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Tiivistelma
Téassd maisterityossa tutkittiin ulkomaalaisten asiantuntijoiden inkluusiota Suoma-

laisilla tyOpaikoilla kvalitatiivisen tapaustutkimuksen avulla. Tutkimuksen tavoit-
teena on selvittdd, miké saa ulkomaalaisen tyontekijdn tuntemaan itsensé osalliseksi
tai ulkopuoliseksi tydyhteisdssd, miten organisaatiot voivat vaikuttaa osallisuuteen

ja mitka yksilolliset taidot ja resurssit edistavit inkluusiota.

Teoreettisena viitekehyksend tutkimuksessa kéytettiin Bourdieun kiyténtoteoriaa
hyddyntden Bourdieun kisitteitd sosiaalinen padoma, kulttuurinen pddoma, habitus
ja kenttd inkluusion dynamiikan ymmartamiseksi ja kuvaamiseksi. Laadullinen ai-
neisto keréttiin puolistrukturoiduilla haastatteluilla, jotka toteutettiin kahden suun-
nittelu- ja konsultointiyrityksen ulkomaalaisten tyontekijoiden sekd HR-edustajien

kanssa.

Tyon keskeiset havainnot osoittivat, ettd positiivinen vuorovaikutus kollegoiden ja
esihenkildiden kanssa on inkluusion kannalta ratkaisevan tdrkedd sosiaalisen paa-
oman ndkokulmasta, kun taas rajoittunut tai negatiivinen vuorovaikutus edesauttaa
ekskluusiota. Lisdksi kollegoiden ja esihenkil6iden antama tunnustus sekd merki-
tykselliset tyotehtavit, jotka kehittavét kulttuurista pddomaa, edistdvit arvostuksen
tunnetta. Organisaatiot voivat edistdd inkluusiota syrjiméttomilld kdytannoilld, in-
klusiivisella kielipolitiikalla ja inklusiivisella johtamisella. Esteitd inkluusiolle tyd-
paikalla ovat muun muassa englanninkielisen tiedon vidhdinen saanti ja syntyperdisid
suomalaisia suosivat urakehityksen kadytinnét. Kielitaito, ty6hon liittyvét taidot ja
sosiaaliset verkostot voivat helpottaa ulkomaalaisten tyontekijéiden inkluusiota tyo-

paikoille. Tulokset olivat yhtildisid molemmissa tapausyrityksissa.

Avainsanat Incluusio, Diversiteetti, ulkomaalaiset asiantuntijat, Bourdieu.
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1 Introduction

“But a stranger in a strange land, he is no one; men know him not—and to know not is to

1

care not for.” — Bram Stoker, Dracula

As reflected in the quotation above, foreigners as “strangers in a strange land” often experi-
ence themselves as outsiders compared to the local population. Although this quotation is
over 100 years old, its themes of exclusion, isolation, and the reluctance of locals to engage
with foreigners remain deeply relevant today. The feelings of loneliness and insignificance
expressed in the quotation still relevantly capture the challenges that immigrants face in our

modern-day society and highlights how persistent they are across time and place.

1.1 Background

With globalization, the demographic composition of the workforce has diversified globally
and also in Finland. Especially over the past two decades, Finland has attracted an increasing
number of highly skilled migrants with the rise of IT technologies, as well as a growing
number of international students interested in the expanding variety of English-language
study programs in Finnish Universities and institutions (Kilinc, 2021). The education level
of Finnish immigrants is thus relatively high with nearly 50% holding higher education level
degrees. Additionally, over half of immigrants in Finland speak fluently at least three lan-

guages, but only less than one third can speak Finnish fluently (THL, 2020).

The mobility and migration of highly skilled immigrants has increasingly gained the interest
of policy makers and organizations globally and additionally in Finland (Habti &
Koikkalainen, 2014). In Finland labor immigration is seen as crucial in solving the labor and
talent shortage faced by organizations (Alho, 2023) and many organizations are therefore
aiming to increase diversity within their workforce. Within the technology industries sector
in Finland, it is recognized, that 130 000 new employees are needed within ten years to cover
the expected growth of the sector and retirement of current employees. This number cannot
be reached alone with Finnish graduates (Teknologiateollisuus, 2023) and therefore there is
a growing interest in hiring international employees. According to the recent study by
Teknologiateollisuus (Teknologiateollisuus, 2023), 42% of technology companies in Fin-
land are considering hiring international employees within the next four years and 45% of

the companies are possibly considering this option.



Increasing diversity in the organization by simply hiring international employees is one thing
but making them feel valued and included in the organization is needed to truly harness the
benefits of their diverse perspectives, experiences, and talent. Additionally, inclusion has
been found to be positively related to employee retention and well-being (Shore et al., 2018).
Creating a truly inclusive workplace is, however, not easy. According to a recent study by
Boston Consulting on diversity in Finland (Uehigashi et al., 2022), diverse employees feel
more excluded in their organizations compared to normative employees. Furthermore, dur-
ing the writing process of this thesis, the most recent survey study on the global experiences
of expats (Internations, 2024) made the headlines in Finnish newspapers with its devastating
results on how foreign employees feel about Finland. According to the study, Finland ranks
as 51 from the 53 studied countries in the year 2024, indicating Finland to be among the
worst countries for expats. The study found that expats face challenges especially with career
advancement in Finland, unwelcoming Finnish culture and making friends with locals. These
recent studies thus indicate that creating an inclusive workplace is still a challenge in Fin-
land. A truly inclusive workplace requires top-management and management level commit-
ment to promoting diversity and inclusion, preventing exclusion and discrimination and an
organizational climate, where different opinions are valued and everyone feels safe being
themselves (Shore et al., 2018). The organizational climate is not, however, created only by

the managers, but by all the employees.

This thesis studies the inclusion of highly skilled foreign employees within the Finnish tech-
nology industry focusing on the consulting and engineering sector. I have personally worked
in the field for more than 15 years in different companies and I thus know the field as an

insider and have a personal interest in the topic.

1.2 Research questions and objective

The immigration studies in Finland generally focus on the labor market integration of foreign
employees and they have mainly studied the Finnish national policies and employment bar-
riers of immigrants (Habti & Koikkalainen, 2014). Research on the experiences of highly
skilled foreign employees in Finnish workplaces has grown in recent years, but more re-
search is still needed on their personal experiences to better understand their integration into
Finnish workplaces and what makes them feel accepted (Kilinc, 2021). Additionally, major-
ity of the previous Finnish studies do not specify, where in Finland the studied highly-skilled



immigrants live and there is a gap in the research in terms of how the experiences of indi-

viduals in urban and rural areas of Finland differ (Kilinc, 2021; Koskela, 2019).

The feeling of inclusion is both subjective and personal and it needs to be assessed based on
the experiences of those involved. The elements of inclusion can only be determined by the
experiences of the key-stakeholders (Ferdman B. M., 2013), which in this study are the for-
eign employees. This study thus focuses on the personal experiences of inclusion by em-

ployees with a foreign background. My research questions are:

e What makes skilled foreign employees feel included / excluded at the Finnish work-
places?

e How does the organization facilitate or hinder the inclusion of foreign employees?

e  Which skills / resources foreign employees themselves feel helps them to be included

in the organization?

With these research questions my aim is to identify, what are the elements of inclusion and
exclusion experienced by foreign employees in Finland and how organizations could address
these. The objective of this study is to collect and analyze both foreign employees’ experi-
ences regarding the topic and to study how organizations have approached diversity and
inclusion in their HR practices within the consulting and engineering field. The topic is im-
portant, since the importance of retaining foreign talents in Finland has been recognized
within the consulting and engineering field and inclusion is an important antecedent for re-
tention. Furthermore, more research focusing on the inclusion of highly skilled engineers

working in Finland is needed and this study aims to give insight particularly to this research

gap.

The theoretical framework for this study is grounded in Bourdieu’s theory of practice. One
of the most common theoretical approaches to studying inclusion is the social identity the-
ory, which focuses on how individuals perceive themselves as part of a group and how peo-
ple naturally see some people as in-group members and others as outgroup members
(Randel, 2023). While social identity theory is a widely used approach for examining inclu-
sion, it primarily focuses on internal group dynamics and individual identity processes.
Bourdieu’s framework, on the other hand, offers a more comprehensive lens to understand
the contextual and structural factors within an organization or society at large that influence

inclusion. Given that the research questions of this study also address the organization’s role



in facilitating or hindering inclusion, Bourdieu’s theory provides a more insightful frame-

work for this study than social identity theory would do.

The study is conducted as a qualitative study through semi-structured interviews with foreign
employees and HR representatives in two consulting and engineering companies operating
in Finland. Both case companies have several offices in Finland both in the capital region
and outside the capital region. Thus, the study will also give some insight on how the expe-
riences of foreign employees are possibly affected by the location of their working place in

Finland. The study is conducted in cooperation with SKOL ry.

1.3 Structure of the thesis

This study begins with a literature review focusing on diversity and inclusion literature,
Bourdieu’s theory of practice and its use in immigration studies. Additionally, the literature
review presents some previous studies on experiences of foreign employees and immigrants
in Finland. With the literature review I will introduce the concepts and frameworks related
to diversity and inclusion and explain more thoroughly with examples on how the chosen

Bourdieusian framework describes inclusion and exclusion in organizations.

Following the literature review I will explain and justify the methodology of the qualitative
study in more detail. I have chosen a multiple case study with embedded units as the chosen

study method with primary data collection being semi-structured interviews.

Finally, after the methodology section I will introduce the findings of the study with discus-
sion and conclusions. In the discussion section I will compare the study findings to those
found in previous literature and discuss the implications of the findings. The conclusions
section will include a summary of the key findings as well as limitations, managerial impli-

cations and suggestions for further research.



2 Literature review

The literature review of this study aims to give an overview of the existing literature related
to diversity and inclusion, challenges related to inclusion of foreign employees and organi-
zational diversity and inclusion practices. I will first define the main concepts of the study,
diversity and inclusion and introduce the theoretical framework that I will use in interpreting
factors contributing to inclusion and exclusion. Following this, I will summarize previous
research related to the experiences of foreign employees both generally and specifically in
Finland. Lastly, I will discuss literature related to organizational diversity and inclusion man-

agement.

2.1 Diversity

Diversity generally refers to the individual differences between people. Workplace diversity
traditionally is considered to include the multiple distinctions among individuals within an
organization, covering factors such as race, ethnicity, gender, sexual orientation, socioeco-
nomic status, age, physical abilities, and ideological beliefs, among others (Patrick, 2011).
Hays-Thomas & Bendick (2013) define diversity broadly to mean “the mixture of attributes
within a workforce that in significant ways affect how people think, feel, and behave at work,
and their acceptance, work performance, satisfaction, or progress in the organization”. Har-
rison et al. (1998), conversely, give a more detailed specification on diversity by differenti-
ating deep-level and surface-level diversity. They define surface-level diversity as the ob-
servable characteristics of an individual (e.g. age, gender, race) and deep-level diversity as
the underlying attributes (e.g. skills, personality, values, culture) which are expressed
through verbal and nonverbal behavior by the individual and learned only by extended in-
teraction and getting to know the individual. To describe deep-level and surface-level diver-
sity an iceberg model or metaphor is often used to visualize what types of characteristics are
visible and which are not. An example of an Iceberg model to visualize differences is pre-

sented in Figure 1.
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Figure 1. Iceberg of Differences, adapted from Murdoch-Kitt & Emans (2020) p. 83 and Pucik et al. (2022)

Increasing diversity within the organization is often promoted with business-related benefits,
which is what the “the business case for diversity” is about. According to the business case
for diversity, the benefits of increasing diversity include e.g. a broader pool of talent for
organizations, avoidance of discrimination lawsuits, better understanding of markets and a
better company image (Robinson & Dechant, 1997). Additionally, having multiple different
perspectives improves decision-making, problem-solving, creativity and innovation which
ultimately leads to better business performance (van Knippenberg et al., 2020; Robinson &
Dechant, 1997). Research shows, however, that the benefits of diversity are not as straight-
forward as the business case for diversity leads us to believe. According to Triana & Byun
(2021), deep-level diversity especially in team members’ values and culture increases team
conflict, discourages team information sharing, collaboration and coordination and hinders
team cohesion, collective efficacy and team identification. Research also shows, however,
that these negative effects can be mitigated. According to the literature review by van Knip-
penberg et al., 2020, there are several team conditions that favor the performance benefits
from diversity. These include team task complexity, team members relying on others to solve
the problem, motivation and skills of the team members, participative team leaders, inclusive

team climate and adequate time for the team to integrate the information they need to pro-



cess. Benefits of diversity are thus highly dependent on management, inclusive organiza-
tional climate and handling of different individuals. In the next section I will further focus

on inclusion.

2.2 Inclusion

The term inclusion is often paired together with the term diversity, and they are often com-
monly referred to as diversity and inclusion, or shortly D&I. As diversity in the workplace
refers to the varied characteristics of employees, inclusion focuses on how employees per-
ceive their ability to contribute to the organization and feel valued (Hays-Thomas &
Bendick, 2013; Mor Barak, 2015). Inclusion has been found to be vital in gaining the positive
benefits from diversity and retaining diverse talents (Offermann & Basford, 2013; van
Knippenberg et al., 2020; Shore et al., 2018). Inclusion is important for all employees, but it
is particularly important for those who have historically faced exclusion and discrimination
due to their association with specific social identity groups. That is why enhancing work-
place inclusion typically targets improving the experiences of employees associated with

these specific social identity groups, such as immigrants (Shore et al., 2018).

Shore et al. (2011) define inclusion as “the degree to which an employee perceives that he
or she is an esteemed member of the work group through experiencing treatment that satisfies
his or her needs for belongingness and uniqueness”. By this definition the feeling of belong-
ing is not enough to be included if the “admission price” for the group is giving up or hiding
the unique characteristics of the individual. Ferdman & Deane (2013) further define inclu-
sion as “creating an environment that acknowledges, welcomes, and accepts different ap-
proaches, styles, perspectives, and experiences, so as to allow all to reach their potential and
result in enhanced organizational success”. Shore et al. (2018) have later compiled research
on inclusion and recognized six common themes in defining an inclusive organization. These
themes are: 1) Feeling safe, 2) Involvement in the work group as an insider, accessing critical
information and resources, 3) Feeling respected and valued, 4) Influence on decision mak-
ing, employees believing they are listened to 5) Authenticity, expressing identities without
repercussion 6) Recognizing, honoring and advancing of diversity, top management com-
mitment. With these themes inclusive organization is thus such where all employees feel
safe and valued as their authentic selves without need to hide aspects on themselves, such as
religion or sexual orientation, no identity group is favored in comparison to others and man-

agement actively advances diversity and inclusion climate in the organization.



Feeling included is influenced by the behavior of those the individual interacts with, indi-
vidual’s own attitudes and behaviors, as well as the values, norms, practices, and procedures
present within their organizational and societal context. Inclusion can thus involve individual
or group experience, a set of behaviors, an approach to leadership, a set of collective norms
and practices and/or organizational culture (Offermann & Basford, 2013). The behavior and
attitudes of people are not static but change over time. As inclusion is so highly dependent
on the time and place, it can be described to be a dynamic, situated state which is constantly
recreated through the relationship of the individual and the surroundings and can even coex-
ist with exclusion. Ferdman (2013) calls inclusion “an interacting set of structures, values,
norms, group and organizational climates, and individual and collective behaviors, all con-
nected with inclusion experiences in a mutually reinforcing and dynamic system”. This dy-

namic nature of inclusion is presented in Figure 2.

N

Society, organizations, leaders, Individuals and social

work groups, individuals identity groups

* Inclusive values, policies, * Experience of inclusion /
practices, behaviors exclusion

/

Figure 2. Inclusion as a dynamic process (Ferdman B. M., 2013, p. 15)

Ferdman (2013) further describes the many levels of inclusion with a multilevel framework
presented in Figure 3. According to the framework, at the heart of inclusion is the individual
experience of inclusion defining the degree of how individuals feel included. This experience
is influenced by the interpersonal behavior between individuals, group level interactions,
leaders and leadership as well as organizational and societal practices. The framework sum-
marizes the broad descriptions of inclusion and displays the various aspects it entails. When
talking about inclusion management the focus is often on the organizational practices and

leadership, but as the figure shows, this is insufficient to capture all the aspects influencing



the individual and collective experience of employees. The practice of inclusion is, accord-
ing to Ferdman (2013), about both everyday behavior and organizational and societal sys-

tems.

Society:inclusive policies, practices,
values, ideologies

Organization:inclusive policies,
practices, climates

Learders and leadership:inclusive
practices

Groups and teams: inclusive
practices, norms; collective
experience of inclusion

Individual’sinclusive
interpersonal behavior

Experience of
inclusion/
exclusion

Figure 3. Multiple levels of inclusion (Ferdman B. M., 2013, p. 17)

As inclusion by definition (e.g. Shore et al., 2018) entails that no identity group is favored
over another, it is closely linked to both equality and equity. While organizations aim to treat
all employees equally and offer equal opportunities, systemic discrimination and historical
inequalities have often led to situations where some identity groups are “more equal than
others”, as Orwell cleverly phrased in his famous novel. To create a truly inclusive organi-
zation, it is not enough to solely focus on the definitions of inclusion and inclusive organi-
zations. Although these definitions are valuable, they often overlook the deeper structural
factors that hinder inclusion and equality. Without examining the underlying power dynam-
ics, norms, and social structures in the organization, practices favoring certain identity
groups over others can remain hidden and thus prevailing. Therefore, for fostering inclusion
the organization must first acknowledge and challenge their own perceptions, attitudes, prac-
tices, and behaviors that might prevent diverse individuals from feeling fully accepted, val-

ued, and treated equitably (Hays-Thomas & Bendick, 2013).



Making changes to practices and behaviors is not comfortable as it often involves confront-
ing biases and disrupting established norms. Thus, fostering inclusion requires organizations
to tolerate or even embrace discomfort, which can challenge the sense of safety and comfort
of employees (Ferdman B. M., 2017). One example of an inclusive practice that can create
discomfort among employees is the implementation of inclusive language policies within a
multinational and multilingual organization. To fully benefit from having a multicultural and
multilinguistic organization, many multinational organizations have adopted inclusive lan-
guage practices which include using a generally shared language consistently and being open
to different ways of speaking and people having various proficiency levels (Lauring &
Klitmeller, 2017). Mandating to use a common language, such as English, has been, how-
ever, found to cause anxiety and stress among people who do not speak the language natively
and has made them even to withdraw from communications where they need to use the for-
eign language (Neeley et al., 2012). This illustrates the complexity and often paradox nature
of inclusion: inclusive practices that are aimed to give more equal opportunities to everyone
require people to step away from their comfort zone and adapt to new ways of doing things,
such as speaking a foreign language consistently, whereas on the other hand inclusion is
about feeling safe and accepting people as they are without need to change (Ferdman B. M.,

2017).

Whereas inclusion refers to accepting and valuing people as they are, discrimination is de-
termined as “any distinction, exclusion or preference made on the basis of race, color, sex,
religion, political opinion, national extraction or social origin, which has the effect of nulli-
fying or impairing equality of opportunity or treatment in employment or occupation” (ILO,
1958) or as “not treating the individual as an organizational insider with unique value”

(Shore et al., 2011). Thus, by definition, discrimination is a form of exclusion.

Discrimination can take many forms, and it takes place both at the organizational level and
at group — individual level. Open discrimination includes e.g. different or unfair treatment
based on ethnicity, race or language skill during recruitment, selection, promotion or com-
pensation (Sharma & Mann, 2020; Van Laer & Janssens, 2011). Pre-employment discrimi-
nation includes organizational practices related to recruitment and selection that exclude
members of minority groups entering the organization (Sharma & Mann, 2020) and it is
often hidden in the informal practices of the organization due to non-transparent selection

processes (Koivunen et al., 2015).
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More complex forms of discrimination are the everyday subtle discriminations which are
often less visible, enacted unconsciously or un-intentionally and are not easily recognized as
discrimination. Subtle forms of discrimination are often unintentional interpersonal discrim-
ination found in common everyday interactions. These include, for example, jokes, mi-
croaggressions, avoidance of diverse people and showing tolerance against intolerant behav-
iors (Van Laer & Janssens, 2011). According to a recent study, majority of Finnish people
do not even consider such behaviors as racism (Haavisto, 2024), which further emphasizes

the complexity of subtle discrimination.

In addition to treating people differently based on their race, gender or ethnicity, language
can also be a mechanism of exclusion and discrimination. Back & Piekkari (2024) define
language-based discrimination in multilingual organizations as “both spoken and written
language-related situations where individuals experience an unfair disadvantage compared
to other organizational groups due to their linguistic competence or speech features such as
accent”. Organizational language policies and practices can be discriminatory in several
ways e.g. by restricting people’s access to information and limiting their recruitment and
advancement opportunities. Besides recruitment, language-based discrimination in organi-
zations is most noticeable in the information sharing processes and in social interactions
between colleagues. Providing information, training and having meetings and informal dis-
cussion only in the local language excludes those who do not have sufficient proficiency in
the language (Back & Piekkari, 2024). To fight language-based discrimination, many mul-
tinational companies have adopted inclusive language policies, as already discussed earlier

in this chapter.

In conclusion, inclusion refers to the degree to which employees feel valued and able to
contribute while maintaining their unique characteristics. Feeling included or excluded is
influenced by organizational norms and culture, but moreover by the behaviors of the sur-
rounding people. In an inclusive organization no one is discriminated against based on their
personal attributes and no identity group is favored over others. To achieve this, organiza-
tions must recognize their own prevailing norms and power dynamics that might favor some
identity groups over others. To examine the organization’s power dynamics and how societal
systems and interactions affect inclusion, I will next introduce Bourdieu’s theory of practice,

which is the basis of the theoretical framework I use in this study.
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2.3 Bourdieu’s theory of practice

Pierre Bourdieu was a French sociologist whose works have impacted not only social sci-
ences but also fields such as anthropology, education sciences, management and organiza-
tional studies, gender studies and cultural studies (Tatli et al., 2015). Bourdieu’s theories
have been used to study the complicated social interactions and power relations of different
groups and societies. In management studies Bourdieu’s theories offer a multi-level frame-
work to study organizations and how management practices of the “ordinary” workers affect
minority groups in the organization (Tatli et al., 2015). I’ve chosen Bourdieu’s theoretical
works as my lens to diversity and inclusion since they provide a comprehensive framework
to understand both the dynamic nature and contextuality of inclusion in organizations. I will
now explain the basic concepts of Bourdieu’s theory of practice in more detail and present
prior research which has used the Bourdieusian lens to study foreign employees, diversity

and inclusion.

