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Future Research Activities
In the coming years, this task group will work @uif core themes, which are common
to the research activities of the five differenttpars. We further link these themes to

the concept of social cohesion, which we considersocial pillar of sustainability.

Four research themes

1. How is diversity constructed?
Consistent with our dynamic perspective on divgrsitl research partners study
how diversity is constructed, examining the impadt contextual factors,
interpersonal relations and/or power (in)equalitytbe specific construction at
hand.
Research partners: K.U.Leuven, CEIFO, FEEM, Unit@r®olitecnica delle
Marche Ancona, Umea University

2. How is the construction of diversity impacted byethistorical development of
globalisation?
A second research theme addresses the historintdxtoalization of diversity
and examines the impact of globalization trendsdmersity. The question is
addressed at two levels. First, at the organizatidevel, we study how a
company’s own history affects its understandingdivfersity. Second, at the
institutional level, we examine how the changin@bgll context in which
institutions operate influences the ways in whioéytunderstand diversity.
Research partners: CEIFO, FEEM, Universita Politecdelle Marche Ancona,
Umea University

3. How is diversity governed?
This third research theme addresses the ways iohwdiversity is governed or
managed. Similar to the second theme, this quesiaddressed at both the
organizational and institutional levels. At the angzational level, we examine
diversity management practices in different comgsnand their impact on
outcomes such as inclusion of minority employeddha institutional level, we
examine the role and influence of the state in islgathe way organizations
manage diversity.
Research partners: K.U.Leuven, CEIFO, Umea Unitersi
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4. How is diversity presented/marketed towards orgatians’ external
stakeholders?
This fourth and final question addresses how omgditns present their
diversity governance towards their external constities and why.
Research partners: CEIFO, FEEM

Diversity and social cohesion

In the research activities of task 1.1 we operatiaa the concept of sustainability
primarily through its social dimension. We focustbe relationship between diversity
and social cohesion, which we consider a key iridicaf social sustainability. The
overall goal of our research projects is to ingede conceptions of diversity and
diversity management to distil the conditions unddrch diversity leads to social
cohesion and therefore to sustainability.

Following the definition of the Council of Europ€duncil of Europe, 2005), social
cohesion of a modern society refers to a societhiity to secure the long-term well-
being of all its members, including equitable ascesavailable resources, respect for
human dignity with due regard for diversity, pergband collective autonomy, and
responsible participation. In line with our dynanperspective on diversity, this
definition stresses the importance of the qualityhe bonds between individuals and
between them and the community to which they bel@etational dimension) and
stresses the importance of equity in access taress, human dignity, autonomy, and
participation (power dimension). By focusing on theality of relations, and avoiding
prescribing how such relations should look likeisifurther fully compatible with our
contextual approach to diversity.

Evidently, social cohesion is not a ‘natural’ cdrah of (contemporary) societies.
Rather, it results from communities’ ability to @ep non-violent consensual processes
to resolve conflicts. Scholars have pointed to fidoet that social cohesion does not
necessarily require sharing values, norms or Is(ibuncil of Europe, 2005, Westin,
2004), is not simply the result of uniformity (Wiest2004), and is even compatible
with social differentiation (Durkheim, 1993). Rathesocial cohesion is achieved
through ‘sharing of the political objective of aeting equity’ — where equity must also

be understood as the ‘equity of capabilities’ neagsto develop as an individual in the
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context of existing social relationships (CoundilEurope, 2005). Friedkin (2004) has
argued that social cohesion can occur in large ptexty differentiated groups thanks
to particular social processes of coordination elfidviours and group-level structural
conditions. However, empirical research on theserdinative social processes in
diverse communities is still lacking. Our researattivities specifically aim to

contribute to the understanding of the relationsbgiween diversity and diversity
management on the one hand and social processexiaf cohesion within a diverse

community (a group or an organization) on the aother
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Appendix: Research projects of the research teams

1. Research Team and Affiliation

Katholieke Universiteit Leuven
Faculty of Economics and Applied Economics,
Research Center for Organisation Studies

Naamsestraat 69, 3000 Leuven, Belgium

Maddy Janssens Professor, Phone: 32-16-326874, Fax: 32-16-3267ail:
maddy.janssens@econ.kuleuven.be
Patrizia Zanoni, PhD researcher, Phone: 32-16-326867, Fax: 326832, Email:

patrizia.zanoni@econ.kuleuven.be

Research project 1: Embedding the notion of diversy within the
productive context

Objective

The study develops a theoretical model explainiow ltontextual factors affect the
definition of diversity in organizations. Specifilya it investigates which contextual
factors make specific socio-demographic differersagent, which socio-demographic

differences become, as a result, salient, and why.

Research methodology

The theoretical model is inductively built from amdepth qualitative case study of an
assembly line in an automobile factory. A case ytowethodology was considered
suitable to address the research objectives bedaalkenvs maximal data collection on
the organizational context, which is needed to gaw theoretical insights (Eisenhardt,

1989) on the relationship between that contextdiversity in the data analysis process.

