdieu 1990).  Jenkins (1992: 85) defines field as “… a structured system of social positions-occupied either by individuals or institutions- the nature of which defines the situation for their occupants. It is also a system of forces, which exist between these positions; a field is structured internally in terms of power relations." Hence, the notion of field brings the objective structures into the analysis of any social phenomenon (Bourdieu and Wacquant 1992). In this study, the examination of the field is based on semi-structured interviews with relevant stakeholder (Scholars, politicians, policy-maker, trade unionists, etc.) of the field and documentary data.

Meso-level

Furthermore, a field structures the social settings of organisations in which habitus, operates, a strategy which is “... generating principle enabling agents to cope with unforeseen and ever-changing situations” (Bourdieu 1977: 72). In this notion, habitus denotes the organisational culture and organisational memory (meso-level) that governs the conduct of action and interaction in the organisation (Mahar et al. 1990), and shapes individual and collective response to the present and future and mediates the effects of external structures to produce action (Swartz 1997: 69). Hence the concept of habitus brings into the subjective dimension of human agency into the analysis (Grenfell and James 1998: 15) and functions thereby as a bridge between structure and agency. This study employs a single company case study, semi-structured stakeholder interviews, grey literature, company data and visual data in order to investigate the organisational level. 

Micro-level

The subjective dimension of human agency constitutes the micro-level. Individuals are positioned in the field and use different strategies to enhance and secure their power position within the field. The driving force behind the strategies is “the encounter of habitus with the peculiar conjuncture of the field” (Bourdieu and Wacquant 1992: 129). For Bourdieu, strategy does not mean conscious, individual, rational choice, rather, strategy refers to appropriate actions taken without conscious based on habitus, “… a system of lasting and transposable dispositions which, integrating past experiences, functions at every moments as a matrix of perceptions, appreciations and actions” (Bourdieu 1977: 95). According to Nash (2002) disposition are acquired personal states and beliefs, which are conceived as habits. In order to display the micro-level of this study the case study and stakeholder interviews are used.

Lastly this study also considers time and space (Layder 1993), regarding Bourdieu´s approach that field and habitus are not static constructs (Özbilgin and Tatli, 2005).
4.2 Research philosophy 

The research philosophy of this thesis is informed by critical realism and is based upon a multilevel and multilayered analysis of reality (Bordieu 1992; Layder 1993). The critical realist orientation is an orientation toward social reality that assumes reality has multiple layers, which are governed by hidden and underlying structures. In this regard surface level observations are not going to bring the sufficient results to understand the habitus of organisational diversity management approaches in Germany. Furthermore, the organisational habitus of diversity management approaches in terms of ethnicity is a product of history, produced by individual and collective practices. On that account, this study considers a relational model between agency and structure and seeks to transcend the objective-subjective divide and secondly the relational model of micro-meso-macro dimensions, which captures the space, the history of and the interplay between layered social phenomena (Özbilgin and Tatli, 2005). 

4.3 Research design and methods

This study employs multiple sources of data: secondary data in the form of scholarly and practitioner literature overview, semi-structured interviews with stakeholders, and a single company case study. Thirty interviews with German stakeholders are planned. Similar studies on equality and diversity actors also include interviews with a maximum of thirty participants (Özbilgin and Tatli 2007; Kirton and Greene 2006). The interview guide covers a list of questions or fairly specific topics, but the framework is quite open (see Bryman, 2004: 320-321). 

To achieve deeper insights on the meso-relational organisational level this thesis contains a single case study. Similar studies on diversity management in organisations also utilised single case studies (Frohnen 2005, Tsogas and Subeliani 2005, Bamford and Gay 2007). Yin (1984) suggests single case studies as suitable if the research subject is a previously un-researched topic. The case study is based on multiple methods such as observations, interviews with key internal stuff, documentary analysis of company data (policies, annual reports, brochures), information about company history and pictures. 

A research diary is kept to aid the reflexivity in the research process. This valuable tool is used to inform methodological and theoretical decisions during the research process and pursuit the reflexivity and awareness of my own epistemological assumptions (Nadin and Cassell 2006). According to Bourdieu (1992), a researcher must be constantly aware of their own position and set of internalized structures, and how these can bias their objectivity. Reflexivity is the precondition to specify unconscious presuppositions and complete the internalization of a more sufficient epistemology.

5 Preliminary analysis

In total 36 semi-structured face-to-face interviews lasting between 40 and 158 minutes have been conducted until date. 24 of those interviews are expert interviews and the other 12 interviews are coming from a case study of a multinational company in Germany, which has been carried out in November 2008. The 12 case study interviews include four interviews with managers, four interviews with human recourses members, and four interviews with employees. Additionally a focus group (whole human recourses team, eight people) took place and relevant company information has been collected such as employment statistics, data about the company history and the global diversity management approach as well as visual data in the form of pictures. 

The case study company is a communication-service company that conducts operations in more than 150 markets and employs 32.000 employees, all over the world. The company has five plants in Germany with in total 481 employees. The company does have a comprehensive global diversity policy. However, looking at the plant in Germany the global diversity management policy and related measures are only existent through its presence in the intranet and through a few national activities engaged with gender, respectively woman equality. Race related issues are absent. However, in particular questioning race related issues during the interviews in this company was almost impossible, as I was facing resistance on part of the participants. The topic was defended in different ways; for example it was simply made ridiculous and also elements of aggression were observed. Considering these insights the question appears, why race related issues generate such a resistance on part of the individuals in this organisation? 