2.3.1 Basic concepts of Bourdieu’s theory of practice

Bourdieu developed and fine-tuned his theory of practice across several of his works (Bour-
dieu P., 1977; 1986; 1987; 1990). The key concepts in Bourdieu’s theory are capital, field
and habitus. Together, these concepts explain how social structures, personal characteristics,

and power relations interact in specific social environments.

Bourdieu defined capital not only in economic terms but also in other forms of resources
that individuals and groups possess and can leverage for social advantage. According to
Bourdieu, there are four types of capital, which are mutually convertible: economic, social,
cultural and symbolic capital. Economic capital is the easiest to understand and it includes
financial resources, such as income, material possessions, savings and other resources, that
can be converted into money, such as time (Bourdieu P. , 1986). While economic capital is
easily understood and can also be measured, the other three forms of capital are more abstract

and exist in relationships, knowledge and prestige individuals accumulate.

Social capital refers to the actual or potential resources and benefits that arise from having
networks of relationships or belonging to a group. Bourdieu (Bourdieu & Wacquant, 1992)
defined social capital as the benefits that come from “more or less institutionalized relation-
ships of mutual acquaintance and recognition”. These relationships, such as being part of a

family, organization, or prestigious institution, provide individuals with access to resources,
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support, and opportunities that they would not have alone. The strength of a person's social
capital depends on the size of their network, the capitals (economic, cultural, or symbolic)
possessed by the people in the network and how these connections can be mobilized to ben-
efit the individual (Bourdieu P. , 1986). Thus, the source of social capital an individual has
is highly dependable on their position in the social and economic order, as social capital is
greater the more influential and powerful people one is networked with or the more prestig-
ious a group one belongs to. According to Bourdieu, social capital is possessed by the indi-
vidual and it is available only for those who are willing and able to invest in social relation-
ships and turn them into long-lasting ties. These long-lasting ties are successful when they
involve feelings of mutual obligation, such as gratitude, respect or friendship, which eases
mobilizing these relationships into benefits. These relationships are, according to Bourdieu,
strategic, designed to be useful either immediately or in the future, helping individuals to

gain social or symbolic advantages over time (Bourdieu P. , 1986).

Cultural capital is the third form of capital defined by Bourdieu and it includes a range of
skills and attributes, such as education, knowledge, skills, and tastes, which individuals ac-

quire through socialization. Cultural capital has three distinct forms (Bourdieu P. , 1986):

e Institutionalized, such as e.g. academic qualifications

e Embodied or incorporated, such as previous work experience, cultural and behavioral
knowledge, language skills / the ability to use language properly, race or gender

e Objectified, consisting of tangible assets like books, tools, attire, and accessories that

symbolize the individual’s possession of other forms of cultural capital

Symbolic capital is the final form of capitals. It is the form that other capitals take after they
have been recognized in a specific field (Tatli et al., 2015). The recognition can include
reputations, honors, titles, and other markers of social esteem. For example, when an indi-
vidual is promoted to a managerial position, his/her skills and knowledge are transformed
into symbolic capital. The managerial title itself is a source of authority and respect for the
individual which further enhances the individual’s position and influence in social settings.
Symbolic capital thus plays a significant role in establishing social hierarchies and determin-

ing access to resources and opportunities.

One of the main ideas in Bourdieu’s framework is the convertibility of capitals, which means

that one form of capital can be used to gain other forms of capital (Bourdieu P. , 1986). For
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example, economic capital can be used to pay the tuition fees of an established University
to accumulate both cultural capital in the form of academic degree and social capital in the
form of friendships and acquaintances formed during the study years. Furthermore, the de-
gree from the established University is a form of symbolic capital in fields where the Uni-
versity is highly appreciated. These acquired social and cultural capitals can then in turn help
the individual to be employed and advance one’s career to acquire more economic capital.
The convertibility of capitals is, according to Bourdieu, a mechanism through which power
structures are maintained and social inequalities are reproduced. The individuals who have
access to one form of capital, especially economic capital, can transform it into other forms
of capital, such as cultural, social, or symbolic capital, that grant them advantages in different
social fields. Not everyone has equal access to different forms of capital and thus the ability
to convert capital reinforces the position of dominant groups and makes it difficult for those

without access to capital to challenge or disrupt existing power relations.

Bourdieu argues that capital doesn't inherently possess value, but its value and significance
is dependent on the context and social structures where it is used. He uses the term "field" to
describe the social environments where capitals can be used and where their value is deter-
mined (Bourdieu P. , 1986). In management studies, the field can be used to describe e.g.
organizations, teams/departments and other groups of people within the organization and the
society in which the organization is situated. People are situated in several fields simultane-
ously and within each field, individuals and groups compete for various forms of capital and
try to maximize the possession of the most valued capitals and strive to establish and main-
tain their positions of power and influence. Fields are not static but are shaped by ongoing
struggles and negotiations among their participants. As the players compete for the posses-
sion of the capitals, they also have an interest to maintain the field as such that their capitals
are valued (Bourdieu P. , 1977, p. 169). The players with the most valued capital are the
dominant players in the game and have the advantage of setting the rules of the game for the
field and decide who can enter the field (Schneidhofer et al., 2015). Besides setting the rules
of the game, dominant players also use other forms of power to maintain their position on
the field. Language is, according to Bourdieu, one means of dominating others as those who

have linguistic capital can control over those with limited resources (Snook, 1990).

According to Bourdieu, inclusion of an individual in a specific field is determined by the

volume of different forms of capital the individual possesses and the seemed value of those
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capitals (Bourdieu & Wacquant, 2013). Exclusion of people from the group is the conse-
quence of power struggle where the dominant group is unwilling to surrender their position
in the field or allow entrance to the field for individuals who do not possess enough valued
capital. Furthermore, according to Bourdieu groups strive to maintain the group as homoge-
neous as possible, which means excluding the ones that do not conform to the group values
and norms. Therefore, in Bourdieu’s framework, groups are not naturally inclusive but social
relationships and becoming a part of a group require effort from the individual wanting to
be part of the group, such as acquiring the capitals valued in the field and conforming to the
group norms. As stated earlier, inclusion is a dynamic process, which is constantly recreated
through the relationship of the individual and the surroundings (Ferdman B. M., 2013). Bour-
dieu’s concept of field offers a tool to further understand the dynamic nature of inclusion by
describing how individuals aim to position themselves better in the field by constantly build-
ing their capital portfolio and shaping the field to value these capitals by affecting the rules
and hierarchies of the field. Furthermore, the interplay of capitals and field is effective to

describe barriers for inclusion.

In addition to the concepts of capital and field Bourdieu introduced the concept of habitus to
explain the context where capital is valued. The concept of habitus refers to the internalized
set of dispositions, habits, and embodied practices, such as the way one carries oneself,
speaks or dresses that individuals acquire through their socialization within specific social
contexts. For example, I remember once a colleague of mine describing someone he knew
by saying “you can see from his posture that he served in the military”. This example shows
how habitus, through subtle embodied cues like posture, indicates an individual's back-
ground. Habitus is formed as the individuals are exposed to and internalize the norms, val-
ues, and behaviors prevalent in their social environment and learn the “rules of the game” of
that environment. Habitus is a concept to explain how people act, feel, think and are in dif-
ferent circumstances and how their previous experience affects their choice to act in certain
ways. Habitus is constantly evolving through social interactions in the field and simultane-
ously the field is shaped by the Habitus (Maton, 2014). Additionally, a person’s habitus
reflects on the position the person holds on the field implying their adjustment to the position
(Mahar et al., 1990). For example, you can often identify company managers by the ways
how they dress, act and speak, which are shaped by both their role in the organization and

on the expectations set on them. The interplay of capitals, habitus and field is portrayed in
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Figure 4. People with similar backgrounds, e.g. due to their social class, education and na-
tionality, exhibit similar habitus. For example, an individual who has grown up in a family
where fine arts are appreciated and who is accustomed to visiting museums and discussing
arts is likely to show more confidence and interact more fluently with other people in an art
gallery opening than a person who visits such an event for the first time. Habitus serves as
the mechanism through which cultural capital is expressed and enacted in social interactions
(Kelly & Lusis, 2006), which in this example means how the person with knowledge in arts
(cultural capital) portrays this in his confidence and ease when discussing the subject. Col-
lective habitus includes the usually unconscious or implicit rules on how to behave in order
to belong to a group (Kelly & Lusis, 2006). To gain membership in the group, the individual
must demonstrate knowledge and practice of the habitual rules of the group (Girard &
Bauder, 2007). “Improper” habitus can thus serve as a means to exclude certain people from

the field.

/ The Field \
Economic capital
* Financial resources
(money & /
possessions)
« Time \

: } Habitus
Social capital Symbolic capital Embodiment of
+ Personalnetworks _ | - Recognition of P—— capitals
+  Family networks other capitals Knowing the rules
+ Professional + Honors, reputation of the game

networks /

Cultural capital
+ Institutionalized, e.g. academic qualifications

* Embodied or incorporated, e.g. cultural and behavioral
knowledge, language skills
\ Objectified, tangible assets like books, attire and accessories /

Figure 4. The interplay of capitals, habitus and field according to Bourdieu

Cultural capital and habitus are a way to explain the reproduction of e.g. class differences
and inequalities in society and labor market. If the dominant group is very protective of its
own superiority in their own field, it will only accept individuals who possess or acquire the
“proper” cultural capital and express the habitus of the group. The field is then said to be
autonomous. In an autonomous field the structure of the field and accepted habitus reproduce

themselves in a continuous cycle resulting, that what is valued in the field continues to be
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valued and unvalued continues to be unvalued (Everett, 2002). To be accepted in an auton-
omous field new members must assimilate with the group norms and diminish their charac-
teristics that are not accepted by the dominant group (Girard & Bauder, 2007). When only
people who assimilate with the dominant group are granted access in the group, the privi-
leged position of the dominant group is enforced and the “unproper” people are left as out-
siders, as depicted in Figure 5. This is how the group maintains it’s homogeneity, as dis-
cussed earlier in the chapter. If the field, on the other hand, is heteronomous, meaning that
it is willing to re-evaluate what is valued and what is not, the field has a chance to be shaped
by various cultural capitals and break the cycle of reproduction of certain privileges and

norms (Everett, 2002).

"Access”

Reproduction of - -
privileged group (PG) Cultural Capital (PG) j¢—————  Habitus (PG) _ |e--..

Reproduction of
under-privileged Cultural Capital (UG) e————  Habitus (UG) |-~

group (UG)

"Exclusion”

Figure 5. Cycles of reproduction in an autonomous field (Girard & Bauder, 2007).

An example on the cycle of reproduction in an autonomous field can be found in the study
by Risberg & Romani (2022) on the employability of highly skilled immigrants in Sweden.
Risberg & Romani (2022) conclude in the study, that Swedish organizations are suspicious
of immigrants and see them as a threat to organizational normality, which is the “Swedish”
way of working. The immigrants can be seen as employable only after they have been “nor-
malized” into Swedish working habits through e.g. mentoring or gaining working experience
in Swedish organizations. Risberg & Romani (2022) did not refer to Bourdieu’s concepts or
studies directly, but the Bourdieusian lens fits perfectly to explain the findings of the study.
The perceived threat to normality implies reluctance of the dominant group to change the

organizational field where their Swedishness is seen as a valuable capital. This allows the
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dominant group to maintain their position of power and the people acting according to Swe-

dish norms remain the privileged group.

In simple terms, Bourdieusian lens explores organizations as multi-level playing fields,
where individuals and groups do their best to advance using their individual resources, which
are different forms of capital and habitus serving as knowing the unwritten rules of the game.
The appreciation of capital and the proper habitus are different in each field and individuals
play on several fields at the same time using their resources to gain more capital and making
sure their capital remains valuable to position themselves better. This analogy offers a frame-
work to study the power relations in the organizations and strategies, choices and actions
made both by the privileged and underprivileged individuals in the organizational settings.
The analogy also captures the dynamic nature of inclusion and explains how the surrounding
social relations and structures of the field both enable and constrain the actions of individuals

and are simultaneously affected by them.

Next, I will introduce some previous studies that have used the Bourdieusian lens to explain
challenges faced by immigrants. The examples from previous studies further explain the

usefulness of the Bourdieusian lens in exploring diversity and inclusion in organizations.

2.3.2 Bourdieu’s theories in migrant, diversity and inclusion stud-

ies

Migration scholars have used Bourdieu’s concepts of capital in their analyses on why the
skills and educational accomplishments of migrants are often devalued in their new countries
of residence and what kind of career strategies migrants use to overcome these challenges.
As Bourdieu’s theory explains, capitals gain value only in the field they are used, and the
value is determined by the dominant group in that field. With this analogy the devaluing of
migrants’ skills and education is explained by the field, that is the new country of residence
and the employers of the country, giving lesser value for the cultural capital of the immi-
grants compared to that of the dominant group of native residents. Additionally, immigrants’
social capital, that is networks and relationships, is not usually sufficient or relevant in the
new country of residence which makes it harder for them to be employed due to lack of
professional networks and referees (Kelly & Lusis, 2006). When the field devalues immi-
grants’ capital, immigrants generally have three options to enter or position themselves bet-
ter in the field. They can either acquire new forms of capital valued in their new host country,

such as additional training, language proficiency or qualifications, or they settle to position
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themselves in alignment with the valuation of their existing capital, for instance, by accept-
ing lower-level employment opportunities (Joy et al., 2020). Alternatively, immigrants can
compensate for their lacking or devalued capital by working harder or better than those in
the majority to position themselves better in the field (Louvrier, 2013). The need to use these
kinds of strategies portrays the struggle and effort immigrants often need to make even to be

allowed to enter the field.

There are several studies that have concentrated on the forms of capital that affect immi-
grants’ access and inclusion at work. The capitals promoting access and inclusion include
language skills, work experience, knowledge of host country culture and contact with host
country people (Knappert et al., 2020). For example, Al Ariss & Syed (2011) found in their
study on skilled immigrants from Lebanon working in Paris that prior knowledge of French
culture, French language skills and academic qualifications proved to be cultural capital val-
ued in the field. Additionally, the support from their family, friends and professional net-
works, that is social capital, helped them to gain the economic capital needed e.g. to reloca-

tion and tuition fees or scholars for foreign universities.

Lai et al. (2017) studied the challenges with socio-cultural interactions encountered by im-
migrant professionals in Canadian workplaces using Bourdieu’s cultural and social capital
to describe the skills and connections of the immigrants. Language and communication as
forms of cultural capital were the biggest identified challenges, not only in terms of insuffi-
cient language skills but also in lacking proper terminology and speaking with a foreign
accent not appreciated by the locals. In the study the immigrants described how the feeling
of their skills not being appreciated frustrated them. Building good relationships with co-
workers, supervisors and clients, that is acquiring social capital, was seen as vital to work-
place integration. Lai et al. (2017) acknowledged that training and education of immigrants
on language skills, teamwork and workplace rules is important in their integration, but the
burden should not be placed solely on the immigrants, but also other stakeholders should
support immigrants by being more tolerant e.g. to differences in communication style. Using
Bourdieu’s concepts, according to the study, increasing the cultural and social capital of the
immigrants facilitates their integration. However, these efforts alone are insufficient for in-
tegration if the field remains intolerant towards diversity and does not value the capital of

immigrants.
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Bourdieu’s concept of habitus has been used as a framework to analyze the cultural and
social skill differences of immigrants and native people, especially regarding differences
between Western people and “the rest” (Wallinder, 2022). Wallinder (2022) found in his
study on Swedish expats in the UK and Germany that even the highly skilled Western
Swedes experienced difficulties in their new social environment as their habitus did not meet
the expectations in the host country. The feeling of “not knowing the rules of the game”
caused the Swedes anxiety and fear since they constantly feared that they were not doing the
right thing. The Swedes put notable effort into learning the local rules related e.g. to language
and how to address other people correctly, but also made efforts to change the rules of the
game to their advantage. Acknowledgement and appreciation from the local people for chal-
lenging the prevailing norms gave the Swedes a sense of pride. Thus, the Swedes did not
fully assimilate with the dominant group’s norms but were able to change the rules and thus
the field to some extent. This is an example on how the players in the field can influence and
negotiate the norms and rules of the field to position themselves better. The study by Lai et
al. (2017) on immigrant professionals in Canadian workplaces used Bourdieu’s habitus as a
framework for understanding social norms and the so-called “soft skills” in the workplace.
In their study the immigrants also described a lack of knowledge and understanding of Ca-

nadian workplace culture and “unwritten rules” being frustrating.

In addition to cultural capital being used to describe the skills of immigrants, Tatli &
Ozbilgin (2012) proposed cultural capital as a way to describe workforce deep-level diver-
sity. They argue that surface-level diversity in terms of attitudes and ways of thinking can
be understood as part of an individual’s cultural capital. Additionally, they highlight that
Bourdieu’s capital offers a way to present diversity as a form of difference that is appreciated
and treated differently depending on time and place. As an example, the current circum-
stances for Indian immigrants in the UK are different now than they were a century ago, and
they are different from the experiences of Indian immigrants in countries like Finland, for

example.

The capital categorizations of Bourdieu have been expanded in some studies to describe
certain characteristics of individuals more precisely. One such extension is the concept of
Identity Capital, which is defined as “the varied resources on an individual basis that repre-
sents how people most effectively define themselves and have others define them, in various
contexts” (Cote & Schwartz, 2002). Identity capital includes a range of resources, including

individual's diverse attributes, both visible and deep level, as well as their belonging with
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specific communities (Ali et al., 2021; Ballakrishnen, 2023). Like other capitals, the value
of the identity capital is highly dependent on the field where it is used and can either increase
the value of the individual’s capital portfolio or decrease it. For example, negative stereo-
types held by the dominant group regarding e.g. certain ethnic groups devalues the identity
capital of individuals from these ethnic groups (Ali et al., 2021). On the other hand, with
growing organizational interest in fostering diversity within their workforce, the identity
capital of diverse individuals can become a valuable resource during the recruitment phase
improving their recruitment possibilities. The value of diversity can serve both the organi-
zation and the individual: the organization gains value by showing their commitment to in-
creasing diversity and the individual by getting the job. The way this identity capital is ac-
tually valued in the workplace, however, affects how people identifying themselves as mi-

norities feel included in the workplace (Ballakrishnen, 2023).

Critical race theories have examined race as one dimension of habitus and cultural capital.
Following these theories Cartwright (2022) suggests that cultural capital is inherently racial-
ized, meaning that those situated atop the racial hierarchy have the privilege to define what
constitutes cultural capital and how this is valued for the individuals lower in the hierarchy.
This view enables identifying and comparing how cultural capitals are sometimes differently
valued based on the racial characteristics of people possessing them. For instance, as high-
lighted in Cartwright's (2022) study, when white individuals choose black candidates for
specific roles, they prefer black candidates who exhibit calmness, whereas for white people

such attribute is not regarded as essential.

Metz et al. (2022) studied in a recent study the effects of Social Capital and Human Capital
on feelings of inclusion and exclusion in a multi-cultural professional academic association.
They did not utilize Bourdieu’s concepts of Cultural Capital and Habitus as such, but instead
defined Human Capital as “knowledge, skills, and other attributes held by an individual,
such as level of education and work experience”, which is included in Bourdieu’s definition
of Cultural Capital. The study findings indicated that people’s Social Capital (access to net-
works) is strongly linked to feelings of inclusion whereas exclusion is linked both to Social
Capital and Human Capital (e.g. academic degree, work experience). Metz et al. (2022) pro-
posed that Human Capital was not perceived as an important factor in inclusion since people
do not consider it relevant once they have been admitted to a certain in-group. Those ex-
cluded from the group, on the other hand, felt their exclusion was due to a “wrong” kind of

Human Capital (e.g. degree from a less appreciated University) which limited their access
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to Social Capital. The study also highlighted that individuals can simultaneously feel both
inclusion and exclusion, as they simultaneously identify themselves with several social

groups and can feel included in some of them and excluded in others.

In conclusion, when studying immigration and diversity using the Bourdieusian lens, the
skills, attributes and social networks of the immigrants can be described in terms of their
portfolio of different capitals. Additionally, the concept of habitus can be used to explain the
cultural differences of immigrants and native people. The capital portfolio of immigrants
either increases or decreases their chances of integration in their new country of residence,
depending mainly on how the field values these capitals and is willing to re-evaluate the
“normal” in the field. Immigrants can strategically invest in new capitals to enhance their
position in the field and to some extent also try to negotiate the rules of the field to their
advantage. The successfulness of these strategies depends, however, on how strongly the
dominant players in the field hold on to their positions of power and are willing to accept
new players in the field. If the strategies fail or the immigrants do not have enough resources
to invest in these strategies, such as economic capital to pay for trainings or time to attend
them, the immigrants generally must settle for the position the field is willing to give them,
meaning lower-level jobs, or they can try to compensate their missing capital by working
harder than the dominant group. Both the feeling of one’s own capital being devalued in the

field and not knowing the “rules of the game” causes anxiety.

In the next chapter I will present previous studies on the experiences of foreign employees
in Finland. There are not that many Finnish studies that have used the Bourdieusian lens
directly but have focused more on describing how the labor market at macro level is affected
by foreign employees and how foreigners have experienced the Finnish labor market and
workplaces. These studies are valuable in describing the dynamics of both the national and
organizational fields in general within the context of Finland and give also insight on which

capitals are valued by Finnish employers.

2.4 Experiences of Foreign employees in Finland

The study by Yamazaki (2022) is one of the few Finnish studies using the Bourdiuesian lens
as such. The study focuses on the capitals that Japanese highly skilled immigrants used in
their job seeking efforts in Finland. In the study language skills, nationality and knowledge
of Japanese culture were regarded as cultural capital. The study findings indicate that know-

ing English was vital for the immigrants when seeking for non-Finnish-speaking jobs in
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Finland. Additionally, possessing Japanese nationality, a deep understanding of Japanese
culture and Japanese as native language were highly regarded by some Finnish employers
who were engaged e.g. in international markets. For these employers, possessing these cap-
itals compensated for the lack of fluency in Finnish. Some Japanese immigrants utilized their
social networks, that is social capital, such as professors and Finnish acquaintances when
looking for a job. Work experience gained in Japan was not, however, valued by Finnish
employers and the Japanese immigrants felt that not even their prior work-related experience
helped them in Finland. The study emphasizes that the Finnish labor market is divided into
several separate fields which value the capitals of immigrants very differently. Cultural cap-
ital of immigrants can benefit the immigrants only when they find the specific field in the
Finnish labor market where they are appreciated. Similar findings are presented also in the
study by Li (2020) on experiences of Chinese tertiary students in Finland. In the study it is
stated that skilled foreigners are most likely to find jobs in positions which are either unde-
sirable to Finns or where Finns lack the required expertise. Additionally, the study indicated
that cultural capital the Chinese students themselves felt useful in their job search include
fluency in English language, job-related skills and additionally soft skills such as confidence,
honesty, communication skills in general, team-player mentality and entrepreneurial attitude
for job-seeking. Additionally, social relationships with Finnish people was recognized as
important in job search since these contacts can act as referees and help to find professional

contacts from their own network.

There are several studies on immigrants in Finland focusing on how foreign people see Finn-
ish people. These studies give an overall picture on how Finland as a national field is expe-
rienced by those whose Identity Capital is not Finnish. According to these studies, foreign
employees generally feel that Finnish people are a closed homogenous group who feel that
“there is only one way of being a Finn” (Koskela, 2013) and it is difficult to make friends
with them (Li, 2020). Finnish culture is perceived as unwelcoming to foreigners due to the
Finnish communication style, characterized actually by the tendency to avoid direct com-
munication and maintain a certain level of distance and privacy (Hosseini & Kotilainen,
2021). Finnish people themselves also joke and tell myths about how Finns are silent people
who do not engage in small talk (Habti & Koikkalainen, 2014). Indeed, the esteemed Finnish
poet Eino Leino eloquently captured the quietness of Finns as early as 1912 by writing: “The

boreal owl on its branch was so wise, wise / Because it didn’t say a word — In Finland even
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that was plenty!”. Because of the closed and unwelcoming nature of Finnish culture, for-
eigners in Finland feel it’s very challenging to see themselves as part of the Finnish society.
In terms of inclusion, immigrants generally do not feel belongingness in Finnish society but
rather seek belongingness among other immigrants. Even skilled foreign employees feel they
find belongingness among other skilled immigrants and “internationally minded Finns” ra-
ther than from the Finnish society in general (Koskela, 2013). For Finnish workplaces and
organizations, foreigners feel that the working environment in general should become more
multicultural and use English as a working language to make the foreigners feel more wel-

come (Li, 2020).

When talking about immigrants in Finland the role of the Finnish language always comes
up. Upon reflecting on my personal experiences, it appears that whenever the topic of for-
eigners in Finland arises in conversations between native Finns, someone inevitably ex-
presses contempt regarding foreigners who live in Finland without even making an effort to
learn Finnish. From the point of view of foreigners, learning Finnish is difficult and time-
consuming and not seen that attractive since it is globally spoken by only a highly limited
number of people (Hosseini & Kotilainen, 2021). Additionally, in the study by Hosseini &
Kotilainen (2021), the reluctance of Finnish people to socialize and communicate with for-
eign students negatively affects their willingness to learn Finnish, since it is not deemed
worth the effort as nobody talks to them anyway. In Finland it is also easy to get by with
English since most Finnish people speak English, multinational companies use English as
their working language and the Finnish Universities offer study programs in English
(Hosseini & Kotilainen, 2021; Li, 2020). Li (2020) argues that for foreign students in Finland
investing time on obtaining work-related skills appreciated in the labor market can benefit
them more than studying Finnish during their studies, although lack of Finnish language
skills is constantly seen as a barrier for employment for foreigners in Finland. But as the
international students are more likely to be employed in international companies in Finland,
their knowledge in English and work-related skills are often more important for them than
the basic level of Finnish they could achieve by studying the language during their studies.
Additionally, there are studies indicating that knowing Finnish does not necessarily even
help foreigners to be employed in Finland. The requirement for fluency in Finnish is inter-
preted flexibly by the employers and even immigrants speaking Finnish can be prejudiced

due to their accent (Koivunen et al., 2015; Lai et al., 2017; Nére, 2013).
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Discrimination is one of the major challenges faced by foreign employees not only in Finland
but globally (Sharma & Mann, 2020; Alho, 2023; Henttonen & Alhanen, 2023). Many stud-
ies group immigrants and foreign employees into one homogenous group, but there is evi-
dence showing that the experiences and struggles faced by immigrants are highly influenced
by their country of origin and ethnicity. Koskela (2013) describes this with the term “migrant
hierarchy” and states that at the top of the hierarchy are the “wanted” highly skilled Western
immigrants and at the bottom the “unwanted” humanitarian migrants from non-western cul-
tures with visible ethnicities. The foreigners at the bottom of the migrant hierarchy face more
challenges and discrimination than the ones at the top of the hierarchy. This is shown e.g. by
how immigrants with qualifications from non-Western or North American countries face the
greatest challenges in having their credentials acknowledged by Finnish employers (Chang
& Holm, 2017; Koivunen et al., 2015). Furthermore, immigrants situated at the lower levels
of the migrant hierarchy frequently find themselves in jobs that do not align with their edu-
cational qualifications, even if their degrees are from Finnish universities or institutions. This
discrepancy is partly caused by stringent immigration and work permit regulations in Finland
which compel the skilled immigrants studying or graduated from Finnish institutions to ac-
cept these lower-level roles to maintain their residence permit. Consequently, these skilled
immigrants encounter obstacles when attempting to progress beyond these lower-level initial
positions (Ndomo, 2024). Thus, acquiring local cultural capital does not automatically grant
immigrants a better position in the Finnish labor market field, especially if the immigrant is
from the lower levels of the migrant hierarchy. Similar results have been reported by Ahmad
(2020) in his correspondence feedback study. In the study he sent out job applications to
Finnish employers using five fictional candidates with Finnish, English, Iraqi, Russian and
Somali backgrounds, who had the same qualifications and differed only in their names. Ac-
cording to the findings of the study, the applicants with immigrant origin received signifi-
cantly fewer invitations to job interviews although their CV indicated that they speak fluent
Finnish and hold degrees from Finnish Universities. The applicants with Iraqi and Somali
backgrounds received the least call-backs. In addition to the study by Ahmad (2020), there
are several other Finnish studies where immigrants have repeatedly reported on their per-
sonal experiences on discrimination due to their foreign name, language skills, ethnic back-
ground and skin color especially at the recruitment phase (Henttonen & Alhanen, 2023;
Chang & Holm, 2017; Koivunen et al., 2015). Using the Bourdieusian lens it can be inter-
preted that Finnishness as an identity capital or part of cultural capital is valued highly in the

Finnish labor market field being even more valuable than knowledge in Finnish language.
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According to the experiences of immigrants seeking employment in Finland, it is common
that job opportunities and vacancies are not openly or publicly announced but they are filled
solely through networks and contacts (Henttonen & Alhanen, 2023; Chang & Holm, 2017;
Jauhiainen et al., 2024). Furthermore, if there is information about job vacancies, they are
often only in Finnish making it harder for immigrants to find these opportunities (Henttonen
& Alhanen, 2023). These recruitment practices all together marginalize immigrants with
limited social connections and limited Finnish skills and exclude them in many ways from
the recruitment process (Sharma & Mann, 2020). The closed labor market in Finland with
hiring practices favoring native Finns is yet another textbook example on the cycle of repro-
duction of the privileged group as explained in Bourdieu’s framework (see Figure 5 in chap-
ter 2.3.1). As the hiring practices favor native Finns and discriminate ethnic minorities, the
native Finns remain in the privileged power position and the ethnic minorities are catego-
rized and marginalized as the unprivileged group both in organizations and in the Finnish
society (Chang & Holm, 2017; Koivunen et al., 2015). Additionally, at the national level the
immigration laws and policies themselves restrict the opportunities to enter the organiza-
tional fields from non-European countries. The immigrants who have managed to enter into
Finnish organizations experience they have only limited advancement opportunities in the
company as the manager positions are primarily given to native Finns (Chang & Holm, 2017,
Jaakkola, 2005; Alho, 2023; Henttonen & Alhanen, 2023; Jauhiainen et al., 2024), which

further reproduces the privileged group of native Finns.

In addition to direct discrimination, foreign employees often face subtle forms of discrimi-
nation at workplaces. Examples of subtle discrimination in Finland can be found for example
in the study by Louvrier (2013) on experiences of ethnic minority employees in Finnish
workplaces. In the study, ethnic minority employees describe how their Finnish colleagues
constantly ignored them or refused to talk or even work with them. Similarly, in Back &
Piekkari's (2024) study on language-based discrimination within a multinational company
in Finland, migrant professionals expressed considerable difficulty in socializing and partic-
ipating in informal discussions with their Finnish colleagues as Finnish employees predom-
inantly used their native language during such interactions, disregarding the presence of for-
eign employees. Subtle forms of discrimination can also be found in seemingly harmless
incidents such as Finnish people not sitting next to foreigners on a bus (Koskela, 2019) or in

less-subtle situations when jokes targeting minorities have been told by colleagues or racism
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from clients and coworkers has been downplayed or dismissed and seen more as an inter-
personal problem between colleagues that is out of reach of the management (Louvrier,
2013). Furthermore, several studies (Alho, 2023; Louvrier, 2013; Henttonen & Alhanen,
2023) state that foreign employees feel they are judged more heavily on their performance

and if they make a mistake, it is seen to be caused by them being a foreigner.

Generally, previous studies imply that from the perspective of Finnish employers, foreign
employees are seen to be deficient in comparison to Finnish employees: they lack skills,
knowledge in workplace norms, proper behavior, and Finnish culture (Louvrier, 2013).
Therefore, Finnish employers have, according to studies, many doubts regarding hiring for-
eign employees. Employers see hiring a foreign employee as a risk, as they cannot be sure
whether the level of competence of the person can be trusted and whether the person’s work-
ing style fits the company (Henttonen & Alhanen, 2023; Koivunen et al., 2015). These stud-
ies further confirm, that in Finnish organizations the cultural capital and habitus of foreign

employees is often seen deficient and not as valuable as that of Finnish employees.

In conclusion, the biggest challenges foreign employees face in Finland in terms of their
inclusion in organizations are the exclusive and discriminatory practices related to recruit-
ment and especially to language requirements. Finnish employers generally value fluency in
the Finnish language highly, but even mastering the language does not guarantee access to
the Finnish employment market, especially if the immigrant is from the bottom of the mi-
grant hierarchy. Additionally, foreign employees find it difficult to socialize with Finnish
colleagues due to the language barriers and introversion of Finns and do not see they have
similar advancement opportunities as native Finns have. Furthermore, racism and discrimi-
nation are still prevalent in Finnish society and workplaces. However, there are some specific
fields in the Finnish labor market, where knowledge in other languages and cultures besides

Finnish are deemed valuable.

In the next chapter I will focus on organizational diversity and inclusion practices and dis-
cuss the motivations behind their adoption and the goals they aim to achieve. I will then
analyze these practices through a Bourdieusian lens, exploring the challenges they face and

the prerequisites for their success.
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2.5 Diversity and inclusion practices

As depicted in the multiple level framework for inclusion by Ferdman B. M. (2013), de-
scribed in chapter 2.2, organizational practices and how leaders/managers act on them dy-
namically influence the feelings of inclusion at the group and individual level. Much of the
emphasis on diversity and inclusion research is on the organizational level discussing what
organizations must do to be diverse and inclusive. These practices are therefore discussed in

this chapter.

Organizational HR practices have originated from the need to ensure equal treatment for the
increasingly diverse workforce (Offermann & Basford, 2013). This trend, originating in the
USA, has led to global adoption of equal opportunity legislation to prevent discrimination.
At the organizational level, diversity management focuses on fair implementation of HR
practices and demonstrating commitment to diversity. This includes targeted recruitment,
mentoring, training programs, fair evaluations, equal pay measures, and clear communica-

tion of diversity commitments (Offermann & Basford, 2013; Dwertmann et al., 2016).

Whereas the equal opportunity and fairness driven approach to diversity management aims
to increase diversity by decreasing discrimination and biases, another perspective on diver-
sity management is focusing on inclusion. This approach concentrates on practices and pro-
cedures that create positive outcomes of diversity by inclusive environment, focusing on
employee involvement, creating equal access to decision-making, resources and promotions
and integrating diversity into organizational systems (Dwertmann et al., 2016; Roberson,
2006; Shore et al., 2018). The approach is often labeled as inclusion management or diver-

sity and inclusion management.

Modern HR management books offer several best practices on diversity and inclusion man-
agement. When using the Bourdieusian lens, the diversity and inclusion management prac-
tices can be seen as intentions to increase the cultural and social capitals of diverse people
and to change the field (the organization) itself. Increasing the cultural and social capitals
includes practices related e.g. to training, mentoring and creating networks for diverse peo-
ple. Practices aimed at changing the field include e.g. diversity and inclusion training for
managers and employees, recruitment practices aiming to increase diversity, portraying di-
versity and confronting discriminatory practices (Offermann & Basford, 2013). According
to the study by Louvrier (2013), in Finland the diversity practices in organizations have gen-

erally aimed at altering the assumed behavior of minority groups by giving them information
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regarding the norms and expectations in Finnish working life and providing the majority
population information on how the minority people are different. Thus, the focus in Finland
has traditionally been more on fixing the individual immigrant than changing the field to be
more inclusive to differences. The expectation for individuals to change and conform to pre-
vailing norms contradicts Shore et al.'s (2011) definition of inclusion, which emphasizes that
individuals should experience both a sense of belonging and be accepted as their unique

selves.

The Bourdieusian lens can also explain the challenges of diversity and inclusion activities.
Although several best practices on diversity and inclusion management have been recog-
nized, their effectiveness is not clearly demonstrated. Research has found diversity practices
having inconsistent, weak, or short-lived benefits for employee attitudes and behaviors or
having even opposite effects with increased stereotyping and biases among employees.
(Dawson et al., 2024; van Knippenberg et al., 2020; Nishii et al., 2018; Dobbin & Kalev,
2016). The Bourdieusian lens would explain this with the dominant group in the organiza-
tional field resisting the change and refusing to include individuals with capital and habitus
seemed inferior to the dominant group to prevent the devaluing of their own capital. To
understand this resistance better, the organizational field needs to be examined more closely.
Tatli & Ozbilgin (2009) describe the organizational field to include the organizational cul-
ture, organizational diversity management structures and organizational support for diver-
sity. They recognize several constraints in an organizational field which can resist diversity
promotion, such as an unsupportive national political environment, culture of discrimination
and resistance, absence of structures for management, management disengagement and lack
of resources for diversity management. Overall, it is important for diversity managers to
understand the organizational culture and the power dynamics of the organization to recog-

nize sources of resistance (Tatli & Ozbilgin, 2009).

Leaders are important in fostering inclusion not only by their own example, but by connect-
ing organizational goals with inclusion and holding people accountable for their behavior.
Leaders can facilitate inclusion in groups and help to spread inclusion across different levels
in the organization (Ferdman B. M., 2013). Additionally, managers are generally the ones
who decide, who can enter the organization and who can be considered for promotion. Man-
agers are thus crucial in shaping the organizational field either to accept or reject diversity.
Managers' interpretation of diversity practices significantly affects their implementation and

the extent to which they are carried out. Research indicates that diversity initiatives may be
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perceived as threatening by managers if they believe these programs prioritize the advance-
ment of other demographic groups over their own, which can make them more reluctant to
implement the practices (van Knippenberg et al., 2020). This is again an example of how
according to the Boudieusian lens those in the dominant position protect their own position
and capital. Additionally, managers can react negatively to practices that have been imposed

on them, such as mandatory diversity training for example (Dobbin & Kalev, 2016).

The best proven practice to motivate managers to implement diversity initiatives has been,
according to van Knippenberg et al. (2020), to hold them accountable by setting e.g. targets
for diversity. Dobbin & Kalev (2016), on the other hand, found on their analysis of U.S.
companies that the best practices for diversity initiatives are the ones that are not forced on
but framed positively and aimed to increase contact with diverse people e.g. with teamwork
or draw on people’s desire to look good to others. Additionally, diversity practices should
be implemented as a systematic organizational effort including multiple diversity practices
which are consistent with each other and supported by the top management (Nishii et al.,

2018).

According to the multiple level framework for inclusion by Ferdman B. M. (2013), shown
in Figure 3, at the core of inclusion lies the individual. To enable the individual feeling of
inclusion individuals themselves can behave in an inclusive manner and receive such behav-
ior in return as they interact with others. Some inclusive behaviors recognized in research
include increasing self-awareness, acknowledging, connecting and engaging with others, lis-
tening and openly sharing information, engaging a broad range of perspectives and being
willing to learn and be influenced by others (Ferdman B. M., 2013). Furthermore, groups
foster inclusion by engaging in suitable practices and behaviors and establishing appropriate
norms (Ferdman B. M., 2013). Inclusive leadership behaviors include manager being avail-
able and open to discussion, supporting group members, helping them to contribute and share
their perspectives, developing and facilitating good relationships, ensuring justice and fair
treatment and promoting psychological safety (Shore & Chung, 2022). The Bourdieusian
lens would explain the inclusive behavior of individuals and groups being the result of ap-
propriate social and cultural capitals and a field, where curiosity, acceptance and openness

are seen as valuable.
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2.6 Summary and conclusions from the literature review

The literature review examined the concepts of diversity and inclusion and the Bourdieusian
lens to examine the inclusion of foreign employees / immigrants in organizations. The Bour-
dieusian lens clarifies how foreign employees are often excluded in organizations due to
power dynamics in the organizational field and the field devaluing their capitals. According
to Bourdieu, fields are characterized by an ongoing struggle for capitals and best positions
in the field which results in reinforcement or transformation of the field’s structure, as dom-
inant players strive to maintain their privileged positions and other players try to challenge
these positions and access the resources in the field. Previous research on immigrants and
foreign employees through the Bourdieusian lens have recognized that the lack of relevant
social capital (Kelly & Lusis, 2006), cultural capital valued in the organizational field
(Knappert et al., 2020; Lai et al., 2017) and habitus misaligning with the field (Wallinder,
2022) often limit the foreign employees’ possibilities to enter the organizations and access
the organizational resources and possibilities in comparison with the dominant local employ-
ees. The strategies used by foreign employees to enter the field and advance in it include
acquiring cultural capital valued in the field and social capital needed to make the relevant

connections (Joy et al., 2020).

The Bourdieusian lens is used in this thesis as a framework to capture the dynamic nature of
inclusion and explore how both the individual, the organizational practices, colleagues and
managers around the individual affect how the individual can access organizational re-
sources and thus feel included or excluded in the organization. An individual's access to
organizational resources reinforces their inclusion or exclusion within the organization, as
argued e.g. by (Metz et al., 2022), and in Bourdieu’s framework the players in the field
constantly compete for the resources in the field. As discussed in the literature review, in-
clusion and exclusion can coexist, meaning that cycles of both inclusion and exclusion can
occur simultaneously. An individual may be included in some aspects of the organization

while being excluded in others.

The cycle of exclusion and the reproduction of the privileged group occur when organiza-
tions grant access only to foreigners who possess capital valued within the organizational
field and who conform to the norms established by the dominant group (Girard & Bauder,
2007). This demand for conformity contradicts Shore et al.'s (2011) definition of inclusion,

which emphasizes fostering both a sense of belonging and appreciation for individuals'
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unique qualities. Moreover, even when foreigners gain access to the organizational field,
restricting their career advancement by excluding them from promotions reinforces the priv-
ileged status of the dominant group. Inclusive organizations are willing to break this cycle
of reproduction by accepting differences and re-evaluating what is considered normal and
valuable in the organizational field. The organizational field is not one clearly defined field
but consists of several sub-fields in forms or different departments, teams and other groups
of people within the organization. These sub-fields interact with each other and are shaped
both by the organizational level as a whole, national field and by the individual players (em-

ployees and managers) in the field.

The framework according to the Bourdieusian lens is presented in Figure 6 with findings
from the literature on the factors affecting the inclusion and exclusion and factors limiting
access to organizational resources. The framework includes both cycle of inclusion and ex-
clusion, which an individual can encounter even in the same organizational field. In the
framework organizational resources comprise of social interactions with colleagues as social
capital and sources for cultural capital, meaning information and trainings. Here information
refers both to the knowledge and expertise of the employees working in the company as well
as to all data available within the organization, such as intranet resources or documentation
from previous projects. Managers, colleagues and organizational practices together either
facilitate or restrict an individual’s access to these resources and accessing the resources
increases the amount of capital the individual possesses and reinforces inclusion. Restricting
or denying access, on the other, reinforces exclusion and limits the volume of capitals the

individual can accumulate in the field.
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Figure 6. Framework on individual’s perception of inclusion and exclusion. Adapted from (Girard & Bauder,

2007).

As described in the literature review, foreign employees have often found Finnish people to
be closed and introverted and prejudicious towards foreigners (Koskela, 2013; Li, 2020;
Hosseini & Kotilainen, 2021), which makes it harder for foreign employees to interact and
become friends with Finnish people. Such exclusionary behavior ultimately limits foreign
employees’ ability to accumulate both social and cultural capital in Finnish organizations
which further reinforces their marginalization and especially social exclusion in the organi-

zation and increases perception of exclusion and unequal treatment (Louvrier, 2013).

Managers have a crucial role in setting the norms for behavior and increasing diversity in
the organization through their hiring decisions and inclusive leadership practices. For this,
the managers themselves need to be open-minded towards diversity. Inclusive behavioral
practices of both managers and colleagues related to inclusion are connecting and engaging
with others, sharing information and being involved in the work group (Ferdman B. M.,

2013). Inclusive leadership behaviors include the manager being approachable and open for
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discussion, supporting team members, encouraging them to contribute and share their per-

spectives, fostering strong relationships, ensuring fairness and justice, and promoting psy-

chological safety (Shore & Chung, 2022).