Qualitative data was collected in three phaseghénfirst phase, the company’s HR

director and the HR manager were interviewed, m fitame of a previous research
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project on diversity management. In the second @has experienced researcher
collected data by means of 20 open-ended intervieitls production manager (1),

supervisors (3), operators (4), poolman (1), HR agan (1), HR clerks (6), and trade
union representatives (4). Respondents were sdlemte the basis of either their

demographic profile (minority in terms of sex, cu#, or religion) or the relevance of
their function relative to diversity management.ring the third and final phase, three-
month-long fieldwork was carried out in the CarGsembly hall. Data were collected
by means of ethnographic techniques such as pgetitiobservation (Spradley, 1980);
35 semi-structured interviews (Spradley, 1979) veitipervisors (5), team leaders (5),
operators (17), pool(wo)men (2), HR manager (B, dferks (3), the company’s doctor
(1), and a company nurse (1); internal documentshencompany, HR and diversity

management, training, and production system; afdhbtographs.

Research field

In the last two decades, the diversity literatuas been flourishing and diversity has
grown into a well-established research domain iganization studies. The vast
majority of the empirical diversity research hasestigated the relationship between
personnel heterogeneity in terms of tenure, prafaas background, sex, ethnicity/race,
and age, and organizational processes and outcausbsas conflict, problem-solving,
creativity, and innovation (Harrison, Price, & Bell998; Kilduff, Funck, & Mehra,
2000; Pelled, Eisenhardt, & Xin, 1999PDespite the impressive amount of empirical
studies (Milliken & Martins, 1996; Willams & O’'RHy, 1998), the lasting
inconsistency in results is currently hampering ¢besolidation of past research and
the theoretical development of the domain (Nkom€&é&x, 1996). Diversity remains a
‘box’ yet to be opened (Lawrence, 1997; Neale, Nouft, & Jehn, 1999; Richard,
Kochan, & McMillan-Capehart, 2002; Pelled et aB99; Shapiro, 2000).

A number of moderating variables have been advamsegossible explanations for

divergent findings in group functioning and outc@mearious kinds of differences and

! A second, smaller group of diversity studies arher concerned with human resource management,
focusing on the careers of individuals belongingniaority groups. Concerned with equal opportusitie
and/or the optimal allocation of the human poténtidhin the organization, they often look at how
formal and informal practices, such as mentoringafi & Lynn, 1985; Ragins & Cotton, 1991) and
networks (Cox & Nkomo, 1990; Ibarra, 1992; Jam@&@9@, exclude minority members from certain jobs
or the higher ranks of organizations.
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proportions of minority individuals (cf. Ely, 1994)me (cf. Harrison et al., 1998), and
other contextual factors (Triandis, 1995) such ession comprehensiveness (Simons,
Pelled, & Smith, 1999), organizational culture (@han, Polzer, Barsade, & Neale,
1998; Richard, et al., 2002), national culture (&ma & Bird, 1993), and task design
(Neale et al., 1999). Taken together, these madgraariables suggest that the context
plays a critical role in determining the effectyatsity onto organizational processes

and outcomes.

The role of contextual factors has also been gtessrelation to saliency, dealing with
the question why certain differences become visaiplé meaningful while others do not
in a given situation. Evidence from previous engaitiresearch indicates that saliency is
negatively related to the degree of representatioa minority within a given group
(Abrams, Thomas, & Hogg, 1990; Ethier & Deaux, 19%4dnter, 1977), and positively
to the visibility of the traits, with race, sex,daage being more likely to become salient
over non-visible ones in most circumstances (Pell96; Tsui, Egan, & O’'Reilly,
1992). However, other studies indicate that lessbld, deep-level attributes, more
closely related to the nature of the task to beiedrout and the job design of group
members (for instance, involving more or less ohgendence) (Triandis, 1995;
Williams & O’Reilly, 1998; Zanoni & Janssens, 200gadually become more salient
in longer-term relationships (Harrison et al., 199@lled et al., 1999). Again, these
results point to the relative importance of conektfactors such as time and work
processes in natural settings, where individualgls have longer-term relationships.
Here, however, they are considered as determirddritse saliency of specific socio-
demographic differences rather than as moderab®spite multiple indications of its
importance, the context remains understudied ierdity research (Milliken & Martins,
1996).
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Research project 2: Creating workplace inclusion though diversity management

Objective
To increase our understanding of how different g management practices of
organizations with low educated, culturally diversmployees impact employees’

inclusion

Methodology

To facilitate theory building, we rely on a qudliv@ study of six organizations: a
hospital, a call centre, a logistic company, atfeuid vegetable wholesale, a transport
company and a construction company. We gatheredasitypes of data in all six
settings: archival material and interviews. Intews were conducted with HR manager
or manager responsible for diversity, line managexgority and minority employees.
We will analyze the data, adopting a modified gibesh theory approach (Glaser &
Strauss, 1967; Strauss & Corbin, 1998; Locke, 20@hereby we constantly compare

data and emerging categorization schemes in oodauitd theory.
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Description of the research field

Over the past two decades, many organizations havwelemented diversity
management programs that are described and cominemigy management academics
who tend to endorse the importance of managingsiiye As a consequence, much of
this management literature is normative. Studiege h@entified best practices of
companies that aim to maximize the potential achged of diversity and minimize its
potential disadvantages (Cox, 1991; 1993). Eagegiréscribe organizational systems
and practices such as training and mentoring, thewever, have ignored the lack of
empirical evidence that demonstrates the succesmasfaging diversity initiatives
(Cassell, 2000; Prasad & Mills, 1997). Additionaltiieir language tends to be overly
positive, focused on celebrating differences. Wt help of evocative metaphors such
as the melting pot, the cultural mosaic or the bam (Prasad & Mills, 1997), this
literature has ignored the underlying economicoretle for such approaches (Dickens,
1994) or the problematic nature of universalisbtions of managing diversity (Jones et
al., 2000). Recently, scholars (e.g. Cassell & Bissy 2000; Dick & Cassell, 2002;
Prasad & Mills, 1997) have argued that this largelyeoretical approach prevents an
adequate understanding of inequality and discritranan the workplace. Similar to the
plea of Nkomo and Cox (1996) to theorize the cohoépiversity, they aspire diversity
management to be a serious research area.

This study intends to contribute to a more rigorasd theoretically grounded
conceptualization of diversity management. In tuslitative study, we examine how
different diversity management practices of orgatmins with a low educated,
culturally diverse workforce influence employea®lusion in an organization. It is our
aim to develop a framework for conceptualizing tecess through which the
inclusion of culturally diverse employees is faailed or inhibited.

Following Pelled, Ledford and Mohrman (1999), wdinke inclusion as the degree to
which an employee is accepted and treated as @einsy others in a work system.
Inclusion has many aspects. Components that wer@qgusly assessed are decision
making influence, access to sensitive informatiOfHare et al., 1994; Pelled, Ledford
& Morhman, 1999), job security (Pelled et al., 19%hd social integration (O’Reilly et
al., 1989). In this qualitative study, no a-pricomponent of inclusion is measured.

Rather, we will rely on open interview questionsstady this outcome as research has

Page 9 of 38



SUS.DIV strategic paper of research task 1.1

shown that people’s backgrounds tend to shape tivbgtnotice and what they perceive
to be important or interesting (Dearborn & SimoB858; Walsh, 1988). One of the
contributions of this study is therefore to ideptdomponents of inclusion that are
specific to the context of lower educated migrants.

Relevant literature leads to the expectation thelusion of a low educated, culturally
diverse workforce is not very likely. First, ethitycdifference is a so-called surface-
level diversity or demographic difference (Millikela Martins, 1996; Harrison et al.,
2002) which engenders an immediate impression @bimilarity among group
members. As people feel more comfortable with thab® are similar (e.g. Byrne,
1971, Lazarsfeld & Merton, 1964), surface-levelenegeneity prevents group members
from engaging in closer interpersonal contact. Addally, social identity theory
(Brewer, 1979; Tajfel & Turner, 1986) suggests thabple classify themselves and
others into social categories based on attributed s demographic characteristics.
Then, in order to provide themselves with a positsocial identity, they seek to
maximize intergroup distinctions in favor of thewn group. Thus, within a surface-
level diverse work group, people’s inclination tegroup favoritism gives rise to the
emergence of subgroups, thereby perceiving mendjeasother group as less likable,
trustworthy and honest, and reducing inclusion. l&/eome authors (Philips & Loyd, in
press) argue that the influence of surface-levweérdity is temporary and peaks at the
forming stage of a work group, the question remammsv and through which
organizational practices the negative consequemtesthnicity difference can be
decreased or de-accentuated.

Second, the negative relationship between disgittyiland inclusion is especially likely
to hold for a difference that is perceived as lalek.their study on HR managers’
discourses on diversity, Zanoni and Janssens (2088 shown that differences that
are visible and hearable tend to be constructddcks Employees whose appearances
do not match the aesthetic criteria of work or wehéenguage skills prevent smooth
communication with colleagues are judged to hinther attainment of organizational
goals. Often, the ‘reasonable’ conclusion of mansg is that employees with such
differences lack fundamental competences and reeke &xcluded.

In contrast, dissimilarity that is perceived asuealmay help inclusion. Pelled and

colleagues (1999) found that being different iglykto help organizational inclusion if
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the difference reflects job expertise as in theeadgenure and education. They argued
that this type of dissimilarity is a ‘task-relatedifference, i.e. more directly associated
with the objectives of a work-unit; not a ‘relateoriented’ dissimilarity type, i.e. type
that primarily form the context for social relatgmps in the work unit (Jackson et al.,
1995). It is a task-related difference that islifk® be viewed as a valued task resource,
increasing an employee’s inclusion. While tenured aeducation are generally
considered to be task-oriented and race, gender agedto be relations-oriented
(Jackson et al., 1995), the latter dissimilaritiggsy also entail task-oriented differences.
For instance, the study of Zanoni & Janssens (26Bd)ved that migrants and women
showed behaviors and attitudes such as flexibléladpiity and loyalty which were
constructed by the HR managers as a valuable batibn to the work system. This
suggests that job expertise due to tenure and Bdocia not the only valued task
resources; also the willingness by migrants and eomo take jobs that require great
flexibility, are badly paid and socially devaluedncbe a valued contribution to the

organization.
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2. Research team and Affiliation

Center for Research in International Migration &thkinic Relations (CEIFO)
University of Stockholm, S-10691 Stockholm, Sweden

Angela Nilsson Research assistant, Phone: 46-8-162827, Email:
angela.nilsson@ceifo.su.se
Riikka Norrbacka Landsberg, phone: 46-8-669 40 92, E-mail:

riikka.norrbacka.landsberg@home.se

Research project 1. Understanding concepts of divsity management

The overall aim for this part study is to answes tbllowing two questions: How is
diversity constructed/conceptualized? How is dikgrgoverned? The first question
addresses the ways in which diversity is consttu@ed examines the impact of
context, relations and power on the constructidme Fecond question addresses the
ways in which diversity is governed or managed. Tjuestion is addressed at the

organizational level by studying diversity managame public service and companies.

Background

In recent years several new laws have been maSev@tlen with the aim to counteract
discrimination. An increasing variety of measures @&so taken to manage problems of
discrimination in practical contexts of everydayring life. In Sweden, diversity is
closely associated with anti-discrimination effosghich is partly explained by the fact
that action against discrimination is put down awl One of the questions this study
addresses is what kind of perspectives these nmesasemtail and what kind of
knowledge about diversity management and discriinathey produce. How is
diversity constructed/conceptualized and how goiterned or managed?

The approach for this study is to scrutinize th@md of participants at specific courses
about diversity management often connected to distHmination. A number of

courses are organized with the aim to instructigpeints about current legislation on
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discrimination in working life and on issues of eligity management. The views and

perceptions of instructors and participants wilrégsearched.

Objectives

My objective is to outline and examine what conmes these actors have of diversity
management and real or simulated offences. Hovhelgarticipants and course leaders
at “diversity” courses talk about diversity managamand discrimination? How do
they express their ideas about diversity and disoation? How is diversity
management (and connection to discrimination) caostd by the course leaders and
adapted by the participants? Do the constructidifer detween different social groups
as participants working with every day life at elgecare centres and civil servants in
responsible positions? (Is it feasible accordinghi collected data to explore if there
are any differences in understanding of diversitg discrimination in relation to gender
and ethnicity? What kind of impact do these coufs@®ge on cohesion at workplaces

according to gender, class and ethnicity?)

Theory, method and data

The collected data will be analyzed in terms obeia theory of knowledge perspective
(Fleck 1997, Berger & Luckmann 2003, Douglas 19&®Hta will be collected in the
setting of courses on diversity management andidistation mentioned above. Since
different categories of civil servants, officialsdaemployees are recruited to these
courses comparative studies of different socioesondackgrounds, professions and
sectors of working life are possible to pursuetiBigants targeted in this proposal are
on the one hand civil servants in responsible adstnative positions, and on the other
hand employees working in the services of care ther elderly. However, other
professional categories are also conceivable.

The study is based on written documentation suchdescriptions of courses,
questionnaires used at the courses (often embaddethrger project) and some of the
courses outcome as participants planning for furthigeersity management at their
work. Another source of information will be throughterviews carried out with
instructors and participants as well as participgbgervation at courses. The collected

data will be treated by means of discursive metluddext analysis.
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Research project 2: Presentations of diversity indvertisement

The purpose of this study is to increase our irtgighow "diversity" is constructed and
presented in the business advertisement. How &rslty presented in photos and texts
by multinational and national companies in dailygamnes, advertising brochures and
television? (Hall 2002, Cottle 2000)

What are seen as diversity? How is difference eceatand sold - in the ads? What is a
difference? What kind of difference is seen as ingrd, what becomes salient? - and in
relation to which products and services? (Kondo7)99

How is difference (diversity) materialised in adv@ment? What kind of pictures,

symbols, texts etc is in the pictures - how arse¢lmommented by a text (Halter, 2000).
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Discourses of new economy serve as a context. Sityeis constructed within the
discourses of economy. It get is meaning throughitis limited by these discourses.
The discourses of new economy highly value consiompCustomers are presented as
a key factor in the production line (Bauman 1998) ahe images of the company
having a great effect on the consumption. It selempertant how the company is being
viewed by the consumers; they are buying the pctirthe company just as much as
the product (Micheletti 2003).

Consumption is presented by the companies as somgetimat gives everyone equal
opportunity to consume (as if it placed everyonettemn same level). There is a notion
that consumption is emanicipatory (Landsberg Nakba 2005, Landsberg
Norrbackal999). To be seen as a strong consumes the "immigrant” empowerment.
This way of looking at power raises the questiomwHis the notion of immigrant
constructed - in what way is the immigrant seeropgressed and liberated by the
consumption?

Diversity is used by economic reasons, to embradarger market. Diversity is
something the company is able to "use" to gaimétgwhich shows a power relation).
This study further examines how the advertisemamid-the reasoning of advertisement
- has changed the last decades. To follow one wr dempanies "history” of
advertisement, for instance how is Body Shops dfidal’s core values expressed in
their advertisement. How did it change - or didhtange - when L’Oreal bought Body
Shop? How are Body Shops CSR (corporate socialonsglity) expressed in the
advertisement?

If advertisement is an external way to speak tocitomers - the yearly stakeholder
meeting could be seen as internal way to spealhdootvners of the company. Is
diversity presented - and how is it presented tterstakeholders?
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3. Research team and Affiliation
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Nicoletta Ferro, Senior Researcher, Corporate Social Respongilaid Sustainable
Management Research Programme, Phone: 39 02 535;368x: 39 02 520 36946;

Email: nicoletta.ferro@feem.it

Core theme of the project: The Diversity issue intte oil and gas sector,

a case study.

Objective

The aim of this study is to provide an in-depthighs on the diversity issue within a

sector under great public scrutiny such as theaaidll gas. The analysis will be

conducted on an ltalian company, with a leadingtposin the sector and a strong
international profile.

