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Involving Diversity Practice into Theory of Inclusion - Evolving Diversity Theory by perceiving Practice of Inclusion and Nondiscrimination
Diversity & Inclusion initiatives can be perceived as an ongoing process of the intertwining of  practical progressions with theoretical aspirations. 
Diversity researchers and practitioners are often driven by ideological, theoretical and practical perspectives about equality and inclusion in organisation. However, these perspectives are often not shared in organisations. To the contrary, there is often a disconnect that results in organisational political forces that often creates both active and passive resistance to equality and inclusion initiatives in organisations. 

Thereby, the scientific failure of normativity by opting towards a desired future is a continuing process. In contrast practical challenges are in the interpretation and validation of expertise, professional experience and related concepts. 
Exclusion and discrimination occurs very seldom at the conscious level of intentional action, but is perceived through blind spots or gaps between intention and validation. This is also the case in the organisational context. For example, diversity researchers and practitioners have experienced that:  
· Despite sound theoretical knowledge, practical actions, based on existing and unexamined power dynamics, systems are still producing individuals that are perceived as outsiders
· Scientific preferences without or based on concrete experiences of discrimination

· Compensation of cognitive dissonance, neglecting the “knowing better”
· Involvement in practical constrains and complex institutional relationships, which governs micropolitical action

· Ex-post legitimation of unintended consequences, e.g. hierarchical behavior supports the continued deprivation of the development of the personal potential of employees.
· …
We invite papers which examine, expose and or provide examples of, and are related to the interdepending perspectives of practical experiences and action research by relating the following central issues:
The ideology of scientific objectivity is criticized by early feminists scientist (Müller 1979)
 and describes the connectedness of research interest and the constitution of research object /research methods. The historical and social embedded research process influences practitioners and academics. There is the need to reflect in their community the interdependence of subjective constitution of perception, interest and mutual influences of research principals and agents. 
1. Notions of objectivity have been challenged by early feminist, by exposing the inter-connectedness between the research objectives and the object of research, the researcher, the research methodology, and the social context in which the research takes place

2. The different roles of, and logic that underpins research and practice can be reflected upon and related. For example, the distinction between a scientific knowledge approach by diversity researchers, the political normative aspirations of equal opportunity actors and practical action in organizations cannot be bridged by pedagogical methods. 
3. Practical and theoretical knowledge might be perceived as negotiable through an interactional (and reflexive) quality, and might occur in a step-by-step validation as new practical, embodied knowledge in a unique context (Wetterer 2009). The ‘doing knowledge while doing work’ is a contextual actualization of creating knowledge. This interdependence is often reflected in n learning-teaching, working-consulting contexts (Wetterer 2009). For example, in reflexive processes we ask students/learners/professionals to link their personal and biographical stories (narratives) of education, work, career, work-life balance  justice, discrimination with their professional identity in the context of socio-political, economical, and historical development, and with  their cultural and intellectual habits of action and reflection, of social constructing and communicating (Lorber 1999).
Considering different levels of complexity we have to face the dilemma that either, theory cannot observe the complexity of empirical diversity and has to abstract from concrete individual entities to gain a generalized scientific quality or, practical action cannot absorb theoretical inspirations (Grieger 2002
). 
The process of teaching and learning diversity seems to challenge the conventional means by which adults achieve proficiency as for example equal opportunity managers, cultural workers etc. These position and deconstruct practical ‘demographic’ distinctions such as gender and culture as binary concepts only.  In order to be effective, diversity change agents have to able to observe and negotiate structures and discourses in order to position diversity (Zanoni & Jansen 2004) and to learn how to deal with its complexity.  It needs to be understood that teaching notions of diversity and engaging in diversity change processes is more complex than current theory might describe, and this produces a surplus of sense in communication, which can be used for change.
This forces us to face the epistemological dilemma of acting either not relevant but abstract or relevant but too much related to empirical details.  This is constituted as problem of observed levels.  A solution might be to follow Argyris/Schön (1974)
 who describes Diversity Management (DM) as a theory of action. It might be differentiated as (a) espoused theory, (b) theory in use and as (c) reflexive theory and practice.
First (a), as an exposed diversity management theory, it is oriented to business cases, best practices, developing strategy of profit- and nonprofit organizations; affirmative action, non-discrimination due to legislation developing and empowering personnel potential, challenges of heterogeneous work force and team cooperation. On the level of organizational behavior (mostly us-approaches) are analyzing team structures and moderate conflicts 

(b) Theories in use describe underlying patterns, which are most latent and not published. These assumptions govern actions, ways of thinking, and world views. They are cultivated as tacit structures. Theories in use have the function to avoid describing discrimination as inherent to organizational systems. Managing Diversity as theory in use has the function to avoid perceiving and discussing discrimination as inherent in (profit-)organizations. These discourses of human resource managers are analyzed and criticized as ideology (Zanoni & Janssen 2003). 
(c) Based on Argyris/Schön’s distinction, Managing Diversity can be considered as a reflexive  theory, to analyze discriminative and discriminating procedures. How can Managing Diversity be discussed

· first as deconstruction of dominant (mostly bur not only us-driven) business cultures in organizations.
· second as an illusion of superiority and manageability of diversity (Adler 2008), or (like Miller/Katz (2002) to differentiate male identity (Miller/Katz 2002). Considering MD on a reflexive level as complexity theory, research is dealing with challenges of change, perception and resistance against heterogeneity (Baecker 2003, Koall 2001, Knoth 2007).
· third as a reflexive theory, which connects political approaches (macro) and business approaches (meso) by relating to interactional and societal relations (multilevel) as a way to enable analysis and critique of individualization of work force.
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� “The notion of a theory of action can be seen as growing out of earlier research by Chris Argyris into the relationships between individuals and organizations (Argyris 1957, 1962, 1964). A theory of action is first a theory: ‘its most general properties are properties that all theories share, and the most general criteria that apply to it – such as generality, centrality and simplicity - are criteria applied to all theories’ (Argyris and Schön 1974: 4). The distinction made between the two contrasting theories of action is between those theories that are implicit in what we do as practitioners and managers, and those on which we call to speak of our actions to others. The former can be described as theories-in-use. They govern actual behaviour and tend to be tacit structures. Their relation to action 'is like the relation of grammar-in-use to speech; they contain assumptions about self, others and environment - these assumptions constitute a microcosm of science in everyday life' (Argyris & Schön 1974: 30). The words we use to convey what we, do or what we would like others to think we do, can then be called espoused theory. �HYPERLINK "http://www.infed.org/thinkers/argyris.htm"�http://www.infed.org/thinkers/argyris.htm�





