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Introduction
Organizational diversity programs have become increasingly visible over the last two

decades, specifically within the United State and Europe. What started off as gender diversity in
the workplace, has seemingly evolved to incorporate other dimensions of diversity, alike and has
been recognized more and more within in-house within Human Resource department initiatives
or from Diversity Management departments, varying on the organization. While traditionally, the
term “diverse” carries the meaning, of differing from one another and or/ being composed of
distinct elements or qualities (Merriam-Webster); the term “inclusive” carries the meaning of
understanding limits and/or extremes and/ or covering all (Merriam-Webster). For purposes of
this research, I will contextualize inclusion utilizing The Global Diversity Practice’s definition,
as | believe it encompasses and identifies a wide range of identity/diversity dimensions:
“Inclusion is an organizational effort and practices in which different groups or
individuals having different backgrounds such as national origin, age, race and ethnicity,
religion/belief, gender, marital status and socioeconomic status to the less tractable
dimensions of educational background, training, sector experience/organizational tenure,
even personality are culturally and socially accepted and welcomed, equally treated,
etc. Inclusion is a shift in an organization’s mindset and culture. The process of inclusion
engages each individual and makes people feel valued which is essential to the success of

the organization” (The Global Diversity Practice).

In sum, being inclusive is aiming to incorporate all forms of diversity/ identity, especially those
that are less visible. I argue an inclusive diversity program should going beyond the status-quo
and recognize the less visible and the intersectional, in an effort for their diversity programs to be
considered inclusive. Various organizations have seemingly defined both together as a broad
program for monitoring, insuring, facilitating understanding of differences within the workplace.
The topic of ‘inclusiveness’ and ‘inclusivity’ has more recently been incorporated within the
organizational diversity programs, alike. While various organizations can have differing reasons
for incorporating diversity and inclusion programs in their organizations, they can additionally

have different methods for how they incorporate them within their organization.

Organizational diversity programs can exist for a number of reasons, varying on several

factors and dependent on the organization itself. In her 2002 publication, ‘Managing Diversity’:



Power and Identity in Organizations, Erica Foldy suggests, “Diversity programs have the
potential to level the playing field for groups traditionally underrepresented at mid-and upper
echelons in organizations. They do so by transferring resources to members of marginalized
groups, by helping them play the game better and be more successful by enabling their access to
decision-making processes and by identifying biases and prejudices on the part of individual
managers” (Foldy, 2002; p.103). In essence, this reason offers an explanation that states that
diversity programs exist to make the workplace inclusive for all, especially individuals that have
been historically and traditionally marginalized by society. Other reasons that factor into the
existence of diversity programs can be related to civil rights, equal opportunity and affirmative
action plans and other legislative mandates (varying on the geographic location of the
organization) that organizations either must abide by, or sign on to meet requirements on a
voluntary basis. “Companies today demonstrate their compliance with these laws and protect
themselves from litigation by embracing diversity discourse and implementing diversity
programs (Williams, Kilanski, Muller, 2015). Many organizations have also gone on to conduct
and publish in-house research articles that argue and show that new market research shows that
companies with more diversity can perform better financially (Hunt, Layton, Prince, 2015). It
remains clear that there is a plethora of reasons why these organizational diversity programs
exist. Whether the sole reason for managing diversity are to improve productivity remain
competitive, to form better working relationships among employees, and to potentially address
legal concerns (Wentling, Palma-Rivas, 1998), it is clear that different corporations can have
different initiatives which can depend on the type of industry, the geographic location, etc.
Regardless of why they have come to emerge more recently; noticeably within the United State
of America and Europe, it without doubt that it has become more of a corporate initiative
particularly within larger organizations in a globalizing world.

To complicate matters further, different organizations can have different programs of
diversity and methods of implementation, as they see fit. Organizational diversity programs have
been rolled out in various methods including mentoring groups, cross-cultural training/
sensitivity training, unconscious bias training for all employees and interoffice networks specific
to various social identities. It is not universal how organizations facilitate these efforts and often
times varies once again based on the type of industry, executive officer influence, geographic

location and the similar. Additionally, some organizations can be seen to have several diversity



programs in place or very few, making it difficult to formulate a general understanding of
organizational diversity programs across the board. Yet there remained one term that seemed to
be associated with nearly all of the organizational diversity literature that I uncovered during this
research and that was, ‘management’.

Throughout the research process leading up to this paper, as well as during, nearly all of
the related literature | found and investigated almost always explicitly stated or referred to
organizational diversity programs simultaneously with the term ‘management’ (i.e.: Diversity
Management, Diversity Manager, Managing Diversity). Initially, I admit that | saw nothing
wrong with the term ‘management’ in terms of referring to organizational diversity programs. On
the contrary, it initially seemed quite fitting that the diversity and its related programs needed to
be managed, particularly in relation to organizational initiatives. This would seemingly apply to
any organizational initiatives needing a component of control, in an effort to insure effectiveness
in an attempt to monitor efficiency. However, it was not until I came into contact with the 2002
publication of Professor Erica G. Foldy ‘Managing Diversity’: Power and Identity in
Organizations and her theorization that the management of diversity specific to the
organizational context could be interpreted as a method of control. At the same time, | often
found myself questioning may of the literature that | had gathered, wondering why they
remained very one dimensional, tending to only focus of one or two dimensions of diversity and
social identity. To me, it did not seem inclusive to omit or fail to recognize the variety of
diversity and social identity dimensions that exist within each individual employee, directing me
to constantly reflect upon my feminist knowledge and understanding of what it meant to be
intersectional.

Though there was a plethora of scholarly literature on organizational diversity, | found
that many of the times the focus of organizational diversity was too one dimensional. Meaning,
diversity was being defined and/ or presented through a single lens of identity (i.e.: gender or
race), rather than aiming to incorporate of acknowledge other dimensions of diversity and
identity. While a many of the literature that was gathered for this research paper could potentially
have been utilized for the Literature Review of this paper, | did not feel entirely comfortable
incorporating literature that did not explicitly draw upon intersectionality or recognize identity
and power. With that, it was considerably difficult to find literature on organizational diversity

that specifically addressed and drew upon notions of intersectionality and power. Yet, after



tirelessly digging, digging some more, and possibly pulling my own hair out, | was able to find
my, “holy grail”. In this research, I will conduct a literature review of Professor Erica Foldy’s
2002 publication, ‘Managing Diversity’: Power and Identity in Organizations. This very
detailed, and at times a bit dense publication, presented notion of both identity and power
through the Foucauldian lens and their presence within organizational diversity programs. While
intersectionality was not specifically mentioned or referenced within her article, the author made
several clear connections that would be considered to be intersectional. This single piece of
literature was able to inform my understanding of how organizational diversity models could
work to be more inclusive and additionally, how intersectionality and Foucauldian power could
be interpreted within the organizational diversity model, in an effort to uncover how inclusive
organizational diversity programs present themselves to be.

Although, initially I did not plan on nor foresee myself investigating the notion of power
within organizational diversity models, I was struck by not only Foldy’s (2002) utilization of
power through the Foucauldian lens, but the vast lack of acknowledgement there was in terms of
the notion of power within other organizational diversity literature. So much so, that | scrapped
my original plans for this research paper, almost entirely. | felt it was more imperative for me, to
investigate organizational diversity models in a way that was seemingly uncommon.
Additionally, it was Foldy (2002) who called for more attention to be focused on the notion of
power within the organizational diversity context. | personally felt that it would be far more
constructive to investigate this further, rather than contributing to the common organizational
diversity discourse that I often found myself coming in contact with. Furthermore, | felt that
without the presence of intersectionality and the recognition of power within an organizational
diversity programs, an organizations diversity programs could not be fully inclusive as originally
assumed. A failure to approach diversity in an intersectional manner and/or a failure to recognize
diversity as being intersectional, in addition to failing to address the power that could potentially
exist or cease to exist among various identity intersections, and the potential of power to exist
within the organizational diversity programs (i.e.: the management of diversity itself), would

show a significant lack of inclusivity and could be potentially deemed as excluding.

This research seeks to consider how the notion of power and intersectionality can be

interpreted through a sampling of three large, Dutch corporations. In an effort to determine this, |



will utilize the theoretical frameworks of intersectionality and Foucauldian power in an effort to
understand their presence within the Dutch organizational diversity programs that will later be
examined through a critical analysis (critique). This process will be conducted through a critical
analysis of each of the three Dutch diversity organization’s programs, as extracted from their
official online websites. Upon analysis, | hope to offer a constructive approach to how
organizational diversity models can be improved in the future, while incorporating intersectional
approaches and the recognition of power. I will utilize the theory of intersectionality originally
coined by Kimberle Crenshaw (1989) and the Foucauldian theory of power (1982). I will frame
intersectionality and power as an approach in an effort to interpret inclusivity within the Dutch
organizational diversity model. I argue that intersectionality and power are mutually inclusive
and must be present and explicitly acknowledged within organizational diversity models, in
order / an attempt to be inclusive.