In particular the analysis is intended to shedtligh how diversity is theorized and

constructed within the company and to answer theviing research questions:

. what parts of the traditional formula used in deglivith diversity, and deeply
rooted in the corporate culture and historical lgackund of the company, are still
effective now,

. do they have any reflections on current practiced policies or do they have
faded away because of globalization

. what the impact of globalization on that formula,

. how is diversity governed and managed within thagany

. how is diversity presented/marketed towards extestakeholders

The ethnographic study will allow for a comparigmiween past and present practices.
Methodology

The questions previously mentioned will be answepkeating the analysis within the

boundaries of the stakeholder view of the firmsthig(Freeman, 1984), according to
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which the capacity of a firm to generate susta@al@dlue over time is related to its
relationships with critical stakeholdérs (Donaldson, 1995),(Post, 2006) whom
corporate social responsibility (CSR) is one of thélding blocks (Freeman at al,
2004). In this view the issue of dealing with cudludiversity, emerges as one of the
pillars of corporate social responsible policiemed at achieving sustainability of
business in the long term. As an axiom of corporagponsible conduct, the issue of
diversity can be presented in a twofold perspectrethe one hand an inner dimension
dealing with the increasing multicultural compasitiof the workforce due to increase
in migration waves and cross — borders relationghvis strictly linked to diversity
management; on the other an external facade dealihgthe diversity expressed by a
wide range of stakeholders the company find itsetfonnection with, and related to the
topic of stakeholder engagement and CSR acrossresit

Thus addressing the needs and expectations of emasingly cultural diverse
workforce population and managing the possiblelehges deriving from operating in
a wide range of places throughout the world, haoime a challenge companies are
called to face in the new century (Werhane, 200@)rey at the achievement of a new
paradigm of corporate responsibility recently |a@idehsGlobal Business CitizensHip
(Wood, Logsdon, 2001), which offers a way to muaitional managers to think about
and plan for social responsibility and ethical aactdwithin and across nations and
cultures (Wood, 2006).

The research will consist of 3 phases, leading toase study construction and is

composed by a:

First Phase: reconstructing the leader's formula ©® dealing with cultural

diversity going back to its historical roots

the historical background of the company’s andisfleader construction of diversity
will be reconstructed through:

. Insight study of historical and corporate documtoita

2 Primary stakeholders: namely any group or indiglduho is affected by or can affect the achievement
of an organization’s objectives such as employeestumers, suppliers, communities

% the current definition oBlobal Business Citizenship framework being “ Abglbcitizen is a business
enterprise (and its managers) that responsibly@ses its rights and implement its duties to idlnals
,Stakeholders and societies within and across natiand cultural borders”
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. In—depth interviews with managers and key actor® Whd leading roles in
company (such as retired managers) aimed at reactisg the historical roots of
the diversity issue.

Data will be collected through means of ethnograpdmalysis and will undergo a

qualitative analysis.

The Second Phase: back to the present

In order to answer the question on how diversitgugrently constructed and governed

in relation to the twofold perspective previouslgmtioned:

. A set of interviews will be conducted with a sampfeHR executives and CSR
and stakeholder relations managers, new hires gprmom different cultural
backgrounds and with people with an expatriate e&pee to assess current view
and conceptualization on diversity.

. Assessment on the issue of diversity related thvga will allow the identification

of ordinary practices, best practices and limitacifial policies.

Third Phase: how is diversity presented to stakeHhders:

. Moreover a documentary analysis will be conductadcorporate reporting and
documentation such mission, business principlegaswability and social reports,
annual reports and self- regulatory tools such aes of corporate ethics and
codes of conduct and corporate web site in sedrcliversity related statements

and related initiatives..

Research Field

Globalisation, European integration, mergers angquiadions, changes in business
practices, impact at many levels. At the same taneew workforce, customer and

supplier base is emerging. Profound demographiogds mobility and migration are

all having an impact across European society. Mpeaations of employees and the
wider society are changing as new generations aodpg enter the marketplace, as
employees, customers and suppliers. These challdrme also been identified by the

last year's European Commission Green Paper wiafdrs to diversity as a potential
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business opportunity: A" major challenge for enterprises today is to attrand retain
skilled workers. Therefore relevant measures cauttide greater workforce diversity,
equal pay and career prospects for women, manageofi@mployees who are off work
due to disabilities or injuries, and non-discrimtogay recruitment practices.’In this
scenario, the oil and gas industry’s fundamentk no society is being redefined and
enlarged as oil companies face increasingly pressiar becoming more active players
in issues such as economic development, povertgviation, environmental
remediation, while being at the same time drawa cdmplex issues involving human
rights and national sovereignty. This has madeih&nd gas, one of the leading sectors
in terms of commitment to corporate social and mmmental issues. Within the sectors
involvement into sustainability, the issue of dsigr have risen, assuming a particular
perspective. As a matter of fact oil companies gegerally facing a major loss of
experienced personnel over the next years as nhare 25 percent of the technical
workforce are about to reach the retirement agefilléhe gap, oil companies are
increasingly pushed to a more culturally diverserkfarce, fostering inclusion of
minorities and promoting local employment both wittmanagers and workers. As
global actors oil companies are called upon to eetl cultural diversity on external
bases, such as dealing with a wide range of stddketso(contractors, suppliers and
local governments and communities, indigenous myophose expectations and need
vary across cultures. The aim of this study ishtedsfurther light on the historical and
corporate evolution of a major Italian company'shagption of cultural diversity.
Starting form the charismatic figure of its leaded founder framed in an historically
relevant period, passing to the team of actorssBerabled with the aim of pursuing an
internationalization strategy and ending up to enirrvision and practices within the
framework of corporate social responsible policies.
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4. Research team and Affiliation
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Research Project: Shifting conceptualizations of diersity and diversity
management: The discourse on immigrant associationsn Sweden
(1968-2005)

Objective

The general aim of the study is to explain howdiganizational field of “associations”
(féreningal) is structured, institutionalized and construdtedifferent periods of time
and place. The specific aim is to understand hosvftbld constitutes an arena for
defining diversity and similarity (imitation) in ganizational policies (ideas, discourse)
and programmes (plans, practices, products), wiicas on immigrant organizations
(invandrarforeningar) The general aim is connected to theoretical agreént of what
has come to be known as New Institutional Theorga(@iawska and Sevon, 1996,
DiMaggio and Powell, 1991, Forssell, 2002). Thec#peaim applies this theoretical
framework to the field of immigrant organizatiomsthe context of Swedish discourse
on the topic for the last few decades. The studggd organizational level analysis at
the centre of attention rather than an individesel.