In addition to the managers’ and colleagues’ behavior, discriminatory organizational prac-
tices related to e.g. hiring and promotion and having discriminatory language policies limits
the foreign employees’ access especially to cultural capital, whereas non-discriminatory or-
ganizational practices and practices to promote inclusion aim to ease the access. Further-
more, the organizational language policy and communication practices influence how non-
Finnish speakers feel welcomed in the organization (Li, 2020). As for the organizational
field itself, the organizational practices to support and advance diversity aim to both increase
the social and cultural capital of the employees and shape the organizational field including
the organizational culture, norms and structures by making it more diverse and affecting the
attitudes of the managers and employees. If this fails, however, the field is maintained as it
is, and the privileged group remains to be favored, and inclusion is not advanced although
diversity would be increased. Additionally, the national level attitudes towards diversity and
the level of internationalization in Finland affect the organizational field by shaping the at-
titudes, experiences and expectations on “normality” of the employees and managers which
also affects the possibilities of foreign employees to acquire capital in the organizational

field.

As habitus describes an individual’s internalized dispositions and attitudes towards the en-
vironment, I have used it in this framework to describe whether an individual feels included
or excluded. For the individual perception of inclusion in the framework, I have chosen four
out of the six themes defined by Shore et al., (2018) to describe the feeling of being included.
These four themes are feeling safe, feeling respected & valued, insider in the work group
and influence on decision making. For the perception of exclusion, on the other hand, I have
used the opposite terms: Not feeling safe, Not feeling respected & valued, Outsider in the
work group and Limited influence on decision making. The habitus is shaped by the field
and by the social and cultural capital the individual can access and accumulate in the field.
When an individual feels included, he/she is more likely to have the social confidence to
further engage with others and accumulate more cultural and social capital in the field, which

further reinforces feeling included.
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The social and cultural capital of the foreign individual describe the resources and skills of
the foreigner. These resources and skills can either ease their access to the organizational
resources or limit that. According to prior research, language skills, especially skills in Eng-
lish and Finnish (Yamazaki, 2022), knowledge of country’s culture through e.g. work expe-
rience, work-related experience especially from Finland (Yamazaki, 2022; Knappert et al.,
2020) and social networks with Finnish people (Li, 2020; Knappert et al., 2020) ease indi-
vidual’s access to and within organizations. In the framework it is pre-assumed that these
same capitals also ease the individual’s access to social interactions and resources inside the
organization. Knowledge of the Finnish working culture (Li, 2020) is further portrayed in
the habitus of the foreign employee by “knowing the rules of the game”. Identity capital
refers in this study to foreign employees' origins and other distinguishing characteristics,
besides just their native language, that differentiate them from Finnish employees. Symbolic
capital is the form that other capitals take once they have been recognized in the field. Insuf-
ficient social networks, language skills and lack of knowledge of Finnish working culture,
on the other hand, limit the foreign employees’ possibilities and access to resources. Despite
these limitations, however, foreign employees can attempt to overcome the barriers by in-
vesting in extra effort either by working harder or by acquiring additional forms of capital

that are valued in the organizational field.
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3 Methodology, methods and data

This section provides a more detailed description on how I conducted the empirical part of
the thesis study and how I collected and analyzed the data. First, I will introduce the selected
research method for the study and the context of the study by describing the chosen case
companies. Finally, I will outline the data collection and analysis procedures and evaluate

the trustworthiness of the research study.

3.1 Case study method

Qualitative case study was chosen as the research methodology for this study. Qualitative
study gives the researcher an opportunity to focus on complex phenomena (Eriksson &
Kovalainen, 2008) and on the behavior of people in certain social contexts looking deeply
into the quality of their social life (Holliday, 2007). The epistemological viewpoint in the
study is subjectivistic, as the research is based on perceptions and authentic experiences of

employees (Eriksson & Kovalainen, 2008).

The study was conducted as a multiple case study with two multinational Engineering and
consulting companies operating in Finland. A case study method is suitable for covering
contextual conditions that are relevant to the phenomena under study and where the bound-
aries between the phenomena and context are not clear Furthermore, multiple case studies
can be used to understand the similarities and differences between the cases (Yin, 2003).
Case studies are popular in business-related studies due to their “ability to present complex
and hard-to-grasp business issues in an accessible, vivid, personal, and down-to-earth for-
mat” (Eriksson & Kovalainen, 2008). Both case companies have offices in several locations
in Finland, which offered a further level on the multiple case study. The units of analyses in
the study are thus not only the two different companies, but also their capital region offices
vs. offices in other cities in Finland. Thus, the case study design for this study is multiple
case study with embedded units, where the embedded units of each case are the foreign em-
ployees in the capital region office(s) and foreign employees working in offices outside the
capital region. Additionally, the diversity and inclusion practices of the companies are ana-
lyzed, which makes a third embedded unit of analysis. The study design is presented in Fig-
ure 7. The benefit of a case study with embedded units is that it allows to analyze the data
within the sub-units separately, between the sub-units and across all the sub-units (Yin,

2003).
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Figure 7. Set-up for the case study: multiple case study with embedded units, modified from Yin (2003)

A qualitative case study cannot exist in isolation but instead, its primary objective is to ex-
plore a phenomenon within the broader framework of its social, cultural, historical, geo-
graphical, and economic contexts (Eriksson & Kovalainen, 2008). Therefore, I will describe
the context of the case companies briefly before going into further details regarding the data

collection and analysis.

The national context of the study is Finland. As described in the literature part of the study,
Finland is on one hand recognized the need to attract international talent but on the other
hand many employers are, according to research, still hesitant to hire foreign employees.
Additionally, as discussed in the literature review, many studies have indicated that foreign-
ers find Finnish people closed and introverted and difficult to socialize with (Koskela, 2013;
Li, 2020; Hosseini & Kotilainen, 2021).

Furthermore, the context of the study is the consulting and engineering sector in Finland.
The sector employs approximately 54,000 professionals in Finland (SKOL Ry, 2024) with
the majority holding either a Bachelor’s or a Master’s degree in engineering from diverse
fields (Teknologiateollisuus, 2024). Many of the engineering and consulting companies op-
erating in Finland are multinational companies with either subsidies or headquarters abroad.
The need for foreign employees and retaining foreign students who have studied in Finland

has been acknowledged by the field to make-up the shortage of talents (SKOL ry, 2019).
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Regarding the organizational context, as already mentioned, both case companies are multi-
national engineering companies operating in Finland. This study focuses particularly on their
Finnish units from the perspective of foreign engineers working in them. Both case compa-
nies are committed to advancing diversity and inclusion and have formal diversity and in-
clusion policies. The case companies operate both in the Finnish market working on local
projects for Finnish customers and on international markets in international projects. The
companies have acknowledged the need to attract and retain foreign employees, especially

due to the shortage of talents in engineering.

I do not work for either of the case companies, but I do work in the field of engineering and
consulting, and I can thus describe the field generally as an insider. The engineering and
consulting industry predominantly employs engineers from various disciplines, including
e.g. civil engineering, mechanical engineering, process engineering, and electrical engineer-
ing, to name a few. The engineers and consultants are knowledge workers, and they are
mostly engaged in project type of work. The customers of engineering and consulting com-
panies include e.g. manufacturing and industrial companies, government agencies, energy
producers, and transportation companies. These customers are typically from traditional in-
dustries with long-standing practices, established terminology, and country-specific regula-
tions and legislation that govern engineering work. Thus, the national context affects the

engineering work greatly and always needs be considered when working on engineering.

The case companies for this study were selected based on voluntary participation of the com-
panies. With the help of SKOL, an invitation to participate in the study was sent to the HR
managers of several large engineering and consulting companies operating in Finland. The

two companies that volunteered were then chosen as case companies for the study.

3.2 Data collection

In qualitative studies, the primary data is the data collected by the researchers themselves
e.g. by interviews or observation (Eriksson & Kovalainen, 2008). In this study the primary
data was collected through semi-structured interviews. Semi-structured interview consists of
a pre-prepared set of questions that guide the interview but do not restrict the interviewer to
modify both the order and exact wording of the questions according to the research situation.
The researcher may also ask new questions as necessary to delve deeper into the aspects and

insights shared by the interviewee (Lee & Saunders, 2017).
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The interviewed people included employees with a foreign background who do not speak
Finnish as their native language and who are currently living in Finland and working at either
of the case companies. Additionally, I interviewed the HR representatives of the companies
to have an understanding of the diversity and inclusion practices the companies have. The
aim was to interview 5 employees per company + the HR representatives. A narrowly de-
fined sample of 9-17 is, according to Hennink & Kaiser (2022), sufficient to gain a satisfac-
tory depth of insight in an interview-based study to observe consistency in the findings. A
summary of the research participants’ demographics is presented Table 1. The participants
were from different office locations, the majority being from the capital region, and from
different departments representing various engineering disciplines, which is likely to provide

a variety of perceptions.

Table 1. Demographics of the foreign employees participated in the study

Company 1

Company 2

Country of origin

Years in the company

Gender distribution

Reason for moving to
Finland

Africa — Middle East
Africa — Middle East
Middle — South America
Russia

Europe

0 — 2 years, 3 participants
5 — 10 years, 1 participant
> 10 years, 1 participant
3 males, 2 females
Studies: 3 participants

Job: 1 participant
Other: 1 participant

Africa — Middle East
Russia

Europe

Asia

0 — 2 years, 1 participant
2 — 5 years, 2 participants
5 — 10 years, 1 participant

3 males, 1 female

Studies: 3 participants
Job: -
Other: 1 participant

I contacted the HR managers of the case companies after receiving their contact information
and confirmation of the companies’ willingness to participate in the study. After that the
foreign employees of the case companies were approached by sending an invitation to par-
ticipate in the study through the contact persons in the companies. The invitations to partic-

ipate were sent to particular e-mail lists or social media groups connecting foreign employees
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of the company. After the invitations to participate were sent, the participants for the inter-
view were selected from the people who approached me voluntarily and expressed their
willingness to participate. Before conducting the interviews, the participants received a writ-
ten data privacy notice detailing the information gathered during the study and how this
information will be handled. The final group of participants were those who gave their in-
formed consent to participate in the study after familiarizing themselves with the data pri-

vacy statement. The number of foreign employees participating in the study was 9.

The interviews were conducted between April and May 2024. The interviews were organized
with Microsoft Teams which allowed recording and transcription of the interviews. Each
interview lasted approximately 30 to 70 minutes. The interviews of the foreign employees
were conducted in English except for one person, who spoke Finnish better than English.
The interviews of the HR persons were conducted in Finnish. The interview guides for the

interview are presented in Appendix 1.

3.3 Data analysis

The interview transcriptions were analyzed using the thematic analysis approach by Braun
& Clarke (2006). Thematic analysis involves identifying, analyzing and reporting of the
themes within the data to provide a clear and detailed way to organize the dataset to uncover
patterns. According to Braun & Clarke (2006), thematic analysis is proposed as the primary
tool for qualitative research due to its flexibility and suitability for various data types and

studies. The phases of the thematic analysis are presented in Figure 8.
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Y ¢ Familiarising with the data :
Y e Generating initial codes :
3 e Searching for themes :
i * Reviewing themes, generating thematic map of the analysis
Y ¢ Defining and naming the themes :
4 ® Producing the report :

Figure 8. Phases of thematic analysis according to Braun & Clarke (2006)

Thematic analysis allows interpreting the data from either a realist/essentialist or construc-
tionistic perspective (Braun & Clarke, 2006). For this study I chose the realistic approach
where language is viewed as a direct reflection of experiences. From the realist perspective,
thematic analysis expresses the experiences, meanings, and reality as reported by the inter-
viewees. This study focuses on perceptions that are grounded in the subjective experiences
with the studied organizations. Despite the subjective nature of these experiences, the realist

perspective assumes that an objective reality exists beneath them (Braun & Clarke, 20006).

Analyzing the data thematically can generally follow deductive, inductive or an abductive
research design. In inductive analysis themes are generated directly from the data without
predefined theories, whereas in deductive analysis existing theories or research questions
guide the identification of themes (Braun & Clarke, 2006). Abductive analysis, on the other
hand, combines both inductive and deductive analysis with engagement both with empirical
data and theoretical understanding (Thompson, 2022). I chose the abductive approach to
analyzing the data. The deductive approach guided the analysis of the data through the re-
search questions and to determine if the collected data aligned with previous research
(Eriksson & Kovalainen, 2008). The inductive approach was used during the coding stage
and in generating potential explanations for the phenomena under study. The objective of
abductive research is not to find one objective truth but to find the most logical and useful

explanation for the studied phenomena (Thompson, 2022).
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As illustrated in Figure 8, the first step in thematic analysis is to familiarize oneself with the
data. The familiarization was started by reviewing the recorded transcripts and correcting
possible errors with the help of the interview recordings. Simultaneously the transcriptions
were pseudonymized to protect the identity of the research participants and avoid storing
personal data no longer than necessary. Besides the pseudonymization, the interview tran-
scripts were left unchanged. However, I refined the text extracts used as quotations in the

data analysis section to enhance their readability by removing e.g. repetitive words.

The second phase of analysis was creating preliminary codes from the data (Braun & Clarke,
2006). The initial codes were assigned to data extracts of various sizes. The codes arose from
the data itself, but they were categorized already initially based on the interview questions
and presumed themes from the literature. I kept the transcripts of the interviews conducted
in Finnish in their original language, but I coded them in English, just like the other tran-
scripts. The Finnish text extracts used as quotations in the Findings section were translated
into English when writing the section. I used a data analysis software QDA Miner Lite
v.3.0.5 for assigning the preliminary codes to the data and for categorizing the codes. The
free version of the software does not include any Al assistance tools for data analyzing, but
it was merely used as an editing tool for organizing and keeping track of the codes and ex-
tracting the codes and their corresponding text extracts to Microsoft Excel for further pro-

cessing. The preliminary codes were then reviewed, and some similar codes combined.

In the third phase of the analysis the codes were re-categorized for identifying and naming
themes (Braun & Clarke, 2006). The main categories used were inclusion, exclusion and
dynamic inclusion. After categorization, second order themes were developed. The aim of
the second order themes is to explain the observed phenomena with emerging theoretical
concepts or themes (Gioia et al., 2012). In phase four the initial themes were reviewed

against their corresponding text extracts and modifications were made as seen necessary.

In phase five, the initial names of the themes were revised against prior research and the
developed 2" order themes were then further suppressed into aggregate themes (Gioia et al.,
2012). The aggregate and 2™ order themes were further revised and finalized when writing
the Findings section. The aggregate themes were assigned deductively using themes from
prior research to explain inclusion and exclusion and describe the individual resources of the
participants that either helped or hindered them to feel included, as presented in the theoret-

ical framework in section 2.6. As explained in the section when introducing the framework,
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the themes defined by Shore et al. (2018) with minor modifications are used in the frame-
work to describe feeling included and they were also used as aggregate dimensions. For
exclusion I used the opposite of the themes presented by Shore et al. (2018), such as Feeling
safe — Not feeling safe. For the individual resources I used the Bourdieusian framework
with Cultural Capital, Social Capital, Identity Capital and Habitus as aggregate themes, as
illustrated in the theoretical framework. In addition to the theory-determined categories, an
additional category, Dynamic inclusion, was added as it rose from the second order themes.
This aggregate dimension describes specifically the factors that influence how an individual

can have varied feelings regarding inclusion.

Braun & Clarke (2006) do not give a clear interpretation on what counts as a theme but leave
the researcher freedom to define that. When I revised the first order concepts, I gave a pri-
ority to such concepts that were present in more than one interview. However, as inclusion
and exclusion are opposite terms to each other, I accepted some first order concepts related
to exclusion that had similar opposite first order concepts under inclusion although the con-
cept related to exclusion was present only in one interview. For these cases I accepted the
existence of a stronger opposite concept as additional reasoning and evidence backing the

concept.

Finally, the initial framework in the theoretical framework in section 2.6 was revised to por-
tray the results of the analysis. The revised framework is presented in more detail at the end

of chapter 4.

The main data categories and the used aggregate themes are summarized in Figure 9. An
example of how an aggregate theme feeling respected and valued, as part of inclusion, is

developed from first level codes with some example quotes is illustrated in Figure 10.
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Time

Dynamic inclusion Group size

Team / People around you

Feeling safe

— Feelingincluded Feeling respected and valued

Influence on decision making

— Org. facilitation |— Insider in the work group

Inclusion —

— Social Capital

— Cultural Capital

— Individual —

— Identity Capital

— Habitus

— Not feeling safe

—| Feeling excluded Not feeling respected and valued

— Not having influence

— Org. restriction [— Outsider in the work group

Exclusion —

— Social Capital

— Cultural Capital

Individual —

— Identity Capital

— Habitus

Figure 9. The main categories and aggregate dimensions of the data analysis
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Quotation

1st order consepts

But I think it's it's again like up to the team because in our team, yes, they appreciate
like my skills and my background like everything

Appreciation from others

| They have work with me and they're ohh.Thanks for this. Thanks for that.

1

Colleagues acknowledging/appreciating

And I think also opinions are get appreciated more with the experience. I think if | give
my opinion and my manager or my boss will have like 20 years of experience, you
understand the weight are not the same.

Experience appreciated

2nd order themes

once people know your work, it takes. They understand how professional you are. |
think it changes

People appreciate professionals

Symbolic Capital: recognition

|But then when | go to a couple of time positive feedback

Positive feedback

|I think the first thing is respect was quite important respect

Respect from colleagues

For example, when it's Valentine's day. We always give cards here. And when |
receive cards it feels very good

Small tokens of friendship

|And they always ask me if | want to join them for a break

Being asked to come along

|I got good feedback from the client

Positive feedback from client

B

Everything changed and from there | have had the managers who have recognized
because | know the effort that put in the work.

Acknowledgement from manager

Aggregate dimension

Feeling respected and valued

| Yes, valued because | got a raise this year, for example

I TITTII

Getting a raise / reward

T

Economic Capital

Certain aspects and at least one thing other aspect is like working time wise and then
also like how you work is like quite flexible in our team. So you are like really more
flexible about like working hours and working times. What you can do and then how
you work, it's like it's it's quite flexible.

Flexibility as a sign of trust

So of course, the contribution more responsibility comes with more trust that they
assign you more work, more important work, and they see how we handle that.

Given more responsibility as a sign of trust

If you get more relevant tasks, important tasks, | think we feel | feel more valued
when | have more responsibility.

Meaningful assignments

But if | am being asked to participate in the good, interesting and more meaningful
assignments, | think that that's the way that | recognize. OK, so I'm being valued here
and as a good professional and this creates a good environment.

So if the impact is like you, you really feel like valid because you are contributing to
the moving forward of the of the of the company and that complete the project within
the specified schedule.

—

Feeling you're contributing with your work

Source for Cultural Capital

Figure 10. An example of the thematic analysis from quotations to the aggregate theme
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3.4 Trustworthiness of the study

Eriksson & Kovalainen (2008) advise using dependability, credibility, transferability and
conformability as ways to assess qualitative research. In this section I will examine the trust-
worthiness of this study in terms of these concepts and additionally discuss the ethical con-

cerns and limitations of the study.

Dependability means offering enough information to the reader about the process of research
(Eriksson & Kovalainen, 2008). Additionally, Tuomo & Sarajarvi (2018) add external party
auditing and following general research guidelines in the study as dimensions for the de-
pendability of the study. To ensure dependability of the study the research questions used
are documented as an appendix of this thesis. Furthermore, the coding process of the data is
described in the previous section of the thesis. There is no external party as such to audit the
results, but the study has a supervisor who supervised the research methods and commented

on the interview guides.

Credibility of the study refers to the adequacy of the data, sufficient description of the data
and logicality of the links from data to conclusions (Eriksson & Kovalainen, 2008; Tuomi
& Sarajarvi, 2018). This is achieved in this study by describing the data collected and the
process of analyzing the data in detail and making sure that the conclusions made match the

results.

Transferability concerns the responsibility of the researcher to show any degree of similarity
to other research (Eriksson & Kovalainen, 2008) and how relevant the results are to other
similar organizations (Tuomi & Sarajirvi, 2018). The study includes a literature review pre-
senting other relevant research on diversity and inclusion and perceptions of inclusion. The
discussion section of the study will compare the results of the study to previous studies.
Furthermore, the theoretical framework used for presenting the study results relies on previ-
ous results. According to Yin (2003), the transferability or external validity of multiple case
studies is stronger than that of single case studies. Additionally, transferability in a qualita-
tive study can be accomplished with analytic generalization where the results of the study

are generalized over a broader theory.

Conformability is about linking findings and interpretations to the data in an understandable
way (Eriksson & Kovalainen, 2008). To enhance the conformability of the study illustrations

and diagrams are used to visualize the findings of the analysis. Additionally, an external
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party to audit the results can be used to increase the conformability of the study (Tuomi &

Sarajérvi, 2018), which is achieved by having a supervisor for the study.

In sum, the quality of the qualitative research depends heavily on the quality of reporting the
phases of the study and justifications for the claimed results. Additionally, research ethics
guides both integrity and how the interview materials are handled, and how the study partic-
ipants are informed. As the study will focus on delicate and personal matters, protecting the
anonymity of the interview participants is a top priority. The names of the case companies
are not disclosed both to further protect the interview participants and by the wish of the
companies themselves. Additionally, only a limited amount of information is disclosed

about the research participants.

Another important ethical consideration is to do with privacy and security of the data collec-
tion. For this reason, GDPR legislation guided the data collection practices. Before the in-
terviews, participants indicated by e-mail that they had read and accepted the conditions of

the study.

Additionally, while many topics emerged during the interviews, only those relevant to the
research questions are reported or considered in the findings. The interview data, including
recordings and transcriptions, were stored securely in a password-protected location. The
interview transcripts were pseudonymized for the data analysis and the files with personal

data were destroyed during the analysis phase.
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4 Findings on factors contributing to inclusion and exclu-
sion of foreigh employees

This section presents the main research findings of this study, offering interpretations and
examples from the conducted interviews. First, I will cover the dynamic nature of inclu-
sion/exclusion and how passing of time affects both the organizational field and the individ-
ual. Secondly, I will cover the interview findings exploring the findings associated with how
organization can either facilitate or restrict foreign employees’ access to organizational re-
sources. Following this, I will describe the study findings related to what makes foreign
employees feel included or excluded. Finally, I will describe the findings related to the skills
and resources of the individual contributing to inclusion or exclusion by using the Bour-
dieusian concepts social capital, cultural capital, identity capital and habitus. The following
chapters and sub-chapters are titled according to the research questions and aggregate di-
mensions used in the data analysis. The second order themes are bolded as they are discussed

for the first time to differentiate them better.

The interview participants from both case companies had very similar experiences working
in engineering in Finland, and I will thus not distinguish the interview quotes between the
companies. I will compare the companies, however, as I discuss the organizational practices
and diversity & inclusion practices of the companies. The biggest differences in the experi-
ences of the study participants seemed to be between those working in the offices located
outside the capital region and those working in the capital region, regardless of the case

company.

4.1 Dynamic nature of inclusion

In this chapter I will discuss the dynamic nature of inclusion as indicated by the study find-
ings. It became clear from the interviews, that the distinction between inclusion and exclu-
sion is not that straightforward and feelings of inclusion and exclusion can coexist, as already
discussed in the literature review. Feeling included or excluded is highly dependable on the
people around you and on the time and place. The sub-themes under the Dynamic nature of
inclusion in this study are thus Team/people around you, Group size and Time. 1 will next

explore these themes more closely.

Team/people around you affect the feeling of inclusion or exclusion greatly, as will be also

further discussed in the following chapters. A person can feel simultaneously included in
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one’s own team and excluded in the bigger organization or, for example, in a particular pro-
ject team. This occurs due to Finnish employees in both case companies having very diverse
attitudes towards diversity and foreign employees and people working in various types of

project teams. As one research participant summarized:

“There are people who are super open-minded and very inclusive, that is are interested on
understanding the differences, understanding the different cultures and talk about it. And

there are people, that don't care.”

The organizational field is thus not homogenous regarding people’s attitudes towards diver-

sity, which can result in very different experiences in the organization for foreign employees.

Besides the people around you, Group size is another factor influencing how a foreign em-
ployee experiences being included or excluded. Several study participants shared similar
experiences: as non-Finnish speakers still learning the language, they find it easier to practice
the language in smaller groups. Additionally, in larger groups Finnish people tend to speak
only Finnish with each other and ignore the presence of the non-Finnish speaker, whereas in
smaller groups it is easier to maintain the conversation in English to also include the foreign

employee in the conversation. Here is how one study participant described his experiences:

“But once you started to increase the group, there will always be someone talking to other,
and if they're not directly talking to me and then they would talk in Finnish because that's
natural. But then this, if that conversation starts to engage more people, then quickly, the

whole group is talking in Finnish.”

Time was an additional dimension to the dynamic nature of inclusion that emerged from the
interviews. Feeling included or excluded is strongly linked to the time and place where you
happen to be. Additionally, an individual’s skills and connections, that is cultural and social
capital, increase with time. For cultural capital, especially learning the Finnish language

takes time and patience, according to the study participants.

For the organization itself the landscape where the organization operates develops and
changes with time. Finland itself is becoming more international and there are thus more
international talents applying for jobs than before and companies are also more interested in

hiring diverse people.
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“So when I came to Finland, it was not yet that multicultural 2005. I arrived in Finland, so

I actually have seen Finland grow”

Additionally, the organizational practices related to diversity and inclusion develop as the
companies themselves learn more about which practices work for them and what needs to
be developed further. As the HR representative of one of the case companies described, they
are on a learning path with their diversity and inclusion practices. This aligns with the Bour-
dieusian concept of field which acknowledges the field being continuously shaped by the
struggles and interplay of the players in the field.

In conclusion, feeling included or excluded is not a static feeling but changes over time and
is dependent on the people around you and size of the group, as summarized in Figure 11.
This is important to keep in mind when reading and interpreting the findings presented in
the following chapters. The findings in the following chapters are not tied to any particular
moment of time but describe factors contributing to the feeling of inclusion and exclusion

the study participants have experienced throughout their time in Finland.

"

Team/people
Experience of inclusion around you, Experience of exclusion

group size,time

_/

Figure 11. Dynamic nature of inclusion & exclusion

4.2 Organization facilitating and restricting access to capitals

As described in the literature review, in Bourdieu’s framework inclusion of an individual in
a specific field is determined by the volume and quality of the capitals the individual pos-
sesses and how the individual can use these capitals to position oneself better. Thus, inclu-
sion in this framework is mainly about how an individual can access organizational capitals
and how the individual sees their capitals are valued in the field. Exclusion is correspond-

ingly about the field restricting the individual from accessing organizational resources and

50



devaluing the capitals the individual possesses. As Shore et al., (2018) defined “involvement
in the work group” refers to an individual feeling like an insider and having access to critical
information and resources in the organization. According to this definition, being an insider
is about having access to organizational resources, which very much aligns with the Bour-
dieusian framework used in this study. I used the aggregate dimensions insider in the work
group to describe the factors related to how the organizational field facilitates foreign em-
ployees’ access to organizational resources and outsider in the work group to correspond-
ingly describe how the field restricts access. The organizational resources in this study refer
to social interactions with colleagues and managers, information, trainings and monetary
rewards. Furthermore, the career advancement possibilities within the organization offer the
individual symbolic capital in the form of titles, recognition and prestige. Thus, the findings
related to these aggregate dimensions give answers to the research question on how the or-

ganization facilitates or hinders the inclusion of foreign employees.

The sub-themes related to facilitating access to organizational resources related to managers
and colleagues that emerged from the interviews are inclusive leadership and inclusive be-
havior or colleagues. Being an outsider in the organization is the opposite of being an in-
sider, and it thus entails sub-themes exclusive leadership and exclusionary behavior. In ad-
dition, several organizational practices that either facilitate or restrict access to resources

emerged. I will describe the findings related to these themes in the following sub-chapters.

4.2.1 Inclusive leadership vs. exclusive leadership

As discussed in the literature review, inclusive leadership includes manager being available
and open to discussion, supporting group members, helping them to contribute and share
their perspectives, developing and facilitating good relationships, ensuring justice and fair
treatment and promoting psychological safety (Shore & Chung, 2022). The study partici-
pants described several such inclusive leadership practices they had experienced and ex-
pressed their appreciation towards these. Next, I will describe behaviors and practices of
managers found in this study that relate to facilitating or hindering foreign employees access

to organizational resources.

Several study participants recognized that it is important for managers to be open-minded to
diversity since the managers’ attitude towards diversity has an impact on the whole team.
Additionally, managers’ attitudes also influence on the recruitment of diverse people and

therefore can facilitate their access to the organizational field:
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“I think the manager, uh, attitude makes a big difference. First, it takes some courage from
him to hire someone that is abroad -- and then his attitudes also influence a lot how other

people see the situation”

In addition to the manager being open-minded to diversity, manager actively reinforcing
inclusion and inclusive behaviors was brought up by several interview participants and they
saw it as the managers’ responsibility to promote and reinforce inclusion. As managers are
among the dominant players in the organizational field, it is their responsibility to show
examples of inclusive behavior for the team and to encourage them for inclusion. This way
managers enable each individual to fully engage and access the benefits of being a member
of the team. One participant told an example on how his team manager had enforced the

team to use English in a meeting:

“—- and there were occasions that at least one person was saying that she didn't want to
speak English because it's easier for her to speak Finnish. And then at that time, the manager
said no, this is a meeting for everyone. Now we have a English speaker here, so the meeting
will be in English and this should not be a big deal because we all work in international
projects. So, we all need to talk in English at some point, and so I think these attitudes makes

a lot of difference”

Some study participants described, how their managers had facilitated in building relation-
ships and interacting with other employees. Managers had, for example, introduced the for-
eign employee to other employees of the company during onboarding and encouraged the
Finnish employees to interact and connect with the foreign employee. These kinds of behav-
iors facilitate the foreign employees’ access to social interactions with colleagues which can
ease and speed the accumulation of social capital of the new employee. This is how one

participant described his onboarding and how his supervisor helped him:

“So, he was now and then telling. OK, so there is this our new colleague. So just invite him
here and then just guide him through this one. And then he was also little bit of pushing here

and there. So, it was more like easy for me to adopt to this environment at least.”

The responsibility of the direct supervisor to facilitate building contacts in the company for
the newcomer was also acknowledged by the interviewed HR representatives. In addition to
the onboarding phase, facilitating communication between team members overall was found

to be important. One participant described how his team, which is scattered around several
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offices in Finland, has regular weekly virtual coffee meetings where they can speak both

about work and other issues.

Equal and fair treatment is at the core of being an insider in the work group. This relates to
both organizational practices and how e.g. managers treat employees. Several participants
from both companies described that they feel they are treated just like other employees de-
spite their foreign background and/or that they haven’t witnessed racism or discrimination

at the workplace

’

“When everyone is the same, it doesn't feel like I am a foreigner here.’

“I've never heard you know about. Some kind of racism you know at [company] like direct
racism that you know, the management would insult someone because of their race or dis-
criminate somehow because of their whatever appearance, gender, whatever. Never, never

heard these kinds of stories. And never happened to me personally.”

Additionally, the feeling that tasks are distributed according to your skills and that there is
no discrimination in salaries contributed to the perception of equality among the study par-

ticipants.

The study participants from both companies were mostly satisfied with their direct supervi-
sors and managers and examples of exclusive leadership practices were hardly brought up.
One participant shared an experience from the past of unfair and discriminatory treatment
during layoffs, where a manager prioritized foreign employees as the first ones to receive

layoff notices:

“He [supervisor’s supervisor] was actually telling him [direct supervisor], that you have to

get rid of the foreigners first -- during the layoffs”

In conclusion, managers can in many ways facilitate foreign employees’ access to social
interactions and other resources in the company by inclusive leaderships practices, such as
reinforcing inclusion and facilitating communication and relationship building between for-
eign and Finnish employees. Exclusive leadership practices, on the other hand, can hinder

foreign employees access to organizational resources and evoke feelings of unjustice.
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4.2.2 Inclusive and exclusionary behavior of colleagues

Inclusive behavior includes, according to Ferdman (2013), connecting and engaging with
others, listening and openly sharing information, engaging a broad range of perspectives and
being willing to learn and be influenced by others. These kinds of behaviors by surrounding
people facilitate individual’s access to information and social interactions at the workplace
as other people are more approachable. Exclusionary behavior of others, on the other hand,
are behaviors that restrict an individual’s access to these organizational resources. Several
inclusive and exclusionary behaviors of colleagues were found in this study, and I will next

describe these.

At the core of inclusive behavior is open-mindedness to diversity. In the presence of col-
leagues who are open-minded to diversity, diverse people are free to be themselves. As one

participant described:

“You can just be who you are, who you want to be, and there everyone is just fine with that.

They don't really care who or what you are or where you come from.”

From the interviews it became clear, however, that not all colleagues are open-minded to-
wards diversity and also managers’ attitudes differ. Therefore, like discussed in 4.1 on the
dynamic nature of inclusion, the feeling of inclusion or exclusion depends on the people

around the employee and the team he or she is working with.

The diverse feelings of Finnish employees regarding increasing diversity were also brought
up by the HR representatives when asked about the feedback received regarding the diversity
and inclusion practices. The feedback on the practices has been both positive and doubtful
regarding e.g. on how increasing the share of women in management positions affects the
advancement possibilities of men. This is an example of how through the Bourdieusian lens
the dominant group in the organizational field resists practices that could devalue their own

capital and risk dispositioning them in the field less favorably.

In this study open and approachable colleagues and colleagues helping and sharing infor-
mation were recognized by several participants to have contributed on them feeling wel-
comed in the organization. Many interview participants described how in their team their
colleagues are friendly and nice, and it is easy to approach them and ask for help. Colleagues

helping and supporting is especially important for new employees in a new environment, as
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it helps them to learn how to navigate the new environment, access organizational resources
to accumulate new capitals and to learn the rules of the game. Support can be related to work,
learning how systems work in Finland or e.g. helping with the Finnish language. Here is how

one participant described his experiences:

“I mean, probably the biggest help I have received actually was at my previous working
place and it was just that I had I had the colleague who spent really a lot of time to by that
is that he had literally explained to me like, what are the labor unions? Should you be in-
volved or not and how it all works? How the banking system works in Finland? Like what

kind of codes are used in Finland. What kind of software is used?”

Inclusive language practices of Finnish people when interacting with a foreign employee
were additionally brought up by several study participants. For the foreign employees who
are still not skillful or confident enough with their Finnish it is important for the colleagues
to know and be willing to speak English with the foreigner. This is how one participant

replied to the question on how colleagues could help a foreigner feel more welcome:

“Well, maybe as well. Uh. Kind of the same like be more, Uh, open to speaking English or
to start a conversation. Uh, yeah. Or maybe don't switch to Finnish that quickly if they're,

you know, there is someone who doesn't speak Finnish, try to keep it in English”

Additionally, for foreign employees learning Finnish, other people can support this by ad-

justing their own way of speaking to be more easily understandable for the foreigner:

“I try to speak Finnish as long as possible and they speak in a good pace and with under-
standable Finnish, maybe if you can say so. Not a strong accent or more like kirjakieli

[standard language] instead of the spoken language”

Whereas open and approachable colleagues who help foreign employees and use inclusive
language practices facilitate access to information and social interactions, exclusion is re-
lated correspondingly to exclusionary behaviors and language practices from colleagues. I

will next share examples of such behaviors experienced by the study participants.

Although Finnish people generally know English well, the study participants had experi-
ences where their Finnish colleagues were not able or willing to speak English with them.

The experiences of exclusion or being an outsider in social interactions described by the
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study participants were mostly related to their experiences of being around people not speak-

ing to them. Like one participant described:

“Like the lunch breaks for example. Yeah. If I sometimes went with a group up of Finnish
people and most of the time it's just Finnish being spoken and then yeah, I'm just sitting there
eating or listening, trying to catch. Yeah, if I can get something of the conversation, but

usually not. So, then it's a long lunch break to say so. So yeah”

The above quotation presents an example on exclusionary language practice and behavior of
colleagues. Such behaviors often leave foreign employees feeling like outsiders, both in
work settings and in casual conversations and social interactions. This significantly hinders
the foreign employees’ ability to build social capital. Study participants both from the capital
region offices and from offices outside the capital region had encountered colleagues, who
cannot or do not want to speak English. For participants outside the capital region, the reluc-
tance or inability of their Finnish colleagues to speak English increased their sense of isola-
tion since these study participants were often the only foreign employees in those offices

with only Finnish colleagues to interact with face-to-face.

In addition to language barriers, the study participants also described the closed and intro-
verted nature of their Finnish colleagues, which they felt made it even more challenging to

socialize with them:

“Cause yeah, they are a bit closed off, so it's a bit difficult for me to just start the conversa-
tion with them if they are, if they already look a bit closed off or they don't, they don't look
like they're open for any conversation. They're just maybe looking away or. Yeah, I don't

’

know.’

Due to the introverted nature of Finnish people the study participants felt, that having social
interactions with Finnish people requires a lot of effort and activity from their side since
Finnish people hardly make initiatives. Furthermore, it was recognized that some Finnish
people do not really engage and interact with their colleagues but rather focus on working.

Like one study participant described:
“Engineers come to work and go”

As inclusive behavior includes being willing to learn and be influenced by others, exclusion-

ary behavior can be interpreted as being resistant to new perspectives. As on example of this,
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one study participant described, how in international projects Finnish employees often ex-
hibit a sense of superiority and believe they possess greater knowledge than project person-
nel from other countries. This kind of behavior reinforces the field to favor employees with

capitals acquired from Finland and limits the possibilities of others in the field.

In conclusion, accessing organizational resources such as information and interactions with
colleagues is facilitated colleagues who are open and willing to engage with others, help and
support and use inclusive language practices. Exclusionary behavior and language practices,
on the other hand, limit the foreign employees access both to information and social interac-

tions.

4.2.3 Organizational practices

In this section I discuss about organizational practices that either facilitate or hinder foreign
employees access to organizational resources. These practices include organizational com-
pliance practices, diversity and inclusion practices, capital building practices, language

policy & practices and practices related to team composition and location.

Equal and non-discriminatory treatment of all employees is mandated by legislation, and it
was emphasized by the interviewed HR representatives, that the company processes related
to e.g. recruitment and promotion adhere to these non-discriminatory principles. Compli-
ance practices describe all the organizational practices that are related to organization’s

commitment to prevent exclusion and discrimination as required by legislation.

As discussed in the literature review, when using the Bourdieusian lens, organizational di-
versity and inclusion practices generally have two objectives: change the organizational
field including the organizational practices, norms and culture to be more diverse and inclu-
sive and to increase the social and cultural capital of employees. The interviews with the
case company HR representatives showed, that both companies have diversity and inclusion
practices that aim to either change the organizational field or increase the social and cultural
capital of employees. The diversity and inclusion practices of the case companies are sum-

marized below in Table 2.
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Table 2. Diversity and inclusion practices of the two case companies

Company 1

Company 2

Changing the or-
ganizational field

Increasing the so-
cial and cultural

Targets for share of women in
management

Trainings for all personnel &
managers regarding D&I

Information regarding D&I in
intranet

Company communication both
in English and Finnish

Theme events on diversity top-
ics

Language courses
Tutors/buddy for onboarding

Targets for share of women in
management

Trainings for all personnel &
managers regarding D&I

Information regarding D&I in
intranet

More recruitment adds pub-
lished in English

Increasing use of English in
company communication

Language courses
Tutors/buddy for onboarding

capital of the em-

Increasing the amount of train-
ployees

ing material in English
Discussion groups for non-
Finnish speakers on various
topics, including D&I

Both companies state they are committed to advancing diversity and inclusion at the com-
pany and they want to be a good place to work for all people. Both companies are multina-
tional companies, and diversity is therefore also an important value for them. Additionally,
it was brought up by one of the interviewed HR representatives, that their customers also
find commitment to advancing diversity and inclusion important. Both companies promote
diversity and inclusion and educate their personnel regarding the topics by providing infor-
mation emphasizing the benefits of diversity in their intranet and organizing training for
managers and employees. Additionally, both companies have focused on communicating
both in English and Finnish in their internal communication and additionally in external
communication in e.g. job postings. In regards of increasing social and cultural capital of
employees, both companies offer Finnish courses for their foreign employees and appoint a
tutor or buddy for the onboarding period for all new employees to facilitate the formation of

networks in the company.

Neither of the companies offer training related specifically to Finnish working culture, alt-
hough they have thought about this as a possibility. One of the interviewed HR representa-

tives acknowledged that the foreign employees working with them have generally studied in
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Finland or worked already for some other Finnish employer and have thus learned the Finn-

ish working culture already.

Measuring the impact of diversity and inclusion practices is conducted in both companies
mostly with personnel surveys. Additionally, they have targets for increasing the share of
women in management positions, which is considered important but challenging in a male-
dominated field. Neither company has set targets for increasing diversity in terms of nation-
alities, as data privacy legislation prevents them from collecting information about their em-

ployees' countries of origin and such targets would therefore be impractical to implement.

In addition to the D&I practices aiming to increase the social and cultural capital of the
employees, also trainings offered by the company and team get-togethers are a way to facil-
itate building networks and acquire social and cultural capital within the company. These
are thus called capital building practices in this study. Company get-togethers facilitating

networking was brought up by one of the interviewed foreign employees:

“I think they could organize more of those local activities where people meet each other, not
outside the work place. It doesn't have to be something fancy, just some activities so that the

colleagues become like more as a family”

To summarize, the organizational compliance and D&I practices together aim to ensure that
foreign employees have equal access to organizational resources in comparison to Finnish
employees and some practices aim to further facilitate this access. The interviewed foreign
employees acknowledged that both companies are doing a lot to promote diversity and in-
clusion and expressed their appreciation for the initiatives and practices. Many participants
recognized, however, that the influence of the practices on their everyday life in the organi-

zation is rather limited. As one participant summarized:

’

“The intranet doesn’t change my daily situation’

This quotation affectively reflects on the limited ability of organizational diversity and in-
clusion practices to make an impact. Like one participant said about the voluntary diversity

trainings organized by the company:

“The hard thing about this kind of program is that people who are open minded are the ones
interested in going to this kind of training. Uh, and the ones that would most likely need them

’

the most, they are the ones not wanting to go.’
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Through a Bourdieusian lens, the ineffectiveness of organizational diversity and inclusion
practices in changing attitudes and behaviors of the employees is caused by the Finnish em-
ployees wanting to maintain their privileged position in the field. Due to this, they resist any
changes that might jeopardize their position or devalue their capitals, which further contrib-
utes to maintaining the field as it is instead of shaping it to be more inclusive. As a result, it

is challenging for the D&I initiatives to truly change the field.

In addition to the limited effect of the D&I practices, the study participants also recognized
that some exclusionary organizational practices. These include, for example, practices re-
lated to recruitment and career development. All the interviewed foreign employees had ob-
viously managed to get a job in the case companies, but they all also recognize that not all
Finnish companies and not all managers are open to diversity and willing to recruit foreign
employees. Therefore, discrimination in recruitment is still a reality although organizations
are committed to eliminating it. Furthermore, when asked about the career possibilities for
foreign employees in the case companies, most of the study participants felt that it is more
difficult for foreign employees to advance to management positions in comparison to Finnish
employees. Therefore, the practices related to career development are not free of discrimi-
nation or bias either. Most of the study participants felt that barriers for career development
relate mostly to language issues and knowing Finnish is a prerequisite for management po-
sitions. Some participants, however, reckoned that language is not the only barrier, but felt
that also social connections with the current managers in the company and having similar

cultural capital and habitus to theirs is needed:

“Uh, it's the culture thing. Like you, you usually people usually um select the ones that they
are more that they are. They related more and this is very likely to be a Finn, a Finnish
person, and because of the backgrounds because the kind of, schools and university, they
have studied and the kind of projects that they have worked on in the past. It is more likely

that a Finnish person will be chosen™

“It's not because you're not qualified, it's just because there is still like, uh, I generally call
it like it's still like uh. That club, it’s still like a club that you need to be recommended by

someone. Who knows someone before you can be where you wanna be or where you have to

be.”
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These quotations highlight the participants' feelings of lacking adequate social and cultural
capital restricting their opportunities for career advancement. These feelings were expressed
by participants from both case companies. Additionally, several study participants described,
how they feel that foreign employees need to work harder or be more qualified than their
Finnish colleagues to advance on their career or to be recruited in Finnish companies in the
first place. One of the study participants, who had advanced to a management position, felt
that the process took an excessively long time and that he needed to be overqualified for the
role to get the position. The organizational field favoring and prioritizing capitals that are
predominantly possessed by Finnish employees thus restricts the foreign employees’ possi-
bilities to position themselves better in the field and acquire symbolic capital in the form of

titles and promotions.