In order to remain focused and somewhat controlled, | targeted three large scale,
international Dutch corporations. | chose the Dutch market for two reasons. The first, being
because my initial idea of inclusivity in the Netherlands was drastically challenged upon my
arrival here, from the United States. | had previously been a frequent tourist to the Netherlands,
but had never resided in the country until over a year ago. It was upon moving here permenently
that my initial assumption of the Netherlands and the Dutch being widely known as an inclusive
country and society, began to change. It was a combination of Zwart Piet, having friends that
identified other than cis or hetero and their sharing of experiences of discrimination in the
Netherlands openly with me. It also may have been that less than rare occasion where | found
myself cycling and encountered an angry automobile driving shouting racist remarks at a cyclist
who did not fit the Dutch racial stereotype, who may or may not have been in the traffic right-of-
way. While by no means did | assume | would be moving to a utopian country, it was situations
like these that truly changed my initial opinion towards Dutch “inclusivity” and got me thinking
of how inclusiveness was portrayed within the workplace. The second reason, being my research
previous to taking on this particular paper. | had been working in an internship investigating
Diversity and Inclusion within the Dutch organization and speaking to various Human Resource
and Diversity Management professionals. While | the conversations | had were mainly pleasant
and helpful for my internship project, | began to see a trend in how diversity programs within the

organization were often one dimensional and intensely managed and monitored most of the times



by a higher Board of Directors within the organization whom had control over which initiatives
to push/ roll out, etc.

As you will see the three corporations that I chose were considered to be “large scale”
corporations based on the annual publication, The 2016 Forbes Global 2000. This ranking is
based on a composite score from equally weighted measures of revenue, profits, assets and
market value (Forbes 2016). | specifically aimed to investigate corporations with high measures
of revenue, profits and assets, including market value as these corporations potentially have more
to lose if they fail to have diversity programs in place. Furthermore, corporations with higher
revenue, often have the means and measures to financially facilitate these initiatives/ programs,
as they are often run by a department embedded within Human Resource practices. Additionally,
these corporations were not only based in the Netherlands, but had international offices around
the globe, which I believed would offer more incentive for them to have said diversity programs,
initiatives, measure, etc. in place as their employee base would have a higher chance of being
considered to be international, which could potentially mean more diversity. Lastly, in my
experience previously researching diversity programs within organizations, the larger scale,
global companies were the ones that often times addressed topics of diversity and their respective
programs on their official online websites.

In an effort to extract material (from the official corporate websites), directly relevant to
the corporations/ organizations diversity programs, | developed a catalog of key words/ terms
that I found to be directly related and encompass both dimensions of diversity, identity,
intersectionality and power. This was then utilized to additionally comb through the individual
official websites of each of the three organizations in an effort to insure all relevant information
to each organizational diversity program could be extracted for analysis. Though
understandably, it could seem like an abstract way of extracting relevant information, it was not
only helpful and easily accessible but additionally allowed me to perform this research within a
specific timeframe. It is important to note that prior to this method, | had reached out to these
organizations by telephone, in an effort to accumulate more information on their organizational
diversity program. However, | was met with either silence, or was immediately directed to their
official websites, where 1 was told all of the relevant and necessary information could be found,

in depth.
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Upon collecting all relevant organizational diversity information from each of the three
official corporate websites, | then will exercise a critical analysis on the information collected for
each of the three individual organizations, in an effort to understand and interpret how inclusive
these organizations drawing upon my framework of intersectionality and power. | will produce
three separate critical analysis summaries on each of the individual organizations diversity
programs. | will then offer another accumulative critical analysis of the three organizations
programs, specifically drawing upon my theoretical framework of power and intersectionality
while. Upon conclusion, | aim to provide how Dutch organizational diversity programs can aim
to be more inclusive moving forward, by recognizing both intersectionality and power within

their diversity programs.

Research Question:

How can intersectionality and power be interpreted within the Dutch organizational diversity

program?

Sub guestions:

-How can power and intersectionality aid the organization’s diversity program be more
inclusive?

-How is power exemplified through/ within the organizational diversity model?

-How does an intersectional framework allow us to uncover marginalization’s within the

organizational diversity program and what does this say about power?
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Literature Review

Introduction
Much has been investigated and written about diversity within various organizations over the last
decade. And being that the topic of diversity encompasses multiple dimensions, there does not
cease to exists a lack of scholarly literature available on the general subject, with regards to large
organizations. One might find this to be particularly helpful, especially when conducting
research in an attempt to write a research paper, or thesis such as this. However, | must be candid
and admit that the amount of scholarly literature that was available to me on this particular
subject of diversity, intersectionality and power was sparse. While | could have potentially used
literature that was broad and focused on general organizational diversity, | felt uncomfortable
with that idea as | felt it would not be adequate enough, or supportive enough to my topic
overall. However, after some intense digging | was able to locate a piece of literature that aided
in framing not only my topic for this thesis, but had a large influence on the framework of this
research paper overall.