Capitalizing on the concept of organization fidlte study aims to answer some of the
following questions. How is the field of ‘immigraassociations’ constructed? How do
organizations in a fieltmitate (DiMaggio and Powell, 1991, Sahlin-Andersson, 1996
each other, or converge (Forssell, 2002)) towamtsh eother? How are change and
stability explained in the field of immigrant asgi®mns? Which changes can separately
be located at the internal level in organizationd at the wider institutional level, and
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which changes can be identified in the interactietween levels? To what extent do
immigrant associations converge to, or diverge frdemands and values of strong
institutionalized actors such as the state? Undetwonditions do they diverge (more
diversity) or converge (social cohesion) (Forss2002), or show both at different
periods of time and at different levels in theies? Does divergence mean diversity at
the expense of social cohesion (integration, sta}dlWhat trajectories of diversity can

be sustain, augment, or weaken social cohesion?

Methodology

Before describing the method, perhaps it is usefularify some concepts. Immigrant
associationsitivandrarféreningaf) are also referred to as ethnic associatietsigka
foreningan or sometimes classified with cultural associaidwulturféreningad. Until
the late 1990s, no formal distinction was made betwimmigrant associations and
minority associations (Dahlstrém, 2004) and thentemwere used interchangeably
studies about integration and segregation. In otdeexplain how the field shapes
organizations, and how organizations also can shdpd, a historical construction of
‘immigrant organizations’ is used. This requiresntxanation of methods. In this study,
three qualitative methods are used: documentarlysisainterviews, and participant

observation.

Documentary analysighe study will be based @ocumentary analysisf the Swedish

state immigrant policies and programmes for theiplementation between 1968 and
2005. The reason for the limitation in the analysibecause Swedish immigrant policy
is traced from the 1960s (Westin 2004). This isnaeigted by accounts of how certain
national and local level immigrant associationshe targets of state policies and
programmes - responded to, or acted upon, theirghiiimmigrant policies and
programmes of the state (Borevi, 2004, DahlstrofiQ42. Basic official documents,
such as the Swedish Government Official Repo8taténs Offentliga Utredningar,
SOU), Ministry Publications Series (Ds), governmentdiives, rules of associations

* Immigrant associations and immigrant organizatiwilisbe used interchangeably in the project.

® Since 2000, five ethnic groups have been offigiedicognized as ‘national minorities’, and the piets
and programmes directed to ethnic groups or AsBonidave now started to be distinguished (Borevi
2004). This has implications for the shifting counstion of ‘immigrant associations’ because it was
assumed that all minority groups had similar feagwntil that time.
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formed by cultural/ethnic associations, and thduataons on diversity consultants are
also used to put the discourse of diversity irpiiblic context. While the documentary
analysis may provide the historical constructionsbffts in immigrant polices and

programmes, and the corresponding discourse ongramt associations, it may not
adequately account for how the actors view thenesehnd are viewed by others in the

current context.

Interviews To provide an answer to the latter issue, itgarviewswill be held with
national level and some of their respective loegél immigrant associations, located in
Stockholm and Umea. The interviews will be carrimat with current and former
leaders of the National Federation of Ethnic Asstians in SwedenSamarbetsorgan
for etniska organisationer i Sverig8lOS); The Finish Club in Umea, which celebrated
its 50th anniversary this year; The Cooperative a@rdgor Ethnic, Cultural and
Language Associations in Ume&ammanslutningsorgan for etniska, kulturella och
sprakliga foreningar i UmegdSIUM); The Polish Association, Somalia African Mdee
Association in Sweden; the Ghana Union in Umeéringws will also be conducted
with diversity consultantsnfangkulturella konsulentgrboth in the Stockholm and

Vasterbotten counties.

Participant observatiowill be done in conferences, workshops and formeétimgs on

and about migrant issues and immigrant associgtionesgration, diversity, cultural

diversity and multicultural events.

In the following section, a broader background bé tproject will be discussed,
followed by the theoretical framework that will bsed to analyse the study.

Background and research field

Previous research and discourse on ‘immigrant &ssmas’ focused on different

themes in different periods of time. In Sweden labmarket migration dominated since
the end of the Second World War until it was halgdearly 1970s. During this period,
immigration was characterized as temporary and ghestion of refugees, asylum

seekers, or family re-union was not major phenomende a target for policy studies.

Page 27 of 38



SUS.DIV strategic paper of research task 1.1

Labour market migrants were not considered as gosgual demands as for Swedish
citizens (Borevi, 2004, Dahlstrom, 2004). They waeated on temporary basis and
diversity issue was of a different character thdater developed. However, due to the
increasing number of migrants in all parts of therld, migration has become one of
the great challenges worldwide, which required edéht polices and adequate
programmes to govern. There have also been ditfezgplanations to the shifting

polices and programmes.