Another organizational practice that restricts foreign employees' access to organizational re-
sources is the language policy and its associated practices. For non-Finnish speakers having
equal access to information is mostly related to having as much information available in
English as there is in Finnish. Both the interviewed HR representatives told that increasing
use of English in company’s internal and external communication is part of the companies’
diversity and inclusion practices. Some of the interviewed foreign employees, however, had
a more critical view of the information available. Some participants said that they had real-
ized more information being in the intranet in Finnish than in English. Additionally, they
shared stories about meetings they were invited to that were held in Finnish, group e-mails
sent in Finnish although there are non-Finnish speakers on the mailing list and difficulties in
getting some trainings in English. Therefore, although both companies have made efforts to
increase information and trainings available in English, it still does not match the level of
information available in Finnish, which restricts the foreign employees’ access to infor-

mation within the organization.

Lastly, the practices related to team composition and location emerged from the inter-
views as factors either facilitating or restricting access to social interactions with colleagues.
These practices include the diversity levels within teams and work groups, as well as the
geographic distribution of team members and employees. Diversity in work groups in re-
gards of nationalities first of all makes it easier to use English as the working language in
projects and also maintain speaking English in informal discussions when there are more
than one non-Finnish speakers present. This eases the foreign employees’ access to social

interactions. According to the participants working in the capital region offices, diversity at
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the company level is already visible and in addition in international projects collaboration is
often made with foreign offices. In the smaller offices outside the capital region, however,
there is less diversity. With only one or two non-Finnish speakers in these offices, the reluc-
tance of their closest Finnish colleagues to engage with them severely restricts their social
interactions and leaves them largely dependent on virtual connections with people in other
offices. One such example was shared by a study participant whose team consisted of people
from different office locations and the team had never even met in real life. Furthermore, the
team members worked on different projects and did not thus work together as a team. The
study participant worked in an office outside capital region where there are only a few for-
eign employees. As her closest Finnish colleagues hardly speak to her due to language bar-
riers and lack of common projects, she feels being excluded socially. Thus, besides the ex-
clusionary behavior of Finnish employees, also the organizational structure and the geo-
graphical location of employees have an influence on the relationships between colleagues
and team members. Multi-located teams make interaction and forming relationships between
team members more difficult, which can lead to superficial relationships between colleagues

and limit the accumulation of social capital.

To summarize, both case companies are committed to advancing diversity and inclusion and
have implemented several practices aimed at shaping the organizational field to be more
inclusive and to increase the social and cultural capital of the employees through various
trainings. These practices, however, are not alone enough to shape the organizational field,
if the people in the dominant and privileged positions resist the practices. According to the
study participants, the organizational field is heterogenous regarding the attitudes towards
diversity and especially those resisting the idea are usually the ones ignoring the events and
trainings related to advancing diversity and inclusion. Furthermore, the foreign employees
feel that despite the companies’ commitment to advancing diversity, the foreign employees
do not have equal development opportunities or access to information in the company in

comparison to Finnish employees.

The summary of how managers, colleagues and organizational practices can facilitate or

restrict foreign employees’ access to organizational resources is presented in Figure 12.
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Figure 12. Summary of findings related to organizational field facilitating and restricting access to resources

I have discussed in this chapter how the organizational field influences inclusion and exclu-
sion in terms of providing or limiting access to organizational resources. In the next chapter

I will focus more on what makes the foreign employees feel included in the organization.

4.3 What makes foreign employees feel included or excluded in
organizations

In this section I will describe the findings from the interviews on what makes the study
participants feel included or excluded. There were several questions in the interview guide
that touched on the subject and additionally the study participants were asked to determine
what diversity and inclusion mean to them. All the participants knew what is meant by the
term diversity. Definition for inclusion was given by only a few study participants and their
responses included definitions such as “equal treatment”, “freedom to be yourself”, “not feel
excluded”, “treating others as professionals”, “everyone is free to give opinion”, “no dis-
crimination” and “safe/good place to work for everyone”. These definitions as part of inclu-

sion fit the themes defined by Shore et al., (2018), Insider in the work group, Feeling safe,
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Feeling respected and valued, and Influence on decision-making and being listened to. 1
used these themes in the initial theoretical framework in chapter 2.6. to describe the individ-
ual’s feelings on being included. As the themes align with how the study participants under-
stand inclusion, I kept them as the final aggregate dimensions for interpreting the findings.
As exclusion is in many ways an opposite to inclusion, I used the opposite terms to describe
the themes related to exclusion than I used for inclusion. Thus, the themes describing exclu-
sion are Not feeling safe, Not feeling respected and valued, Outsider in the work group and

No influence on decision making.

The aggregate dimensions Insider in the work group and outsider in the work group were
discussed in the previous chapter on how the organizational field facilitates or hinders for-
eign employees’ access to organizational capitals. I will next discuss the remaining aggregate

themes related to inclusion and exclusion.

4.3.1 Feeling safe vs. not feeling safe

Feeling safe as defined by Shore et al., (2018) refers to the “psychological and physical
safety associated with sharing different opinions and views from others” and it is one of the
elements of feeling included. In this study I expanded the theme not to involve only safety
regarding expressing different opinions but also on how comfortable the participants feel in
their team/organization, how they feel they can ask questions or help and generally how safe
they feel. “Being a safe place to everyone” and “everyone being free to give opinion” were
also definitions for inclusion used by the study participants. Whereas Feeling safe is related
to inclusion, not feeling safe as an opposite term is used in this study as an element of exclu-

sion.

The factors related to feeling safe identified from the interviews include elements from the
organizational field, external field and from the resources of the individual. The sub-themes
are: Inclusive leadership, compliance practices and individual’s social capital. Correspond-
ingly, the sub-themes identified for not feeling safe, are exclusionary workplace behavior,

labor market accessibility and national level exclusionary attitudes.

Promoting psychological safety is part of inclusive leadership (Shore & Chung, 2022) and
it is essential for shaping the perception of being safe in the organization / one’s own team.
Promoting psychological safety within the team and organization was brought up by some

study participants. For the study participants this meant, for example, managers encouraging
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the foreign employees to ask for help or to ask questions in English in a company meeting
where everyone else is speaking Finnish. Additionally, colleagues and managers backing up
and defending a foreign employee against prejudices of other employees were brought up.
The importance of promoting psychological safety was more clearly visible in the answers
of employees from company 2, which could suggest that the term “psychological safety" and
its advantages has been discussed inside the company and the employees were thus more
familiar with the term and its implications. Psychological safety is, according to Shore et al.,
(2018), an end-result of inclusive organizational practices whereas the study participants in
this study described it being linked to more concrete actions specifically by the supervisors

and top-management.

Organizational compliance practices include organizational processes and practices for
management of harassment and discrimination that are mostly mandated by law. These in-
clude, for example, whistle-blowing channels to ensure that employees are protected when
reporting misconduct and that such misconduct is dealt with appropriately. Both official
channels for reporting misconduct and trust in managers dealing with “incidents” were men-
tioned by the study participants and they were confident, that these channels work. Shore et
al., (2018) use the term “compliance practices” to describe all the organizational practices
related to organization’s commitment to prevent exclusion and discrimination as required by
legislation. These compliance practices also include managing microaggressions and subtle
discrimination. Themes or topics related to managing or preventing microaggressions or

subtle discrimination did not, however, come up in the interviews.

As colleagues and managers are important in promoting and creating a psychologically safe
environment, they are also at the heart of doing just the opposite, creating the feeling of not
being safe. The sub-theme related to this is exclusionary behavior. The effects of exclu-
sionary behavior were discussed already under the aggregate dimension outsider in the work
group, but it influences also the feeling of security. The study participants of both companies
acknowledged that not all colleagues are friends, and they are aware that some people have
very negative attitudes towards foreign employees. Many have at least heard of negative
stories about discrimination if not experienced them personally. As one participant described

this:

“And it's not basically that someone would be totally negative toward immigrants, but [

know some people that have had this kind of situation. So even if you don't see, you are
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wondering. OK, so among those 80 people, I'm sure there are some people that are hating

1

that this company is hiring some foreigners.’

Contacts and instances with prejudicious colleagues were also brought up in the interviews.
Subtle forms of discrimination that were described included, for example, instances where a
Finnish colleague openly showed to be surprised when the expert in a project is with a for-

eign background.

“For some people it is the first time to see say the [field of engineering] they see someone
from a place they didn't expect, and yeah and you can always see that when you're starting
that kind of project your numbers of people viewing your profile in LinkedIn anonymously
gets higher, people are viewing your profile more because they want to know that who is this

person”

Additionally, national level exclusionary attitudes were brought up by some of the re-
search participants and also by the HR representatives. Besides knowledge of Finnish nega-
tive attitudes towards foreigners, the recent political discussions regarding immigrants in
Finnish newspapers bring worry to the foreign employees and the ongoing war and other
geopolitical conflicts increase negative attitudes especially towards people originating from
these countries. One study participant, for example, described how several Russian people
he knows were actually afraid to return to the office after the pandemic due to concerns about
their colleagues' negative or even hostile attitudes. Furthermore, one study participant de-
scribed how when he started at work, he was worried about not being accepted and how he
was afraid that if he made a mistake, it would ruin the chances of all the other foreign em-
ployees as well. From the HR perspective there are also worries about possible conflicts
between people due to geopolitics. Generally, the participants still felt that people can keep
geopolitics outside the office and work together, although the fear of this not happening is
present. Thus, knowledge of negative attitudes and discrimination both at the national and
organizational level creates anxiety and fear among foreign employees, contradicting the

element of inclusion feeling safe.

In addition to managers and colleagues, organizational practices and national level contrib-
uting to the feeling of safety, person’s own networks also play a crucial role in shaping their
overall sense of job security and re-employment possibilities. Several study participants

from both companies brought up themes related to Finnish labor market accessibility.
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Study participants described both their personal challenges in job-hunting and those faced
by other foreigners they know and felt the labor market to be discriminatory, as discussed
also in the previous chapter on organizational practices. Additionally, the study participants
also recognized that foreign employees have very limited employment opportunities due to
the different levels of internationalization in Finnish companies. On the other hand, also
talent shortage in the field of engineering and consulting was brought up by both the inter-
viewed HR representatives and was also identified by the foreign employees. Talent shortage
is one motivation for the companies to invest in diversity and it might offer the foreign em-

ployees better chances of getting a job in Finland.

The insecurity from discriminative labor market with limited job opportunities for foreign
employees is further emphasized by periodical economic downturns, such as the recent co-
rona crisis and the financial crisis back in 2008, as they add to the struggles of finding or
keeping a job in Finland. As one study participant described, during an economic downturn
when the company executed layoffs, he understood more clearly, what it is to be a foreigner
in Finland. Together these external factors thus affect negatively to the feeling of safety of
the foreign employees. Feeling of safety, on the other hand, comes from having a wider
professional network, that is social capital. In this case, the expected benefit from this social
capital is finding information about job opportunities and getting other forms of help in find-

ing a new job, which brings security especially during hard and uncertain times.

The findings on factors related to feeling safe vs. not feeling safe are summarized in Figure
13. As discussed above, Feeling safe is mostly related to being surrounded by colleagues
and managers who promote psychological safety. Perception of discrimination and negative
attitudes towards foreigners both at national and organizational level and knowledge of the
discriminative and limited labor market in Finland together contribute to insecurity. Addi-
tionally, periodic events such as economic downturns add to the feeling. On the other hand,
there is talent shortage in the field of engineering and consulting, which might contribute to
the sense of security, since talent shortage eases employment in the field. This was not con-
firmed in the interviews and thus it is indicative in the figure. It is important to recognize
that already awareness of negative attitudes toward foreigners can significantly affect an
individual’s sense of security. This highlights the interconnectedness between the national
field and the organizational field as the Finnish national level attitudes contribute to foreign

employees expectations on how their Finnish colleagues might act or feel.
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Figure 13. Sub-themes related to Feeling safe vs. not feeling safe

4.3.2 Feeling respected and valued vs. not feeling valued

Feeling respected and valued as an element of inclusion is determined by Shore et al., (2018)
as “being treated as an appreciated and esteemed member of the group and organization”.
The study participants also recognized “treating others as professionals” and “judging people
based on what they deliver” to describe inclusion. The interview guide I used for the inter-
views contained a question on what makes the participants feel valued in general. According
to the answers, the feeling of being respected and valued or not feeling valued are linked to
organizational resources in the form of sources for cultural capital and economic capital and
in individual’s personal symbolic capital. Additionally, inclusive behavior of colleagues

contributes positively to the feeling.

Sources for cultural capital inside the organization include e.g. all the information and
trainings available at the organization. A form of cultural capital that arose from the inter-
views was meaningful and responsible assignments. I consider this to be a source for cultural
capital in this study as work assignments provide an individual the opportunity to accumulate
valuable knowledge and expertise to enhance their career development. The importance of

meaningful assignments and being given more responsibility were according to some study
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participants also signs of appreciation and trust from their managers. Like one participant

described:

“But if [ am being asked to participate in the good, interesting and more meaningful assign-
ments, I think that's the way that I recognize. OK, so I'm being valued here and as a good

professional and this creates a good environment.”

From the study participants’ answers it can be concluded that meaningful assignments are a
highly valued source for capital in the organizational field and therefore given access to this
is appreciated and sought after. Therefore, meaningless assignments, on the other hand, were
mentioned as a sign of the company not being a good place to be. Thus, the interviewed
professionals both judge the company based on the assignments given to them and also

weigh their own valuation based on them.

Economic capital as an organizational resource in the form of rewards or salary increases
was additionally mentioned by some study participants to contribute to the feeling of being
valued and respected. One study participant additionally shared, how not being awarded
fairly by his previous manager contributed to the feeling of not being respected by that man-
ager. Additionally, knowledge of being compensated equally compared to Finnish employ-

ees was mentioned to contribute to the feeling of being equally and fairly treated.

Symbolic capital is the form which other capitals take when they have been recognized by
the field, such as respect, recognition or titles. It was clear from several answers, that people
in both companies appreciate professionals and one can earn respect from colleagues by
being professional and demonstrating expertise. Strong professionalism can even help to

fade initial prejudices of colleagues:
“But when they find out that you know, you know your job, they easily get quiet”

The above quotation highlights, how professionalism, that is mainly cultural capital of the
individual, is transformed into symbolic capital of the employee as he/she gains the respect
from colleagues. In addition to respect, another form of symbolic capital that had made sev-
eral study participants from both companies feel valued was recognition from manager, col-
leagues and clients in the forms of positive feedback. Lack of recognition was similarly as-
sociated with not being valued. Giving recognition and positive feedback to colleagues is

also a form of inclusive behavior between colleagues. The importance of friendly, inclusive
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behavior was highlighted by one participant who described how she feels valued when her
colleagues always ask her to come along for example on coffee breaks or lunch and do var-
ious other kind acts. According to Hart & Hart (2023), kindness towards others involves
recognizing and showing respect for the person. Thus, in addition to being recognized for
professionalism, also informal social recognizition through kindness contributes to the

feeling of being valued.

In conclusion, Feeling respected and valued is according to the study participants highly
dependable on managers and colleagues giving recognition both in the forms of respecting
the employee’s professional skills and giving positive feedback and having meaningful as-
signments. Lack of recognition and meaningless assignments are, on the other hand, signals
of not being respected and valued. Shore et al. (2018) emphasize in their inclusion model
that respect and valuing are more linked to respecting and valuing different identities in the
organization, whereas in this study also merit based recognition was appreciated and
acknowledged by the study participants. The factors related to Feeling respected and not

feeling respected are summarized in Figure 14 below.

Inclusion Exclusion

Organizational resources Organizational resources

Sources for Cultural capital
Meaningless assignments
Economic capital
Lack of rewards, unfair rewarding

Sources for Cultural capital
Meaningful assignments
Economic capital
Rewards, salary increases

\ /

Individual
Symbolic capital — Feeling respected Notfeeling
- Respect& and valued vs. respected
recognition in the and valued
field
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Managers and colleagues

Inclusive behavior
Recognition through feedback and
kindness

Figure 14. Sub-themes related to Feeling valued & respected and Not feeling valued & respected.
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4.3.3 Influence on decision making vs. Not having influence

The final element of inclusion is Influence on decision making, which relates to the employ-
ees’ perceptions and beliefs that their ideas and perspectives are listened to, and they have
an effect. As the study participants defined inclusion, they recognized “freedom to give one’s
opinion” to be part of inclusion, which fits under the theme Influence on decision making.
The sub-themes for this aggregate dimension in this study are Inclusive leadership and Or-
ganizational channels. The opposite of having influence on decision making is obviously
not having influence which is used to describe exclusion. The sub-theme under this aggregate

dimension is inability to change things.

Inclusive leadership includes manager being available, supporting group members, helping
them to contribute and being open to listen to employees (Shore & Chung, 2022). The study
participants described such managerial behaviors from their own supervisors and expressed
their appreciation towards this. Some study participants described, for example, that their
managers are very active in asking what kind of support the employees need and what kind
of e.g. training or guidance they need. Additionally, one study participant expressed his ap-
preciation on how his manager always listens to his suggestions for improvements and shows

appreciation on the suggestions:

“Like if I think certain things, what we can do differently, then I'll go up to a manager and
then tell him about like, OK, so this is my opinion on this kind of things and what we can do
is this and then he takes it like seriously and then like we discuss about this. It's not about
like, OK, so he just listens and does that thing. But we start discussing about like we start

discussing about the topic and then we are going somewhere soon.”

Listening to the employee is not only up to managers’ own activity, but there are Organiza-
tional channels and practices in place for this also. Annual development discussions with
the manager are part of these practices and this was seen by the study participants also as a
signal for equal advancement possibilities and contributed to the feeling that they are heard.
Other organizational official channels for listening to employees are personnel surveys and
discussion groups on different topics. HR representative of one of the two case companies
described that they have a discussion group for employees whose mother tongue is not Finn-

ish, and they collect feedback on the company’s diversity and inclusion practices also
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through this discussion group. These kinds of discussion groups and other forms of encour-
agement from management to give feedback are additional examples on managerial encour-

agement for discussion.

Although both organizations have official organizational channels for giving feedback and
several participants described they have good relationships with their managers, some study
participants expressed, however, frustration over not being able to change the fact that people
around them constantly speak Finnish to each other and ignore the presence of non-Finnish
speakers. Thus, these study participants felt Inability to change things. These kinds of feel-
ings were described particularly by the study participants working in the offices outside the
capital region. Like discussed already in previous chapters, Finnish language is an appreci-
ated capital in the field and the use of Finnish in both formal and informal settings reinforces
the exclusion of non-Finnish speakers. Thus, although there are feedback channels in place,
they fail to address deeper cultural norms and practices that maintain the dominance of Finn-
ish language and culture. Consequently, the foreign employees feel powerless to effect
change within an organizational field that inherently favors those who align with its linguis-

tic and cultural norms.

In summary, Influence on decision making includes both organizational official channels for
getting feedback from the employees and managers willing to listen and support the employ-
ees and encourage discussion. As an opposite theme is the No influence, refers to the inability
to change the organizational field. The sub-themes related to Influence on Decision making

and No influence are summarized in Figure 15.
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Org. Practices

Org. channels & practices for employee
feedback
Annual development discussions
Employee surveys
Discussion groups

Influence on vs. No influence
Decision Making

Managers and colleagues \

Inclusive leadership ..

- Managersupporting in work and Individual .
development Unable to change things
Approachable, available manager

Manager encouraging for discussion

Manager listening to employees

Figure 15. Sub-themes and practices related to Influence on Decision Making and No influence

To conclude, this chapter has examined the key factors that contribute to foreign employees
feeling included in the workplace through the elements of inclusion feeling safe, respected
and valued and having influence in decision-making. It is clear from the findings that recog-
nition from managers and colleagues, meaningful assignments and being listened to affect
positively to the sense of inclusion. Conversely, exclusionary practices such as lack of recog-
nition, meaningless assignments and inability to influence contribute to feelings of isolation
and exclusion. In the next chapter I will explore the individual skills and resources that in-

fluence whether foreign employees feel included or excluded in the workplace.

4.4 The skills and resources of the individual contributing to in-
clusion or exclusion

In this chapter, I will discuss the skills and resources of the foreign employees contributing
to their inclusion and exclusion through the Bourdieusian concepts social capital, cultural
capital and habitus. Additionally, I will use the concept Identity Capital. With the Bour-
dieusian concepts I aim to answer the research question: Which skills / resources foreign
employees themselves feel helps them to be included in the organization? In the Bour-
dieusian framework, the individual’s capital portfolio influences on how the individual can
access and navigate within the field. Social capital, Cultural capital, Identity Capital and

Habitus were used as aggregate dimensions in the data analysis of this section.

73



4.4.1 Social capital

In the Bourdieusian framework social capital benefits individuals in several ways. Social
capital can ease access to resources, further networks and knowledge about the social and
cultural norms appreciated in the field which help the individual to navigate the field more
easily and learn strategies useful in the field. The social capitals the research participants felt
that have enabled or restricted them in entering and navigating the Finnish working environ-
ment are their networks, relationships and level of trust. 1 will next describe how these forms
of social capital have contributed to the inclusion or exclusion of the study participants in

practice to be included.

Most of the study participants had some Finnish professionals in their networks who had
helped them to get the job in the company by acting as their referee or just connecting the
foreign people to the right people in the company. Besides granting access to the Finnish
engineering field, professional networks also bring security to the individual in case they
need to find employment elsewhere, as the networks can ease access to other organizations
as well. This relates to the feeling of safety of the individual, which is an element of inclu-
sion. Additionally, social networks with Finnish people outside the work, like neighbors,
teachers or former colleagues, are a way to connect to the Finnish way of life and get further
support e.g. in learning Finnish language or about opportunities available. Thus, networking
with Finnish people in general helps the foreign employees to increase their cultural capital.
Social networks with other foreigners were also mentioned by the study participants. Many
had befriended with other foreigners, and some had also received help from their foreign
contacts in getting a job. More stories were, however, shared about Finnish people helping
with connecting to recruiting managers, helping with Finnish language and culture and
showing the way things are done here. Furthermore, family support was mentioned by some
participants. The support from family the study participants had received was financial sup-
port when studying abroad and a Finnish spouse as a connection to Finnish culture and tra-

dition increasing the cultural capital of the foreigner.