In her 2002 publication, ‘Managing Diversity’: Power and Identity in Organizations,
Erica Foldy, professor at New York University explores in depth how power dynamics influence
personal identity within the context of organizational diversity programs (Foldy 2002). She first
begins by arguing that both identity and diversity are fundamentally interwoven and that the
concept of identity is evidently at the core of understanding diversity within organizations.
Identity coming in many dimensions be it race, gender, and sexual orientation; as the author
explicitly states these three main dimensions are being increasingly addressed within
organizations diversity programs. Foldy utilizes and numerously refers to various other works
that have previously centrally focus on organizational diversity programs in a broad sense. These
works have in turn, concluded that diversity programs are increasingly widespread, however
studied far too minimally and vastly under-theorized (Foldy, 2002; Comer & Soliman, 1996;
Nkomo & Cox, 1996; Prasad & Mills, 1997). | too, had found it increasingly difficult to find
relevant literature that was vast in the sense that it investigated more than how diversity was
beneficial to an organization, often neglecting to focus how multidimensional diversity is and
failing to demonstrate an extensive understanding. It was many of the times that | often

wondering why studies on diversity specifically within organizations were incredibly
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undertheorized. That is, in the sense that the literature that | was often coming across; be it in the
form of scholarly literature and research conducted into diversity within organizations, or reports
and articles published by business review magazines often focused on how diversity was being
controlled and/or managed. Often times, the literature that | was coming across would point out
various ways a company would “facilitate” inclusion by implementing diversity programs,
policies and initiatives and why some of these were successful and others failed. It was Foldy’s
work and investigation into the relation of diversity programs and identity through the
Foucauldian lens of power, that was the first time I truly saw a more in-depth approach to
attempting to uncover and theorize how these notions of identity and power can not only impact
individual employees, but could potentially be detrimental to understanding how some of these
diversity programs, policies and initiatives within the organization can be adverse to their
original intention. In turn, opening up a new door, or a new phase in investigation into

organizational diversity programs.

Foldy asserts that diversity programs are immensely relevant to organizational culture
and have the most significant impact on observable manifestations of the culture, including but
not limited to the representation of different demographic groups and organizational policies.
However, she continues that in an effort to truly change an organization, diversity programs must
extend to the less visible aspects of culture, although many organizational diversity programs
neglect to (Foldy, 2002; Schein, 1985; Thomas & Ely, 1996). While, there is a plethora of
literature that exists on diversity within organizations, many of that literature that | have
discovered focuses more on diversity in a very singular dimension, often addressing one or two,
maybe at most, three dimensions of diversity. Typically, being race, gender and sometimes
sexual orientation. However, I have come to find that the, “less visible™! aspects of culture and/or

diversity are rarely mention or even recognized.

While arguably the term, “managing diversity” is one of the most familiar classifications
for diversity-related work in present day organizations, Foldy and other scholars argue that the

term, ‘manage’ needs to be investigated in a deeper sense, as the term ‘manage’ typically refers

1 “less visible” could refer to any dimension of diversity and self-identity not “seen” or projected to individuals ( ie: race, religion, sexual
orientation, education level, values and beliefs, socio-economic levels, etc.). It is important to note that “visible” dimensions of diversity and
subjective and often times commonly assumed visible dimensions of diversity can too be considered, “invisible”.
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to methods of control (Foldy, 2002; Litvin, 2000; Nkomo, 1997). Continuing on, Foldy states, “If
we understand identity as a valued, contested resource and we understand diversity initiatives as
one site in which identity is shaped, then ‘managing diversity’ takes on a whole new meaning”
(Foldy, 93). This statement is the departure point for Foldy inserting the power dimension to
discussions that surround diversity and identity within various organizational structures. It is this
perspective, Foldy argues, is especially deficient within the current literature that surrounds
diversity within organizational studies and argues that often there remains an upbeat narrative
among with the current literature on diversity as well as within the diversity programs within
organizations (Foldy, 2002; Prasad & Mills, 1997: 5). Continuing on, Foldy highlights how it is
imperative that any framing of the concept of diversity must take into consideration the
characteristics of, “those who are in the position of power (white males) and the too often
silenced voices of the Other (i.e. Women, people of color, the aged, etc.) and the multitude of
political interactions between dominant and non-dominant groups within organizations” (Prasad
& Mills, 1997:23). While previous researchers such as, Nkomo and Cox (1996: 349) have
summoned diversity researchers to look into what upholds these patterns of power relations
within organizations, Foldy’s aim in her research is to provide an understanding of diversity,

power and identity and their interrelationship with one another.

I would be a hypocrite to not admit that | never really bothered to think about the term,
“managing” in relation to diversity. My initial impressions of, “managing diversity” seemed
appropriate, especially within the organizational context. By this, | mean that | was viewing the
term, “managing diversity” as a job function and a role. To me, it was merely someone or a
collective group’s responsibility to manage, facilitate and implement diversity related programs,
policies and the similar with regards to the organizational context. However, it was Foldy’s
argument that power in the specific context of managing diversity, that genuinely confronted me,
and urged me to take a step back and re-evaluate how I interpret the term, “managing diversity”
and to investigate deeper into this meaning and the discourse from and within various

organizational diversity programs, specific to the Dutch context.