This question brings us to research question one. In utilising the Bourdieuan concept of field, I attempt to answer to some extent question one at this stage. Ely and Thomas (2001) pointed out „how context might shape people’s thoughts, feelings, and behaviours [...] and how these, in turn, might influence the role of cultural diversity in the work group’s functioning“ (pp. 237). Regarding this, the examination of the field will possibly give us first insights about how the macro context is influencing organisational diversity management programmes in terms of ethnicity. To do so, it is important to reveal how race related issues are discussed in the scholarly, political and public debate. The Discussion of the first findings is based on the stakeholder interviews and informed by the literature review and the analytical and methodological framework presented earlier. The here presented discussion must be described as limited, considering the early stage of my analysis. 

Strikingly all interviewed stakeholders pointed out that there is nearly neither a public, political or scholarly debate about racial discrimination in employment in Germany.  A member of a diversity management unit at a University (female, migration background, middle-aged) answered my question if there is a debate about racial discrimination in employment as followed: “Discrimination (laughed loudly), is there a debate? There was a short debate when the new equal treatment law was about to be implemented, but the debate was mainly about if a law, as this is needed in Germany. There is no public debate about race discrimination, no.” Also the head of a mentoring program for females with migration background (female, migration background, middle-aged) pointed out that  “Nobody is admitting that there is race discrimination in employment and in the actual debate nobody is talking openly about it.” 

Another participant, a researcher, lecturer and diversity trainer (male, migration background, middle-aged) indicates that: “One thinks that the migrants are causing the discrimination by themselves. There is no perception that discrimination is done by the majority group. You do not hear a debate about the those who are discriminating.” 

According to the interviewees the absence of a debate concerning racial discrimination in employment, could be explained by the past German Nazi history, which makes it almost impossible to talk about such topic. One female academic (native-German, middle-aged) explained it in this way: “The debate is difficult because of the Nazi past. One is not talking about racism or discrimination or the whole topic and the whole topic gets also not connected with the Third Reich.” One other participant trainer (male, migration background, middle-aged) argued: “This discussion should be always held in relation to history. In that connection I can see a huge gap in Germany. For example, the past, the Holocaust and the Nazis. This ignorance is an enigma for me. One is not trying to relate those things, but one cannot discuss discrimination in isolation from the history.” 

Obviously we can see a difficulty in Germany of handling the Nazi-past. This difficulty becomes also visible in the relevant literature. Terms as race, racism and racial discrimination are strongly taboo due to the dominant position of the race concept in the national socialistic ideology (Cremer 2008). Clearly the memory and legacy of the Nazi-past has special implications in Germany (Fullbrook 1999; Rosenthal 1998). The national guilt has deeply affected the collective memory and even now guilt plays a key role in many facets of contemporary German social and political life (Safran 2000). Certain studies and incidents have revealed a startling ignorance about the Nazi-past (Fulbrook 2007). Consequently it does not astonish that there is an obvious avoidance of issues related to current racial discrimination, which could remind the Nazi-past. For example in public, racial discrimination is only recognised in relation to violent racism by Neo-Nazis. At the same time every day lived discrimination and in particular racial discrimination at work remains ignored. According to Alibhai-Brown (1999), “Germany has not really understood racism beyond the Holocaust”.

These insights related to the field in which organisations are embedded, might explain why organisations still do not engage with race related issues and do not see managing ethnic diversity as pertinent. The discrimination topic is marked by a collective silence, which effects clearly the adoption of the diversity management concept in Germany. It strikes that the discrimination topic has to be discussed regarding the attempt to include ethnic minority workers through organisational diversity management approaches. 

6 Expected contribution 

According to Pringle and Prasad (2006) a multilayered approach establishes a broader understanding of complexity and interdependence of micro-meso-macro coherences. These related levels are becoming visible as interactional, organisational and institutional sources for inequality production and discrimination. However, despite the ambitious framework that multilevel perspectives may offer (e.g., House, Rousseau and Thomas-Hunt, 1995; Klein and Kozlowski, 2000; Klein, Tosi, and Cannella, 1999), “… there is little research that can be termed as relational or multilevel in the field of managing diversity“ (Syed, 2008: 29). That can be pronounced for the German context as well, where so far the main applied theories; methods and epistemological underpinnings of relevant studies are not driven by critical realist multi-level approaches. 

A further contribution is based upon the focus on under-explored issues. For instance, little information is available about organisations from the perspective of minority ethnic groups (Kirton and Greene 2005: 84). Until now the gender dimension dominates the German scientific discourse on diversity management (Koall and Bruchhagen, 2002; Hermes and Rohrmann, 2006; Krell 2008) and only a few recent studies focused on diversity management in terms of ethnicity (Köppel, Yan and Lüdicke 2007; Ortlieb and Sieben 2008). 

When thinking about the inclusion of ethnic minority workers there is a need for adequate concepts in the field of theory and research as well as in the field of politics and management practice. The study seeks to articulate the subject of race equality at work to enhance the diversity management discourse in Germany, and to prepare the ground for social change in organisations. In this sense, a further contribution will be an answer to the question to what extent the exclusion of ethic minority workers could be achieved through managing diversity.
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