Having good relationships with colleagues and managers in the organization contributed

further to the feeling of being included in the team/organization as an insider:

“We've been at Aalto together. We met, so we have some other common interest and so on.

So I'm definitely part of the team.”
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Having good relationships with colleagues and managers eases asking for help and support,
which further contributes to the accumulation of cultural capital and knowledge about the
unwritten rules and norms of the organization. Additionally, the positive feelings related to
friendly relationships are also valuable. Having only superficial relationships with hardly

any social interaction was correspondingly related to feeling excluded in the study findings.

Level of trust relates to how the foreign employee is trusted by managers and colleagues.
As already discussed, meaningful and responsible assignments are a valuable resource in the
field and trust is needed to receive such assignments. Some study participants expressed
difficulties in gaining trust of their colleagues and felt that earning the trust requires addi-
tional effort from them. Lack of trust means the foreign employee is easily excluded from
valuable information, assignments, support, networks and recognition in the field or they
need excess effort to access these. This makes it more difficult for them to build social,

cultural and symbolic capital within the organization.

In conclusion, the social capital that helps foreign employees to gain access to resources and
accumulate cultural capital are their networks, good relationships and trust. Having only
weak relationships with colleagues and managers in the organization and lack of their trust
hinders access to valuable resources in the organization and affects negatively to several
elements of inclusion. Next, I will discuss the effects of cultural capital on inclusion and

exclusion.

4.4.2 Cultural capital

Like social capital, having cultural capital appreciated in a specific field eases access to fur-
ther resources in the field and makes it possible to advance in the field. The cultural capital
that the participants themselves acknowledged to either facilitate or limit their possibilities

in the organization included language skills, work related skills and cultural knowledge.

The participants felt that language skills, especially English skills, had proven useful in their
work. English is widely used in multinational and multilingual organizations in Finland and
in international projects, and thus knowing English proved to be a useful form of cultural
capital for the study participants. One participant had also been able to use his skills in other

languages as well at work.
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The importance of Finnish skills divided the interviewees to some extent. Knowing Finnish
was recognized to be important by the participants in both case companies to better connect
with Finnish people and to work in an engineering field where documents are mainly in
Finnish. Additionally, knowing Finnish was seen essential in advancing one’s career. Insuf-
ficient Finnish skills was seen as the biggest barrier both for socialization and career ad-
vancement by several participants and they felt that the only way for them is to learn Finnish.
On the other hand, some study participants felt that in international projects knowing English
should be enough. Contrary to this, in some engineering disciplines knowing Finnish is es-
pecially important since in local projects there is a lot of field specific vocabulary in Finnish
and all the documents and instructions are in Finnish. As an example, construction engineer-

ing was brought up:

“While yes, I've mentioned probably like the biggest barrier in the beginning, it was that
simply English is not enough to work in the construction industry in Finland because the

blueprints are in Finnish. So, I had to know all the terminology”

As it was discussed in the literature review, the Finnish labor market is divided into separate
fields where the capitals of foreign employees are valued very differently (Li, 2020;
Yamazaki, 2022). Similarly, the necessity of knowing Finnish differs greatly depending on
the field. The case companies in this study are interesting since they both serve multiple
customer segments which have different knowledge and skill requirements for the engineers
working in the field. On some engineering fields Finnish skills are not that essential, whereas
on others it is required. This is one of the reasons why the study participants have mixed

experiences on the necessity of knowing Finnish.

Knowing Finnish to connect and interact with other people was seen as important especially
by the participants working in offices outside the capital region where the study participants
had experiences of social isolation due to their colleagues speaking only Finnish with each
other. Additionally, some study participants from the capital region offices described that
young people generally are more open to speak English with the foreign employees than the
more experienced colleagues. Thus, the necessity to know Finnish is highly dependent on

the skills and attitudes of the people around the foreign employee.

The study participants felt that learning Finnish is not easy and takes a lot of time and re-

sources. Here is how one participant described learning Finnish through courses:
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“Has been offering a Finnish classes for three months, an hour and a half per week. This is
very good. Uh, but not enough? Like now it has stopped [for summer]. Finnish courses is
like I go to Kansalaisopisto [Adult education centre], it's relatively cheap, but it's also who-
ever can be teacher, so the quality is not necessarily there. A private class then, I've checked
opportunity for private class during the summer, it's minimum 60 euros per hour. Uh. Some

companies 80 euros per hours. It's a huge budget.”

To be able to enter engineering companies a relevant education and relevant work-related
skills are naturally required. Most of the participants had studied in Finland and they had a
perception that their Finnish education is appreciated by their employer. Additionally, work-
ing experience in general increases the cultural capital of people and is considered valuable
in the eyes of the employers. Possessing skills that are valued in the field and lacking from
the Finnish candidates offers the foreign employees better chances of getting a job in Fin-

land. Like one interview participant expressed this:

“I still have an impression that it is much easier to recruit a foreigner when the type of job
is when they are not able to find somebody in Finland who can do the job and it's easy like

’

in our area.’

Additionally, as was discussed in chapter 4.3.2, feeling respected and valued vs. not feeling
valued, professionalism and job competence are highly valued in both case companies even
among colleagues. Demonstrating work related skills is thus a way for the individual to earn

respect from colleagues.

Cultural knowledge especially on the Finnish way of working was seen very important by
the study participants. They had mostly learned the “Finnish way of working” by working
in Finland and/or Finnish companies before starting in their current company or e.g. during

studies.

“So I think understanding of Finnish way of working is really, really important before you
know like OK, so how it is and why how to do it or feel welcomed in Finnish work life I

would say.”

When asked more about the Finnish way of working the participant described how in his
opinion being open and straightforward about challenges is important in Finnish working

life:
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“So just try to live up to that and then in certain cases, whenever you have trouble or you
feel like there is trouble, or if you feel like you cannot achieve something or you are strug-
gling with something, then as fast as possible, just try to talk with colleagues or immediate
manager or supervisor or project manager. Just try to like be as open as possible about the

’

problems.’

Besides knowledge about the Finnish working culture, knowledge about Finnish everyday
culture helps in interacting with Finnish people when you can talk about things they are

interested in:

“Connection with people. Or uh. Yeah, like I can talk about skiing or have done ice fishing

before I pick mushroom and this kind of stuff.”

The participants thus acknowledged that knowing the Finnish way is important for being
integrated / granted access to Finnish working life and it also eases social interactions with
Finnish people. According to one participant, the foreign employees who lack cultural
knowledge have more difficulties working with Finnish people. Foreign employees feeling
they need to learn Finnish and the Finnish way of doing highlights how highly these capitals
local to Finland are appreciated in the organizational field. The study participants have
learned the importance of these capitals and see investing in them as a good or even as the

only strategy to be accepted in the field and advance in it.

Some participants also felt that their prior international experience of living and/or studying
abroad helped them to adapt to Finland. These experiences have taught them to adapt to

different environments which has been useful also in settling in Finland.

In conclusion, the Finnish national field and Finnish organizational fields hold local Finnish
cultural capitals in a high position which is reflected in the perceptions of some of the foreign
employees that they need to learn Finnish and the Finnish way of working. The necessity to
know Finnish is, however, highly dependent on the field of engineering and the people

around the foreign employee.

4.4.3 Identity Capital

As discussed in the literature review, identity capital includes both visible and deep-level

diverse attributes of an individual. In this study, identity capital refers specifically to foreign

78



employees' origins and other distinguishing characteristics, besides just their native lan-

guage, that differentiate them from Finnish employees.

Some study participants acknowledged the existence of migrant hierarchy, as described by
Koskela (2013). One study participant of European origin felt, that “looking like a Finn” has
helped him and Finnish people easily approach him by talking Finnish to him. Additionally,
some study participants had observed that being a foreigner of non-European origin in Fin-
land is much more challenging than being of European origin or having a European appear-

ance.

“Even though I still feel sometimes it's more difficult than being Finnish, but for the foreign-
ers outside of Europe, I think it's even more tough and more difficult than for me or European

’

Europeans.’

“We have to admit that there are also levels of foreigners. It's actually more challenging for

)

foreigners, from African origins.’

The identity capital of foreign employees thus clearly influences their ability to access or-
ganizational resources. The foreign employees positioned lower in the migrant hierarchy
often face greater barriers in the organizational field which requires them to exert more effort

to gain access to these resources.

In the next chapter I will discuss habitus, which is the last Bourdieusian concept I am using

to describe the skills and resources of the individual.

4.4.4 Habitus

As already discussed, feeling included or excluded is part of an individual’s habitus. Besides
this, habitus describes how an individual sees the social surroundings and it has also been
used to describe “knowing the rules of the game” and soft skills of immigrants (Lai et al.,
2017). Thus, in addition to feeling included or excluded, the themes under habitus related to
inclusion found in this study are, Knowing the rules of the game, Appreciation of others &
workplace and Social confidence. Themes related to exclusion are Not knowing the rules of

the game and Social insecurity.

Knowing the rules of the game means knowing how the system works, what are the com-

mon norms and what is expected e.g. at work. As part of one’s habitus this means that the
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person has internalized the norms and practices of the field and acts according to them. This
is closely linked to the cultural capital cultural knowledge, which is acquired through work-
ing in Finland and other people teaching the rules and ways. By possessing this capital and
portraying it in one’s habitus there are hardly any contradictions e.g. between different na-

tional cultures:

“And there are cultural differences. But it is nothing. So, nothing that big. It's not nothing

so big that would create any problem.”

Not knowing the rules of the game, on the other hand, refers to a person’s habitus not align-
ing with the norms and practices of the field, which causes frustration and friction / conflicts
between people working together. This was mentioned by one study participant to be a prob-
lem especially with multinational projects, where there are people from several different
countries working together. In this type of project, the project itself forms its own field with
its own norms and rules and friction occurs, when there is lack of shared understanding of

’the rules of the game”.

The study participants held mainly appreciation of others and workplace and appreciated

especially the Finnish working culture.

“Here in Finland, they are more relaxed and take free time quite serious, which is good, and
also the I guess they care more about wellbeing. So, take your time off, or if you have troubles

let your manager know. Or contact occupational healthcare, for example”

The positive perception of the working culture and colleagues & managers implies that the
organizational values and practices align with the values of the employee, which can posi-
tively affect their commitment and sense of belonging in the organization and thus also con-

tribute to feeling included.

Social Confidence, meaning believing in oneself, being open and sociable and keeping on
trying, was seen as an important trait for foreign employees themselves by the study partic-
ipants. Many study participants acknowledged that proactiveness is needed for getting access
to social networks and getting to know Finnish people. Additionally, believing in oneself

helps to get through the difficulties and struggles. Like one participant summarized:

“If you are active, be happy and you meet people, meet new people and make new friends”
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Social confidence also involves the person engaging with others actively and contributing to
making the working environment good for everyone. Whereas social confidence contributes
to inclusion, social insecurity, such as being shy, was acknowledged by some participants as
a handicap that limits their social interactions with other people. One participant also sug-
gested that the limited sociability of Finnish employees may be caused by them being shy.
Shyness was not, however, the only reason for limited interaction with others found in the
study. Colleagues repeatedly excluding the foreign employee from conversations and social
interactions can lead the foreign employees choosing to avoid interaction with others which
further isolates them from their Finnish colleagues. Study participants described, for exam-
ple, how they have chosen to eat alone or skip coffee breaks with colleagues since their

colleagues only speak Finnish with each other and ignore the foreign employee:

“So then I'd rather skip the coffee break and keep working or at my desk drink some coffee,

)

because otherwise I don't really. Feel like, I feel like I said a waste of time sitting there.’

One participant shared that, although she considers herself social and enjoys interacting with
others, the constant exclusion from conversations with her Finnish colleagues and the need
to always initiate interactions have led her to gradually withdraw and limit her social en-
gagement at the workplace. This is an example on how the field shapes an individual’s hab-

itus and how this affects the individual’s actions in the field.

Additionally, fear of discrimination or hostile attitudes of colleagues can lead the foreign
employee to avoid interacting with the Finnish employees. An example of this was discussed
in chapter 4.3.1, Feeling safe vs. not feeling safe, where Russian employees especially feared

returning to the office after the pandemic due to the changed geopolitical situation.

In conclusion, a person's habitus shapes how they interact with others in the workplace. A
foreign employee with a positive perception of Finnish work culture, confidence, who is
open and social and has internalized the organizational norms is typically better positioned
to access resources and feel included in the organization. Conversely, a socially insecure
individual who is unfamiliar with the “rules of the game” may struggle to access organiza-
tional resources. However, habitus is continuously shaped by experiences in the field. If the

field constantly restricts an individual's access in the field, even a previously confident per-
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son may become socially insecure which further limits the individual’s interactions and re-
inforces exclusion. Ultimately, this dynamic nature of habitus highlights how both individual

attributes and the organizational field contribute to foreign employees’ inclusion.

4.5 Summary of the findings and the finalized theoretical frame-
work

The graphical summary of the findings is presented in the final revised theoretical framework
in Figure 16. The additions to the initial framework include team composition and location
and organizational channels as organizational practices either facilitating or restricting ac-
cess to organizational resources. Additionally, economic capital was added to organizational
resources, as rewards and pay raises also affect how a person feels valued, and social confi-

dence was added under habitus.

[ External field: Finnish national level exclusionary attitudes, labor marketaccessibility, level of internationalization ]
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The dynamic nature of inclusion in this study included sub-themes Team/people around you,
Group size and Time. These sub-themes together describe, how feeling included or excluded

is dependable on place and time.

Inclusion was studied through four aggregate dimensions, feeling safe, feeling respected &
valued, influence on decision making and insider in the organization. Correspondingly, ex-
clusion was studied through aggregate dimensions not feeling safe, not feeling valued, not
having influence and outsider in the organization. The sub-themes related to feeling safe
identified in the study included Inclusive leadership, compliance practices and individual’s
social capital, whereas exclusionary workplace behavior, labor market accessibility and na-
tional level exclusionary attitudes are sub-themes for not feeling safe. The aggregate dimen-
sion feeling respected & valued includes sub-themes sources for cultural capital, economic
capital and individual’s symbolic capital. Lack of recognition is correspondingly a sub-
theme for not feeling respected. Aggregate dimension influence on decision making included
sub-themes Inclusive leadership and Organizational channels whereas not having influence

was connected to inability to change things.

The aggregate dimensions insider in the organization and outsider in the organization de-
scribed, how an organization can facilitate or restrict individual’s access to organizational
resources. The sub-themes related to these included inclusive and exclusive leadership, In-
clusive and exclusionary behavior of colleagues, organizational compliance practices, di-
versity and inclusion practices, capital building practices, language policy & practice, team

composition and location and exclusionary organizational practices.

Finally, the skills and resources of the individual affecting inclusion or exclusion were stud-
ied. The aggregate dimensions related to this research question included Social, Cultural and
Identity capital and habitus. The sub-themes related to these are networks, relationships,
level of trust, language skills, work related skills, cultural knowledge, Knowing the rules of

the game, Appreciation of others & workplace and Social confidence.

In the next section I will discuss the study findings in more detail and compare them to

previous research.
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5 Discussion

In this chapter I discuss the findings of the study and compare them to prior research. I will

discuss the research findings in relation to the research questions they address.

The aim of the thesis was to identify the elements of inclusion and exclusion experienced by
foreign employees in Finland and what is the role of organizations in these. The case com-
panies studied were both multinational engineering and consulting companies operating in

Finland. The research questions this study aimed to answer were:

o What makes skilled foreign employees feel included / excluded at the Finnish work-
places?

e How does the organization facilitate or hinder the inclusion of foreign employees?

e  Which skills / resources do foreign employees themselves feel helps them to be in-

cluded in the organization?

The interview transcripts were thematically analyzed to determine what makes foreign em-
ployees feel included or excluded in the organization, and which organizational practices
and individual skills contribute to these feelings. The data was analyzed using the themes of
inclusive organizations by Shore et al. (2018) with minor modifications and with the Bour-
dieusian concepts to describe both the resources and skills of the individual and the organi-

zational resources.

In the next sub-chapters I will explore more thoroughly the findings related to the research

questions

5.1 Feeling included consists of recognition and inclusive behav-
ior of others

The first research question is about what makes a foreign employee feel included at work.
Inclusion is a dynamic and context-dependent state that is continuously shaped by the inter-
action between individuals and their environment and can even co-exist with exclusion
(Ferdman B. M., 2013). The dynamic nature of inclusion became evident in the study and
most study participants described both factors related to inclusion and exclusion. A person
can feel included in their core team and simultaneously excluded at the organization level
mainly due to the heterogeneity of attitudes towards diversity in the organizations. Surpris-

ingly, the effect of group size on the feeling of group-level inclusion came up in the study.
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Several study participants felt that it is easier to interact with their colleagues if the size of
the group is small. When the group size grows, Finnish language easily becomes the domi-
nant language in the conversation making it more difficult for the foreign employee to join
the conversation. Through the Bourdieusian lens, the larger group size reinforces the social
norms and dynamics of the field. Thus, as speaking Finnish is considered “normal” in the

field, this normality is reinforced as more people mastering the language are gathered.

According to the study by Metz et al. (2022), an individual’s social capital is strongly linked
to how they feel included in an organization. The importance of social capital in inclusion is
also supported by prior research indicating that a foreign employee's sense of inclusion at
work is largely influenced by the inclusive behaviors of those around them. According to
Ferdman B. M. (2013) inclusive behaviors include acknowledging others, connecting and
engaging with others, sharing information and being open to learning and being influenced
by others. The findings of this study agree with the crucial role of colleagues and managers
in making a foreign employee feel included and welcome in the organization. When asked
about what makes them feel welcome, the answers mostly involved friendly and helpful
colleagues and managers listening and supporting them. The inclusive behavior and charac-
teristics of colleagues and managers that foster inclusion recognized in this study included
promoting psychological safety, interacting with the foreign employee with inclusive lan-
guage practices and being open both to diversity and interactions. Together these behaviors
along with some organizational practices contributed to feeling safe, respected and valued,

being an insider in the work group and having influence on decision making.

Feeling valued was found in this study to be related to receiving recognition from profes-
sional achievements as well as through acts of kindness from colleagues. Recognition and
respect from colleagues are, in the Bourdieusian framework, part of an individual's symbolic
capital, which not only enhances their status within the organization but also contributes to
their overall sense of belonging and inclusion by reinforcing their identity and worth in the
social settings of the workplace. Additionally, the interviewed foreign employees viewed
meaningful assignments and increased responsibility as signs of appreciation. This finding
highlights how valuing merits and professionalism in the case organizations is perceived
important, as employees interpret challenges and greater responsibilities as tangible forms
of recognition for their contributions. Furthermore, the finding indicates that study partici-

pants primarily wish to identify themselves as professionals.
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The first research question also addresses the factors that contribute to a foreign employee
feeling excluded. As inclusion is mostly related to inclusive behaviors by colleagues and
managers and recognizing him/her both as an individual and professional, exclusion is the
opposite. It is closing the person out of the interactions, information and opportunities to
advance one’s career. Since interaction and engagement are key aspects of inclusive behav-
ior, the study identified several barriers and forms of exclusionary behaviors that hinder for-
eign employees from interacting with their Finnish colleagues. These included Finnish em-
ployees seeming unapproachable, refusing or not being able to speak English with the for-
eigner, expressing prejudices and ignoring the presence of foreigner in a group and casual
conversations. These findings are consistent with previous studies on Finnish culture being
unwelcoming (Koskela, 2013; Hosseini & Kotilainen, 2021; Li, 2020), Finnish people seem-
ing closed and introverted (Hosseini & Kotilainen, 2021; Habti & Koikkalainen, 2014) with
a tendency to avoid socializing or engaging with foreigners (Hosseini & Kotilainen, 2021)
and ignoring the presence of foreign employees by interacting exclusively in Finnish with
each other especially during informal discussions (Back & Piekkari, 2024). These exclusion-
ary behaviors were the most notable factor contributing to the feeling of exclusion among
the interviewed foreign employees. This was particularly evident in the smaller offices out-
side the capital region, where the study participants were often the only foreign employees
in the office and the reluctance of Finnish people to interact with them left them in social
isolation. This finding aligns with the study by Metz et al. (2022) indicating lack of social

capital being closely linked to feeling of exclusion.

Prior studies on inclusive organizations emphasize the need for people to be open to differ-
ences and to tolerate the discomfort of change and doing things differently (Ferdman B. M.,
2017). According to the experiences of the study participants, some of their Finnish col-
leagues had refused to speak English because “it’s easier to speak Finnish”. This response
reflects an unwillingness to tolerate discomfort or to change well-established practices in the
field to accommodate people with diverse cultural capital. The dominance of Finnish lan-
guage in the workplace limits the foreign employees’ access to social interactions, connec-
tions, information and other possibilities within the field. Due to this, the foreign employees
need excessive effort to access the organizational resources and advancement possibilities,

as suggested also in earlier research (Louvrier, 2013).

This study highlights the crucial role of managers in building relationships and facilitating

communication. As there are several potential barriers to interaction between foreign and
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Finnish colleagues, managerial facilitation is essential to mitigate these obstacles. Addition-
ally, according to Dobbin & Kalev (2016), contact between diverse groups can reduce bias
towards each other. Although Dobbin & Kalev (2016) recommend increasing contact with
diverse people specifically for managers to positively influence their attitudes towards di-

versity, it can also benefit employees, as suggested by this study.

In conclusion, key factors contributing to feeling included found in this study are inclusive
behaviors of managers and colleagues. Additionally, in an organization where professional
merits are valued highly, meaningful assignments and recognition of professionalism add to
the feeling of being valued. Barriers for inclusion include closed, prejudicial colleagues who
avoid interaction with the foreign employee either due to their avoidance of discomfort, pre;j-
udices or lack of language skills. Since feeling included largely depends on the attitudes of
surrounding colleagues and the inclusive leadership practices of managers, the feeling is
fragile in environments where attitudes towards diversity are mixed. A change in team com-

position or management can easily jeopardize this sense of inclusion.

In the next chapter I will focus on the organizational practices enhancing or hindering inclu-

sion.