Foldy carries on to how power is to be contextualized with her particular research, as
power and power relations can be largely broad and disputed among various theorists throughout

history. Building on the framework that had previously been laid by Hardy and Leiba-
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O’Sullivan (1998), which was originally built off of Lukes (1974), Foldy outlines and compares
three broad lenses to theorizing power. Thus being, mainstream, critical and Foucauldian. While
| found all three to be both insightful and valuable to understanding various perspectives and
theories surrounding power, | will specifically focus on summarizing Foldy’s use of Foucauldian
power and its relation with identity and influence on organizational diversity programs. That is
not to say the neither mainstream nor critical were not crucial or valid to understanding how
power is contextualized within organizational diversity programs. My intent was to remain
focused to one notion and felt that the Foucauldian notion of power in relation to diversity within
organizations would allow me to further expand on my specific topic, and allow me to conduct a

deeper investigation, as you will see later on in this paper.

The Foucauldian lens and approach to power investigates various power inflicted voices
and their implications for how we live, think, feel and identify, rather than giving privilege to
one point of view over another (Foldy, 2002). In Foucauldian terms, the notion of power is often
intangible and omnipresent. Foucault has previously gone on to declare that, ‘power is
everywhere’ (Foucault, 1993; p. 518) and is continuously being employed from infinite points.
Foucault had continued to uphold the notion that power and knowledge mutually comprise one
another. As humans, “We are subjected to the production of truth through power and we cannot
exercise power except through the production of truth” (Foucault, 1980; p. 93). In Foucauldian
terms, it is power that is involved in how we not only make sense of the greater world, but
additionally, how we make sense of ourselves as individuals. It was this notion of power, that |
felt was most practical and relatable not just for my topic, but was broad and unrestricted enough
to be applied as a framework, in an attempt to understand power within any field. If felt it was a
framework that could be beneficial in interpreting and aiming to understand power within

organizational diversity programs, which is one of the main focuses of this research paper.

Foldy is quick to remind us that we are all influenced by a variety of ways of thinking
and that our ‘sense-making’, “may be fundamentally prescribed by structures of language,
knowledge, and power and there is no ‘reality’ hidden within” (Foldy, 96). I believe this is both
critical to remember and continuously reflect on when utilizing theories such as Foucault’s
notion of power. As Foucault continuously contends, power is all around us, “Everywhere that

power exists, it is being exercised” (Foucault 1977). Coinciding with Foldy, it would seem that
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in some way, shape and/or form, we are all somehow influenced by power. Assumingly, this is
something that is unavoidable, yet again, critical to remember when reflecting on matters such as
diversity programs within organizations. However, it is essential to remember that Foucault did
not see power as a monumental outside source and Foldy reiterates that while many other
theorists would argue that power is reigned down upon in a more hierarchical, external sense;
Foucault positions power as being situated around and among us. “For Foucault, power is not an
external force acting on a being otherwise untouched by power. We are constituted through
power” (Foldy; 97).

It was Foucault’s standpoint that I found myself inclined to agree with. While I do
believe that power exists among us, rather than from an external hierarchical source, | do want to
be clear that | believe power can at time be more considerable based on whom or where it is
coming from. While this cannot be a broad, nor blanket statement, 1 do believe that when
particular circumstances and conditions are at play, power can potentially be more dominant,
however | firmly believe it is omnipresent and can be both obtained and exerted from each of us.
Foldy continues to elaborate on Foucault’s notion of power; in my opinion, her explanation of
Foucauldian power is much softer in terms of interpreting. To reiterate, in Foucauldian terms,
“everyone has power; power is everywhere ...and theorizing power as a top-down pressure or
force misses the multiple sources and enactments of power. Finally, since we are never outside
power, never free of its discourses, we are never in a position to determine the state of nature

outside power”. (Foldy; 97).

Foldy continues on then, to elaborate on identity, which she is quick to point out that
various theorists from a wide range of disciplines have often challenged the notion of identity as
a concrete, comprehensible sense of self (Foldy, 2002; Collinson, 1994; Hall, 1996a, 1996b;
Jenkins, 1996; 1997; Nkomo and Cox, 1996; Schlenker, 1985). Expectedly, Foldy points out that
that the concept of identity being quite ambiguous has been defined widely (Foldy, 2002). Yet,
there is one particular definition that contextualize identity providing a suitable starting point for

Foldy’s research:

“Identity can be regarded as a theory of self that is formed and maintained through actual

or imagined interpersonal agreement about what the self is like. Analogous to the
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scientific theory, its contents must withstand the process of consensual agreement by

informed, significant observers (Schlenker,1985; p. 67).

Identity, is something that Foldy reasserts is continuously constructed and affirms that identity is
something that humans are continuously engaging in as a part of their self-identity.