The literature on the historical construction ofignant organizations” in Sweden is
described as following different phases, with sfgftconceptualizations on diversity.
According to Westin (2004), the gradual shift ot tdiscourse between adaptation,
assimilation, multiculturalism, and integration da@ explained by looking closely on
how global and regional developments impacted @n rthational level discourse on
immigrants and their organizations in the Nordicurmies. In a state-sponsored
evaluation study oAssociations, Power and Integraticsgveral researchers argue that
the discourse on immigrant organizations in Swedam be summarised as passing
through several major phases: Establishment (19@@ajuation (1980s), re-evaluation
(1990s), and the current phase of ambiguity andrdity. The focus is on how national
level discourse shaped the establishment and utishilization of certain forms of
organizations but not others. The description dfedent phases makes it easier to
understand how ideas of organizing and organizakigwactices, with respect to
immigrant organizations, can be said to travelrmetand place (Czarniawska & Sevon
1996, 2005). However, as useful as this might appkare is still confusion as to how
and why the discourse on the role of immigrant oizgtions shifted during the
different phases, and where the causes or originsuoh shifts lie. In the new
institutional theory, change and stability are tedain the dynamics of the organization
field.

According to DiMaggio and Powelbrganization fieldconsists of:
Those organizations that, in the aggregate, coiestd recognised area of institutional

life: key suppliers, resources and product consameagulatory agencies, and other

organizations that produce service and products. vittiue of this unit of analysis is
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that it directs our attention not simply to compgtifirms, as does the population
approach (...) or to networks of organizations thatually interact as does the
interorganizational network approach ... but to thility of relevant actors”. ...The
idea comprehends the importance of both connec¢sdamd structural equivalence
(1983: 148).

In this view, it is the environment which constmidrganization. Organizations in a
field continuously influence each other at the séime as they also construct that field
(Czarniawska, 1992). By belonging to the field, aigations get the legitimacy they
need to get competent labour power as well as aodsaurces, which they require for
survival. It is not a question of organizationskmg to be independently acting but
that they reflect the features of their environmantl by doing so, look primarily for
getting legitimacy from the fieldA consequence of organizations belonging to theesam
organization field will become more similar to easther. The new institutional theory
has been used to illustrate how public institutitersded to imitate the structures and
models from the business organizations, and thenéxb which this imitation remained
at the rhetoric level rather than leading to fundatal changes (Brunsson 1989). New
institutional theory has also been use almost imymather fields in which norms,
values, rules and regulations became importantmsioas for the cyclical behaviour of
organizations in terms of change and stability (Bzavska and Sevon, 1996, 2005,
DiMaggio and Powel, 1981, 1991). As far as we krtbere has not been any study
applying this theory new institutional theory inetliield of immigrant associations.
DiMaggio and Powell (1991) distinguished betweene¢hforms of isomorphism:

coercive, mimetic/imitative and normative isomogwhi_Coercive isomorphismomes

from strong organizations that require weaker omgions to follow their rules,
regulations or structures, such as when the seteadds immigrant organizations to
follow certain regulations in applying for a finaalcsupport and defining their projects.
The state also may demand immigrant organizationsontribute to its policy of

integration and social cohesion (Westin, 2004). Blindimitative isomorphisntesults

from feelings of uncertainty. When an organizatamopts a technology that it fails to
understand or has ambiguous consequences, it yismgthtes the technology used on
what is perceived to be a successful organizatioorder to avoid criticism or just to

tend to appear up-to-date. Normative isomorphigmginates primarily from
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professionalization, in the sense that organizatiemploy employees with similar
education and with career network developments gshatv similar trajectories. They
maintain their skills and similarity through theietwork and spread new ideas within

their own groups.

Nevertheless, although the basic framework remairster the same, since its
inception as an important explanation of organizatl isomorphism and imitation, the
new institutional theory has developed a bit ddfdrin different professional fields
such as sociology, political sciences, and orgaiezaheory (DiMaggio and Powell,
1991). In the Scandinavian version of New Instinél Theory (Brunsson and Olsen,
1990, Czarniawska & Sevon, 1996, 2005, Johanss602,2Rgvik 1996, Sahlin-
Andersson, 1996, 2005), organizing, rather thammiggtion field becomes the centre
of analysis. Organizations are not merely striegand actors in a field but also consist
of change and stability at the same time (Czarrkawss Sevon, 1996). It focuses (i) on
processes of organizing rather than organizatield,fiii) on both rule making and rule
following, (iii) processes and identity formatiomtbalso (iv) on the processes through
which rules are broken and institutionalized pigi are de-institutionalized.
According to Oliver (1992) and Rgvik (1996), detingionalization is the process
through institutionalized norms; values and rulesdme denigrated and eventually lose
their status from the context of organizations. IB&tim (2004) argues that the modern
immigrant policies and programmes are decouplenh feach other because of their use
in different levels. In policy level, what Brunssda989) calls, rhetoric or talk
dominates. At the other production or programmeellegfficiency matters more than
rhetoric or talk, leading sometimes to contradigtor opposing results. Yet, these
studies do not specifically focus on the field wimigarnst organizations. The project
thus aims to contribute to that literature from tiesv institutional point of view.