5.2 Organizational practices have only limited influence on the at-
titudes and behaviors of employees

The second research question touches on the organization’s role in facilitating or hindering
inclusion of foreign employees. Organizational practices have already for decades aimed at
ensuring equal treatment for all employees and to prevent discrimination e.g. in recruitment,
rewarding and career advancement (Offermann & Basford, 2013). Although discrimination
is prohibited by law in Finland, research indicates that foreign employees face significant
challenges in finding employment due to discrimination at the recruitment phase (Alho,
2023; Henttonen & Alhanen, 2023). Additionally, prior research indicates that foreign em-
ployees often have limited advancement opportunities within organizations, as managerial
positions are predominantly reserved for native Finns (Chang & Holm, 2017; Jaakkola,
2005; Alho, 2023; Henttonen & Alhanen, 2023). This study supports the earlier research on
the difficulties of foreign employees to find employment and advance on one’s career in

Finland, as the interviewed foreign employees shared their experiences on the matter.
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Inclusion, with its various definitions and themes, involves “equal opportunity for members
of socially marginalized groups to participate and contribute” (Shore et al., 2018). Achieving
this in a multicultural and multilingual workforce is, however, challenging. In this study the
equal opportunities were studied through the Bourdieusian lens by exploring, how organiza-
tions facilitate or hinder foreign employees’ access to organizational resources and other
opportunities in the organization. The obstacles that foreign employees encounter in their
career advancement illustrate the challenges of establishing truly equal opportunities for all
groups. Participants of both case companies felt that advancement opportunities of foreign
employees are limited, and Finnish employees are more likely to advance to management
positions than foreign employees. Through a Bourdieusian lens, the limited career develop-
ment opportunities for foreign employees in Finnish organizations highlight the organiza-
tional field to value the cultural and social capital, such as language proficiency and social
networks, of native Finns more highly than those of foreign employees. The capitals of the
native Finns tend to be local, such as fluency in Finnish and having social connections with
the Finnish people, which makes it challenging for foreign employees to acquire them. The
value of these capitals was highlighted in this study as the foreign employees themselves felt
that such capitals are needed for manager positions. Being overqualified in comparison to
Finnish employees was seen in this study as one strategy to overcome these barriers, as also

acknowledged in previous literature (Louvrier, 2013).

The case companies of this study are both committed to advancing diversity and inclusion
in their organizations and have adopted various diversity and inclusion practices to comple-
ment the compliance practices mandated by legislation. These practices include e.g. training
personnel and offering information on the importance of diversity and increasing the use of
English in the company communication. Louvrier (2013) claimed in her study dating over
ten years ago that Finnish organizations generally aim with their inclusion and diversity
practices to alter the assumed behavior of minority groups and educating Finnish people on
how these minorities differ from the Finnish norms. Neither of the case companies in this
study seemed to have this kind of approach to the matter. The HR representatives of the case
companies emphasized their training and information offered to the personnel to involve
more about e.g. the importance of diversity and how to manage diverse teams. The foreign
employees are offered language training, but cultural training to “become more Finnish” is
not part of the practices at either company. This implies that diversity and inclusion practices

overall have developed in Finland during the years.
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The interviewed study participants appreciated the D&I practices and initiatives of the com-
panies, but they also recognized the limited influence of them on their everyday lives. This
is consistent with prior research indicating, that diversity practices have often inconsistent
or weak affects for employee attitudes and behaviors and can even have opposite effects
(Dawson et al., 2024; van Knippenberg et al., 2020; Nishii et al., 2018; Dobbin & Kalev,
2016). The interviewed foreign employees recognized that it is especially the managers’ at-
titudes that make a difference in promoting diversity and inclusion and managerial reinforce-
ment of inclusive practices is needed. This is in line with previous research on the crucial
role of managers in spreading inclusion across different levels in the organization and rein-
forcing inclusive practices by holding people accountable for their behavior (Ferdman B.
M., 2013). Colleagues with negative attitudes toward diversity and inclusion are unlikely to
change their views through training alone, but managerial intervention can at least influence

their behaviors to some extent.

The organizational language policies were one of the biggest factors influencing the foreign
employees’ access to information, which is an element of inclusion. Although both case
companies have increased the amount of information given in English inside the company,
the foreign employees still feel it lacking in comparison to information provided in Finnish.
Furthermore, training possibilities in English were found to be fewer than those in Finnish.
This further strengthens the dominance of Finnish language in the organization and limits
the possibilities of non-Finnish speakers. These findings are very similar to the recent find-
ings by Back & Piekkari (2024), who recognized in their study several organizational prac-
tices, such as providing training and having company meetings mainly in Finnish, that dis-

advantage foreign employees.

As discussed, the exclusionary behavior of Finnish employees hinders foreign employees
from interacting with them and building social capital. However, this is not the only factor
restricting social interactions found in this study. Additionally, the organizational structure
with multi-located teams and employees working on various projects poses significant chal-
lenges to interactions between colleagues. This challenge affects both foreign and Finnish
employees and especially the ones located in smaller offices who primarily collaborate with
colleagues from other locations. However, for foreign employees, this issue is more notice-

able. Working on different projects than their closest colleagues add to the difficulties of
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socializing with them due to the lack of common projects and a common language. There-
fore, although working at the office is often promoted with the benefits of socializing with

colleagues, for foreign employees this benefit is not self-evident.

To conclude, key factors related to the role of organizational practices in fostering inclusion
involve reinforcement of inclusion by managers through inclusive leadership, compliance
practices to ensure fair and non-discriminatory treatment and a truly inclusive language pol-
icy. Exclusion factors included all the practices favoring native Finns and Finnish-speakers
over other groups of people. Participants felt that particularly career advancement practices
favor native Finns resulting in the need for foreign employees to be overqualified and work

harder if they wish to advance for higher positions.

In the next chapter I will discuss some national level factors contributing to inclusion and

exclusion that emerged in this study.

5.3 National level attitudes affect negatively to the feeling of
safety

The research questions in this study focused on the organizational level and how organiza-
tional practices and behaviors of colleagues and managers influence the feeling of inclusion.
However, some factors related to the external field, that is the Finnish national field, emerged
from the interviews and I did not want to exclude them from the findings. Therefore, I will

briefly also discuss these factors in this chapter.

National level negative attitudes towards foreigners in Finland were acknowledged by sev-
eral study participants as well as the negative effects of geopolitics to foreign employees
originating from the conflicting countries. Awareness of such negative national level atti-
tudes and the discriminative labor market in Finland affects negatively to the feeling of safety
among foreign employees, which is an element of inclusion. Additionally, recent political
discussions regarding immigration policies in Finland were viewed negatively. This senti-
ment aligns with the results of a recent survey, where the majority of foreign experts living
in Finland felt worried over the current immigration policy debate (Jauhiainen et al., 2024).
The negative effect of national level attitudes to inclusion is acknowledged in previous re-
search by Tatli & Ozbilgin (2009), who list an unsupportive national political environment
as one of the constraints to promoting diversity in organizations. The organizational field

does not exist in a vacuum but is affected by the surrounding environment. Through the
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Bourdieusian lens, the national level field and organizational field are interconnected, and
the power dynamics and values of the national field influence the structure and values of the
organizational field. Even if the foreign employees hadn’t experienced discriminative or
hostile behaviors at the workplace themselves, the national level attitudes make them antic-
ipate and fear such instances. Additionally, the discriminative labor market adds to the feel-
ing of insecurity especially during uncertain economic times when the risk of unemployment

increases.

To summarize, negative national attitudes and geopolitical tensions significantly affect for-
eign employees' sense of safety and inclusion in Finland. When the national level attitudes
are negative, the anticipation is that same kind of negative feelings are also prevalent in the

organization.

In the next chapter I will discuss the skills and resources enhancing the inclusion of foreign

employees.

5.4 Language skills, work-related skills and social networks en-
hance inclusion

The final research question is about the skills and resources of the foreign employees that
help them to be included in the organization. Regarding skills, which are mainly cultural
capital, language skills, knowing Finnish working culture and job-related skills were recog-
nized in this study to be valuable cultural capital for the foreign employees, which aligns
with previous research (Li, 2020; Yamazaki, 2022). In the study by Yamazaki (2022), work
related skills not gained in Finland were not seen valuable in the eyes of the employers. In
this study most of the study participants had mainly work experience gained in Finland or in
a Finnish company. A few participants had previous experience working in Europe and they
felt that this experience had served them in Finland. This finding thus somewhat differs from
the findings by Yamazaki (2022), which might be caused by the greater perceived cultural
difference between Finland and Japan in comparison to Finland and other European coun-
tries. Nevertheless, importance of knowing the Finnish way of working was emphasized in
the findings of this study and this was mostly accomplished by previous work experience in

Finland.

The study participants had mixed feelings about the necessity of knowing Finnish. Some

saw it as essential for local projects or because their field of engineering predominantly used
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Finnish. For some it was considered essential for communicating with colleagues, especially
in offices outside the capital region. Others managed to work and interact in English and
didn’t view Finnish as crucial, though they were learning it. However, nearly all participants
agreed that not knowing Finnish was a restriction for career advancement. While Finnish is
a highly valued capital, its necessity varies depending on job tasks, the field of engineering,
and the language skills and attitudes of surrounding colleagues. Certain tasks and roles, such
as managerial roles, which require fluency in Finnish highlight the field’s dominant language
and cultural norms which shape the competence requirements for the role. The foreign em-
ployees who have faced this dominance consistently can themselves also internalize the ne-
cessity of knowing Finnish and feel, that without this capital their possibilities in the organ-
ization are limited. This finding aligns with the study of Metz et al. (2022) on effect of cul-

tural capital on feeling excluded.

As already discussed, the behaviors of colleagues and managers are essential in fostering
inclusion, and therefore also good relationships and trust among colleagues and managers as
part of social capital contribute to inclusion. This social capital benefits foreign employees
by facilitating access to information and resources within the organization, fostering sense
of belonging and helps them to accumulate more capital. Additionally, relationships and
connections with Finnish people in general are valuable to gain access to various possibilities
and increase cultural knowledge, as also acknowledged in previous research (Knappert et
al., 2020; Li, 2020). Superficial relationships with colleagues, on the other hand, limit the

foreign employees’ access to social interactions and other organizational resources.

In this study, habitus is used to describe an individual's sense of inclusion or exclusion, social
confidence, and understanding of social norms. The findings regarding the importance of
confidence to inclusion and navigating the field aligns with Li's (2020) research. While con-
fidence and certain forms of social and cultural capital may facilitate an individual’s inclu-
sion, it is, however, ultimately the organizational field that grants or restricts access to social
interactions and resources within the field. According to the findings, repeated exclusion
from social interactions can lead the foreign employee to choose voluntary isolation despite
one’s initial social confidence. This voluntary isolation further reinforces the cycle of exclu-

sion and hinders access to further social interactions and resources.
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6 Conclusions

The final chapter of this thesis presents the conclusions of the study through a summary of
the study. Additionally, the chapter presents recommendations for practice, limitations of

the study and suggestions for further studies regarding the topic.

6.1 Research Summary

This thesis studied the inclusion of highly skilled foreign employees in Finland through a
case study method. The research questions the study aimed to answer are, what makes a
foreign employee feel included or excluded, how can the organization facilitate or hinder

inclusion and what skills and resources of the individual ease inclusion.

The interest in diversity and inclusion has grown over the years also in Finland. One reason
for the growing interest is finding ways to retain highly skilled foreign employees and recent
foreign graduates from Finnish institutes in Finland. Previous studies on the experiences of
foreign employees in Finland indicate that inclusion of foreign employees is challenging due
to discriminatory recruitment practices, stringent language requirements and difficulties of
foreign employees in socializing with their Finnish colleagues. Despite these barriers, some
sectors value foreign language and cultural skills, though racism and discrimination remain

prevalent in Finnish society and workplaces.

The theoretical framework used in this study was based on Bourdieu’s theory of practice,
since it enables studying the dynamic nature of inclusion and the effects of various social
interactions and organizational practices from the perspective of the individual. The Bour-
dieusian concepts of social capital, cultural capital and habitus were used to describe the
skills and resources of the foreign employees and field to describe the organization and Finn-
ish national context as external field. The key elements in the initial theoretical framework
were based on previous research on inclusion of foreign employees and they were modified

and complemented with themes emerged from the study findings.

The qualitative data for the study was gathered through semi-structured interviews con-
ducted with employees from two case companies in the engineering and consulting sector.
The interviewed employees included foreign employees working in the case companies as

well as HR representatives from those companies.
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The study's findings highlight the crucial role of positive social interactions between col-
leagues in fostering inclusion among foreign employees. Furthermore, the attitudes and be-
haviors of managers are crucial in reinforcing inclusive practices within organizations. Con-
versely, limited and negative interactions contribute to exclusion. Organizational practices
that promote non-discrimination, inclusive language policies, and managerial support are
essential for enhancing inclusion. Limited amount of information available in English and
career advancement opportunities favoring native Finns, on the other hand, create barriers
to inclusion. Furthermore, language skills, social networks, confidence, and relevant work
experience can facilitate inclusion, if colleagues and managers are open and willing to en-

gage with foreign employees.

The findings from both case companies are very similar and the same kind of experiences
were reported by employees of both companies. The biggest difference between the units of
analysis was found between employees working in the capital region and those working in
smaller offices outside the capital region. Lower diversity in regards of nationalities in of-
fices and towns outside the capital region highlighted the challenges faced by foreign em-

ployees especially in their interactions with Finnish colleagues.

6.2 Practical Implications

Given the crucial role of managers in implementing inclusive practices, it is important for
organizations to invest in supporting managers and supervisors with inclusive leadership
practices to foster a more inclusive environment for all employees. Additionally, as the chal-
lenges faced by foreign employees were mostly related to interactions with their Finnish
colleagues, supporting and facilitating building social connections between employees is vi-
tal. Both case companies in this study have already adopted several practices related to this,
such as an onboarding buddy, discussion groups and supervisors encouraging both Finnish
employees and foreign employees to interact with each other. The importance of these prac-
tices cannot be emphasized enough and supervisors are to be encouraged and held account-
able to constantly implement them. In addition to strengthening and facilitating social con-
nections between team members, in a multi-located work place the social connections be-
tween employees working in the same office also need to be strengthened, since they play a

crucial role in the everyday life at the office.
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As part of facilitating the social connections between the employees, the language policies
and practices need to be assessed. As discussed by Back & Piekkari (2024), when the organ-
ization’s language policy is not formalized, those who do not speak the dominant language
are left dependent on their colleagues goodwill and voluntary actions to ensure fair treatment
and equal access to information. According to the conclusions of Back & Piekkari (2024),
an inclusive language policy involves a consistent use of a shared language by managers and
colleagues both in formal and informal situations. Formalizing such policies is, as found in
this study, especially challenging in the offices where there are only a few foreign employees
and who do not have their own supervisor at the office. This emphasizes the need for all
managers and supervisors, not only those who have foreign employees in their own team/de-

partment, to set an example on inclusive language practices.

As there are some engineering disciplines where the role of Finnish language in local pro-
jects is still particularly important, supportive measures related to the language are needed
especially for the foreign employees working on these fields. Besides Finnish courses, this
can include, for example, providing field specific vocabulary for the foreign employee to aid

in learning the particular terminology.

As suggested by both previous studies and this study, foreign employees often find their
advancement opportunities limited compared to their Finnish colleagues. The limited ad-
vancement opportunities in Finland have been identified as a factor contributing to the coun-
try being considered undesirable for expats (Internations, 2024). Addressing this issue is thus
crucial for attracting and retaining foreign employees in the future. To ensure fair and non-
discriminatory development opportunities, people development practices should be thor-
oughly examined to ensure that processes are transparent, based on merits and do not dis-
proportionately favor certain groups of people over others. Additionally, transparency re-
garding the qualifications and requirements for advancement is crucial. Some study partici-
pants shared their perceptions that having similar backgrounds to current management and
the right connections are necessary for career progression. These perceptions suggest a lack
of clarity in the advancement process which is reflected in the concerns about fairness among

the employees.

Lastly, as was discussed in the study, the national level negative attitudes and political dis-

cussions affect negatively to the foreign employees’ feeling of safety. This presents a chal-

95



lenge for organizations, as they have limited influence on the source of the problem. There-
fore, promoting psychological safety and taking a strong stance against any form of discrim-
ination or hostile behavior towards foreign employees is crucial to mitigate the effects of
negative national level attitudes. Managers must also be knowledgeable about the many sub-
tle forms that discrimination can take so they can recognize and address these issues as they

ocCcur.

6.3 Limitations of the Study

This study was conducted as a multiple case study, which according to Yin (2003) offers a
stronger transferability than that of single case studies. Additionally, the study findings of
this study on the factors related to feeling included or excluded are very similar to those
found in previous studies, as discussed in the Discussion section. Furthermore, the chal-
lenges faced by foreign employees identified in this study are consistent with the findings of
other studies conducted in Finland regardless of sector of employment. Therefore, it can be
concluded that the findings of this study are widely applicable and offer insights into the
factors influencing the inclusion of foreign employees across different sectors in Finland.
However, as discussed in the Discussion section, the challenges related to Finnish language
are affected not only by the social context of the organization itself but also by the organi-
zation’s field of operation and the dominant language used in the field. Therefore, the study
findings related to the necessity to know Finnish experienced by the study participants in
this study might not resonate with feelings of foreign employees working in a field where

English has a more dominant role, such as the IT sector.

6.4 Suggestions for further Study

As recognized by Kilinc (2021), there is a gap in research on how the experiences of foreign
employees differ in urban and rural areas of Finland. This study shed some light on the matter
by comparing the experiences of foreign employees situated in the capital region and in
smaller towns outside the capital region. However, due to the limited number of interviews,
it cannot be concluded that the differences in experiences are solely explained by office lo-
cation. Other factors, such as office size and level of diversity, may have a more significant
role than the actual office location in shaping these experiences. Therefore, further research

is needed to explore this topic more.
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Additionally, the effect of time on feeling included was touched in this study, but it needs
further studies for theory building. For this a longitudinal study would be needed to explore
the events and conditions over time that favor increasing or decreasing the feeling of inclu-

sion.

As discussed in the theory part of this study, there are several studies indicating the chal-
lenges of foreign employees to advance on their career and this study is consistent with those.
The topic needs further studies that would focus, e.g., on the strategies used by foreign em-
ployees who have managed to progress into managerial positions and what obstacles they

faced on their journey.

Furthermore, in this study the feeling of exclusion seemed to be strongest among the research
participants who were working in local offices where their own team members were not
located at the same office. The effect of multilocational work on the feelings of inclusion
among employees, despite their nationality, is a bigger research question which has become
especially topical with the increased amount of remote and hybrid working in recent years.

It is a vast topic where further research is needed.
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Appendix 1 — Interview Guide

Interview Guide

Interview of the HR manager / Specialist

The questions were originally in Finnish, since the interviews were conducted in Finnish.

Below I will present the original questions in Finnish and their [English translations]
Introduction:

1. Kertoisitko itsestdsi ja tehtivéstisi yrityksessa?

[Could you tell me about yourself and your role in the company?]
The diversity and inclusion policy of the company:

2. Miten yritys méérittelee diversiteetin ja inkluusion omassa toiminnassaan?

[How does your company define diversity and inclusion in its own operations?]

3. Voisitteko kuvailla yrityksen nykyistd diversiteetti- ja inkluusiopolitiikkaa ja -strate-
giaa?
[Could you describe the company's current diversity and inclusion policy and strat-
egy?]
a. Miksi yritys haluaa panostaa nédihin?
[Why does the company want to invest in these?]
b. Mika on diversiteetti- ja inkluusiopolitiikan tavoite?

[What is the goal of the diversity and inclusion policy?]

4. Millaisia kdytdnnon toimenpiteitd yritys tekee diversiteetin lisddmiseksi?

[What kind of practical measures does the company take to increase diversity?]

5. Enti inkluusion? [What about inclusion?]
c. Miten tuette / koulutatte esihenkil$itd?
[How do you support/train supervisors?]
d. Entd henkilostod?
[and employees?]

6. Miten olette vuosien varrella kehittdneet néitd toimenpiteitd?
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[How have you developed these practices over the years?]

7. Miten yritys arvioi diversiteetti- ja inkluusiopolitiikkansa vaikutusta?

[How does the company assess the impact of its diversity and inclusion policy?]

8. Minkdilaista palautetta olette saaneet diversiteetti- ja inkluusiotoimenpiteistd henki-
16sto1ta?
[What kind of feedback have you received from staff on diversity and inclusion prac-

tices?]

9. Mitd haasteita monimuotoisessa tydpaikassa olette kohdanneet?

[What challenges have you faced in a diverse workplace?]

The foreign employees

1. Mité positiivisia asioita ulkomaalaiset osaajat ovat tuoneet mukanaan?

[What positive things have foreign experts brought with them?]

2. Mité haasteita ulkomaalaisten sopeutumisessa tyopaikalle mielestdnne on?

[In your opinion, what challenges do foreigners face in adapting to the workplace?]
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Interview of the employees

Introductory questions:

1. Please tell about yourself?
What do you do?
b. Do you usually work in international projects or in Finnish projects? Do the

projects have both Finnish and international employees?

c. How did you end up moving to Finland?

d. Where are you from originally?

e. Is your current job your first job in Finland?
f. How do you feel about working in Finland?

The Field

1. How would you describe your working environment?
2. How would you describe your colleagues and managers?
a. How do they act in your presence?

3. How do you feel differences are appreciated in your workplace?
Inclusion / exclusion

1. What do diversity and inclusion mean to you?
2. What is your organization doing to promote inclusion and diversity?
a. Can you describe any initiatives or efforts on diversity and inclusion?
b. How do feel about these practices?
3. Do you feel you are valued in your workplace?
a. In what kind of situations have you felt valued?
4. Do you feel you are part of your work community?
5. Can you describe a time or situation when you felt excluded or overlooked at work?
a. What kind of behaviors led to this?
6. Have you ever felt that you need to change something in yourself to be more accepted
at work?
7. Do you feel that foreign employees have the same opportunities in your workplace
as the Finnish employees?

a. Why / Why not?
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Social and cultural capital

1. How is your previous experience or background appreciated in your workplace?
a. Have there been occasions when it has been dismissed?
2. What has helped you to adapt to working in Finland?
3. What kind of barriers have you faced at work?
a. What has helped you or what do you think you would have needed to over-
come these barriers?
4. Inyour opinion, what do you think helps foreign employees feel welcomed in Finnish
workplaces?

a. What is needed from the organization?