Furthering on the notion of identity, Foldy references Nkomo and Cox (1996), and their
literature surrounding diversity management within organizational studies, proposing that
identity is central to understanding diversity. Both Nkomo and Cox (1996) offer and approach to
theorizing identity, in which Foldy relies on within her writing (Foldy, 2002). Nkomo and Cox
(1996) assert that various identities can interact in a variety of different environments. It is these
interactions that reveal just as much, if not more about identity than then ‘pure’ effects of only a
singular identity (Foldy, 2002; Nkomo and C0x,1996). Expanding on Nkomo and Cox’s (1996)
work, Foldy continues on to explain that various types of identities can have diverse social and
organizational consequences. “Identities based on embedded social divisions like race or class
will affect dynamics very differently from identities based on more contingent organizational
groupings like work group or even profession” (Foldy, 2002; p. 98). A third argument that
Nkomo and Cox make, in which Foldy continues on to reference and summarize is that particular
identities must be understood in both their cultural and historical context. We need a sound
understanding of the privileges and oppressions that been associated with various identities
throughout history, in an attempt to understand how we can prevent various oppressions from
continuing. Lastly, Foldy proclaims sharply that it would be the duty of researchers to continue
to be both mindful and careful to avoid essentializing particular identities. With this, she reminds
the reader that it can be dangerous to assume that a particular identity affects all individuals who
associate with that identity in the same or similar way (Foldy, 2002; Nkomo and Cox, 1996).

Similar to assertions of both Foldy (2002) and Nkomo and Cox (1996), it would seem
fairly obvious for; in this case researchers, particularly within diversity and identity studies, to
hold both themselves and their research accountable for recognizing and explicitly stating that
identity and particularly various identity intersections are often unique to the individual, rather
than being generalized broadly. Taking this position especially in the context of diversity studies;

| believe is critical to attempting to understand how various individuals and groups of individuals
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can often be marginalized and experience discrimination. The recognition of this in itself is
something that I continuously found myself searching for within various organizational diversity

literature, but unfortunately proved to be a scarcity.

Bearing all of this in mind, Foldy then begins to assemble a framework, showcasing how
a Foucauldian power lens can examine issues related to identity. Particular to how the
Foucauldian power lens observes identity, we are met with the two ways that Foucault had
previously laid out being disciplinary and pastoral. Foldy goes on to interpret that both these
forms of power, “bind internal, individual desires together with external forces, pastoral power
focuses more on what Foucault called ‘technologies of self” “(Foldy, 2002; p. 101) while the
power of discipline comes from, “the ability to formalize, standardize and regulate human
activity” (Foldy, 2002; p. 101). It is the disciplinary form of power that more than often found
within organizational structures where hierarchical systems are present. “Such practices define
standards and measurements for behavior, create hierarchies based on competence, and develop
tools to exact compliance with the norm” (Foldy p. 101). In sum, Foucault theorizes that both
power and identity are constructed through one another and that our identities and notions of our
self and self- identities are influenced by the power that is ever so omnipresent within the space

we live in.

While Foucault’s theories of power can be a bit abstract to interpret for some, I found that
with Foldy’s summarization | was able to digest the Foucauldian lens to power, with her relation
to identity as external forces coming from the outside of ourselves. Whether this be society on
the macro scale or an organization in which the individual works within, on the micro scale.
Regardless, there are seemingly forces of power continuously at play. While I am a bit skeptical
of the use of conscious and deliberate use of disciplinary power within organizations, | do
recognize that the act of managing diversity can be interpreted as such method of disciplinary
power. I am unsure if [ am comfortable asserting and generalizing that an organization’s use of
power is consciously deliberate as a means to somewhat control diversity, specifically. However,
| believe there is power occurring externally (power that influenced the ideologies surrounding
diversity) in an attempt to control, regulate, monitor and/or manage when it comes to diversity
management within an organization. Showcasing furthermore that power is omnipresent and

continuously at play.
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Lastly, Foldy then turns to connect the Foucauldian framework in an attempt to showcase
how this specific lens highlights identity and power relations within various diversity initiatives.
She first mentions various initiatives within diversity programs that have been recently and most
commonly found within various organizations. These would include, but are not limited to
diversity training, mentoring programs, support groups, changes in human resources policies and
the similar (Foldy, 2002). Specifically, in terms of the Foucauldian lens, Foldy argues that, “all
organizational practices are caught in a web of power relations that reproduce the status quo and
prevent significant change. Similarly, diversity initiatives are created out of a particular set of
organizational discourses, norms, characteristics and exigencies; those leading the initiative have
little choice but to enact it in such a way that it reinforces the organization’s operating
procedures” (Foldy, 2002; p. 104). It is here where we are able to see just what Foldy means by
her initial statement of declaring the “management” if diversity within organizations as
particularly problematic and exert power. While the intent may have been for the better good of
the company (providing the benefit of the doubt), in essence the managing of diversity is a way
to potentially limit, control and/ or project a one-dimensional, narrow view on diversity, often
influenced from discourses that have been deemed the social norm within society. Rather than
seeking to define diversity and its initiatives within the organization as a collaborative effort, it is
argued that these definitions and initiatives are solitary and often fail to take into account and/or
recognize the various dimensions of diversity and showcasing identity as being far too

generalized, rather than unique and intersectional.