The question of why change is difficult in institutalized environments also gets a
new approach. Brunsson and Olsen (1990) provideatisgver to the question of why
change, viewed as a norm is difficult to implement®he traditional, rational model of
organization and organization change, plans and thglementation are taken for
granted as unproblematic. Goal, coordination, imgletation, leadership, rationality,
order and control are taken for granted as if tveuld naturally lead to both stability

and change. Forgetfulness, stability, and changeglthe conditions for continued
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reforms and demands for transformation in spitetlod organization remaining
‘unchanged’ (Brunsson and Olsen 1990). Other ingmdrtoncepts in the Scandinavian
discourse on new institutionalism are translatiovhich is defined as “to place
something from one context to anothebpy imitation (Sahlin-Andersson, 1996), and
editing (Ravik, 1996). Ideas, practices and products chasgthey travel from place to
place, settle for a while or permanently, and tle&ve for another context but always
with local editing or imitating. Thus, change aanm#d innovation and its diffusion in
time and place occurs simultaneously in many dffémplaces with different localized
‘translations of the original idea, practice or gwot. The concepts dashionand
institution are also used a bit differently in the Scandinavdiscourse on new
institutionalism. Although a popular idea, practioe product takes its own life and
trajectories (fashion) for the time being, it mdgoaconstitute an institution, such as an
administrative reform, or ‘social cohesiqgiCzarniawska & Sevén, 2005). Thus, change

occurs when organization adopt ideas that haverbedashionable for the time being

and solve their problems by translating them inttal demands and language.

These ideas will be applied in the Swedish dis@morsimmigrant organizations (1968-
2005).
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5. Research team and Affiliation
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Francesco Chiapparing Senior Researcher, Phone: 0039 0712207166, Email
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Research Project: Social diversity, integration, asmilation,
dissimilation in modern history.

Core theme of the project: Cultural diversity and cial cohesion in modern
history: the case of Italian emigration (14 and 20" centuries)

Contents and objectives

General aim of the research is to provide an arsalysthe social diversity and its

dynamics in the contemporary age {4#" centuries) moving from a historical

perspective. To raise this issue, the projecttisidated in three different stages:

1. A review of the social historiography on the divlrsin the modern age.
The purpose of this section is to contribute anddoceptualize social diversity
pointing out issues as the differences betweerakecbnomic and cultural-national
approaches, those between (socially) functionardity and marginality, the border
between inclusion and exclusion and its moving rduthe contemporary age, the
impact of industrialism on cultural diversity, efEhis task aims to develop Sori
(2003)’'s analysis of social diversity in the eamypdern age in connection with the
emergence of industrialism and national Stateendist two centuries.

2. Cultural diversity, globalization, globalizationsd idea is to look at the social and
cultural diversity in the setting of the processgtdbalization of the last decades,
paying special attention to the circulation of thkour force and of the work as an
economic factor. At this regard, it should be stegisthat many historians tend to
consider the present globalization dynamics asas@lof longer run movement of
integration and disintegration of the human soesgtiand primarily of their
economies. An important turning point of this mowsmnwas, for instance, the
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phase of integration of the world economies betvtberate 18 century and World
War |, but further steps can be easily located revipus processes, from the
enlarging of the commercial routes during thé" I®ntury to the slavery and
triangular trades of the {8 Each stage of this long run movement represeiits,
course, not only quantitative changes, but alsditqtige, so that the aim of the
work is, on one hand, to single out how diversityyipically affected by integration
phases, and, on the other, to stress the origimaddt of the present (since 1980s-
1990s onward) globalization on this topic.

Social and cultural diversity in the case of thealidn emigration
A third part of the project is focused on the parar form of diversity resulting
from the migration processes, and is based mainljthe analysis of the large
literature on the case of the Italian emigratiotwleen the late 1®and the late 20
century. This field of studies provides a largeafetmpirical evidences to compare
and verify assumptions, hypotheses, determinamts#iacts about the dynamics of
diversity related to migration processes both gemeral conceptual level and in the

present processes.

A first pattern of analysis of the literature orltatal diversity and migration processes

can be based on the following items throughouthihee steps of the project:

diversity: anthropometric differences; jobs, prefeas and social conditions;
regional and international linguistic barriers, wanms position as a diversity in
diversity; religions and religiosity, the materailture: food, cloths, etc.
-integration devices: school, citizens’ rightsrade unions, exogamic marriages,
entrepreneurship, upward social mobility, succedsstlanic cultures, segregation
devices, ethnic districts, associations, endogalogmestic religions, deviance and
deviations: physical health, mental health, crirfiipa

As to the case of the Italian emigration, a fiettaf issues can be considered:

aspects and characteristics of the case of thiaritaimigration between the 19
and 20 century

the position of the Italian emigrants in the pradtrc process of the immigration
countries

politics toward Italians (led by governments, comipa and “middle-level

institutions” like unions, churches, banks, asdomis)
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. integration and non-integration (assimilation, egnaation, alienation, successful
performances like Italian eating, associationsnoigeants)
. success and unsuccess of the Italian emigratioterims of social cohesion

(power, relationships and contexts)

Methodology

All the different phases of the project are basadttee instruments of the historical
research, both qualitative and quantitative, whick able to provide a diachronic
substrate and idiographic evidences to the staticrmmothetic analysis. The project is
thought to be run mainly on secondary sourcesrdlitee and existing case studies),
although some use of the primary ones (archivegraphies, etc.) is not excluded for
special issues. The work can also rely on the gldf a database on the Italian
entrepreneurs abroad, which has begun in the pinsise of the Sus.Div program.
Comparative methodology in space and time is taidesl particularly in the first and
the third part of the program, in this latter césewhat concerns main immigration
countries of Italians, such as United States, Séuterica (first of all Argentina) and
Germany. There is also the possibility to have ues® to experts and scholars outside

the research group for papers and contributionspegific arguments of the program.
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