In terms of addressing a specific and common organizational diversity initiative and
providing a useful example, Foldy weighs in how diversity trainings can often be seen as
including both elements of Foucauldian power as previously mentioned; disciplinary and
pastoral. “A common incantation of diversity programs is the declaration of their intention to
change behavior, rather than attitudes” (Foldy, 2002; p. 105). While Foldy maintains that an
employer should never attempt to transform the way an employee or groups of employees think
of feels, employers can look to state and require specific codes of conduct (Foldy, 2002). While
this effort can be considered a type of disciplinary power at play, Foldy additionally adds that
diversity trainings that look to have a more personal level with each of their employees; by
means of attempting to ask their employees to participate in groups and reflect on their own

personal experiences regarding their prejudice and discrimination can be an example of pastoral
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measure of power being produced.

Regardless of the diversity initiative being exemplified within the organization, Foldy
demonstrated how the use of the Foucauldian power lens be utilized in an attempt to investigate
presence and role that power can play in terms of identity within an organizational structure.
Though traditionally, many scholars would argue how much room he had left for individual
agency in his own perception of power relations, more recent scholarly work has offered that
Foucault provided a larger space than initially assumed, to human agency in later works (Hall,
1996b; Knights, 1992). With that being said, I felt that Foldy’s overall use of Foucauldian power
lens was a fitting and overdue framework for an approach to the relation of power and identity
within diversity initiatives in the organizational sphere. To be quite honest, it was refreshing to
see her incorporation of these notions and provided a valuable base for the start of my research.
Not only that, her literature in itself challenged my prior conception of not only diversity
programs as a whole, but also provided a framework in which I hope to expand upon with this

particular research paper, in terms of power.

Despite agreeing with nearly the vast majority of Foldy’s literature, I did take particular
notice to how identity and her association with intersections was continuously referenced within
her work, yet there were no explicit connections made to intersectionality or the intersectional
theory. It would seem quite fitting to incorporate the notion of intersectionality departing
forward from Foldy’s literature, in relation to its presence and power within organizational
diversity programs. While understanding intersectionality can being to aid in the understanding
of power, privilege and oppression. Though, I feel that Foldy’s notion of identity is an imperative
factor to attempting to understand diversity within the organizational sphere, | would assert that
the notion of intersectionality is something that can and should be investigated either collectively
with Foldy’s notion of identity or separately (while referencing identity) in an attempt to focus
on intersectionality in a more specific manner. Moving forward in this research paper, I will
choose the latter, but be sure to give reference to the notion of identity, specific to Foldy’s

research.

While it is essential that | affirm my personal belief that notion and understanding of

identity as described by Foldy is obligatory not only to understanding diversity, | firmly believe
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that it is additionally a precursor to conceptualizing intersectional theory and intersectionality.
Furthermore, it is my belief that in an effort to understand intersectionality, we must first
recognize the various identity categories that exist. It is my belief that only then can we move
forward to attempting to understanding how various identities can intersect and thus potentially
uncover various privileges, oppressions and discriminations. Continuing on, |1 would argue that
beginning to recognize and understand intersectionality within organizational diversity prorgams
can perhaps shed further light on power in terms of traditionally and historically oppressed
identity groups. Furthermore, by recognizing the privileges and oppressions of certain identity/
diverse groups that can be uncovered through intersectional framework, organizational diversity

programs and make a more progressive effort to being more inclusive.
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Theoretical Framework
Introduction

When it came time to choosing a theory for framing my research on Diversity and
Inclusion models within the Dutch corporate structure, | shamefully admit that Intersectionality
was not my first or immediate choice. It is not to say that was because | was hesitant for utilizing
intersectionality as a theoretical framework. However, when | often reflected on topics of
diversity and inclusion, | had ignorantly assumed diversity, inclusion and intersectionality were
synonymous, or considered to be mutually inclusive. However, the more | familiarized myself
with intersectionality, the more | came to realize that though intersectionality and diversity
should be mutually present, I quickly found that it was not the case within both scholarly
literature as well as my own research involved outside of this research paper.

In this section, 1 will outline the history of how the term intersectionality came to be
coined, and notable feminist scholars that have situated intersectionality within their work,
through various lenses. | will then take a turn to briefly explain how intersectionality has recently
been applied in disciplines (outside of organizational diversity studies), why it is being utilized
more, and what insights utilizing the theory of intersectionality has offered.

I will then continue on to connect the theory of intersectionality with the theory of power,
specifically Foldy’s (2002) interpretation of Foucauldian power. I will reference and emphasize
the work of Erica Foldy, more specifically her use of Foucauldian power being present in
relation to diversity management within organizations. This will begin to contextualize the basis
of my framework of power and thus, finally lead me to explaining how both intersectionality and
power intertwine to form the basis of my framework for this research. As Foucault stated,
“Everywhere that power exists, it is being exercised” (Foucault, 1977). It was this statement in
itself, that lead me to question the relation and potential existence of power within organizational
diversity programs, and urged me to consider the potential power relation could be interpreted
through the interpretation of organizational diversity programs. If Foucault’s statement bears

truth, what is not to exclude these organizational diversity programs from this narrative?
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Origin of Intersectionality

In 1989, Kimberle Crenshaw introduced the term, “intersectionality”, in an effort to
develop a Black feminist criticism as she found there was a tendency to treat race and gender as
mutually exclusive categories of experience and analysis. Crenshaw found that this tendency as
perpetuated by a single-axis framework that was often found in anti-discrimination law and that
also reflected itself often in feminist theory and antiracist politics (Crenshaw,1989). Initially the
term was coined in context with race and gender, specifically black, women and the
discrimination and oppression that comes with these intersects. While Crenshaw often utilized
intersectionality in terms or race and gender intersections (not limited to), the term remained
versatile in uncovering the weaving of various other intersects of social identities in uncovering

privileges, discriminations and oppressions that often came along with them.

Theory in Feminist Scholarship

Many feminist scholars have recognized the need for intersectionality within feminist
debates both prior to Crenshaw’s introduction of the term, and after. In her 1981 book, Ain’t I A
Woman, Bell Hooks brought to light and ridiculed the previous and common correspondence
many (white) feminists used regarding the circumstances of women and the circumstances of
Blacks. “This implies, that all women are White and all Blacks are men” (Hooks, 1981). Hooks,
argued and urged feminists too look deeper at the intersections of the individual(s) experience
which, in turn, would present the oppressions, of the individual experience at the micro level
which would begin to aid us in understanding discrimination at the macro level, specifically in
terms or race and gender intersections, similar to Crenshaw. Ultimately, Hooks contested the
notion that 'gender’ was the principal factor deciding a woman's fate (Hooks, 1984) and gender
and race intersections should not be looked at as separate entities, nor treated as such.

While, both Hooks and Crenshaw primarily focused on the intersections of race and
gender, feminist’s scholars Gloria Anzaldua and Cherrie Moraga, focused on exploring the
intersection of primarily, sexuality and class, in addition to race and gender. In their 1981 book,
This Bridge Called My Back, featuring a plethora of writers from non-western backgrounds, the
text aimed to explore how the intersections of an individual’s sexuality and class, intersected
with their race and gender and how, in turn, these multiple intersections constructed even more

divergent political categories. Again, bringing to light the societal and political discriminations
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and oppressions that often came along with them.
Theory in Outside Disciplines

While many feminist’s scholars have framed intersectionality in an effort to understand
systems of social oppression, traditionally; intersectionality has more recently began to be
applied as a theoretical framework, specifically within Public Health and Education systems in
order to understand traditionally and historically oppressed populations in these specific sectors,
alike. “Public health’s commitment to social justice makes it a natural fit with intersectionality’s
focus on multiple historically oppressed populations. Yet despite a plethora of research focused
on these populations, public health studies that reflect intersectionality in their theoretical
frameworks, designs, analyses, or interpretations are rare” (Bowleg, 2014; p.1).From an
educational perspective, the intersectionality theoretical framework is crucial to not only
understanding individual student experiences, oppressions and discriminations they may face,
but ensuring there are effective and progressive policies and practices in place, in order to
provide all individuals with an equal opportunity for education and minimize oppression and
discrimination, bot conscious and unconscious, within the educational structure.
“Intersectionality is critical to moving forward in appropriately accounting for relevant subgroup
and individual differences are (1) addressing institutionalized biases and barriers that negatively

affect them and (2) enhancing efforts to accommodate and promote diversity” (Yan, 2008; p. 4).

While intersectionality theory as a framework has only recently, in the last few years,
been applied within particular aspects in the social, health and educational sectors, it has begun
to make a small presence within the organizational studies realm, alike. “Intersectionality is
considered to be a burgeoning ‘research paradigm’” (Hancock, 2007; Winker and Degele, 2011).
“For some, intersectionality promises to yield new insights into organizational inequalities and
power relations, both theoretical and empirical” (Acker, 2006, 2012; Benschop and Doorewaard,
2012; Boogaard and Roggeband, 2010; Holvino, 2010; Tatli and Ozbilgin, 2012; Zanoni et al.,
2010). Intersectionality can provide insight into power relations including oppressions,
discriminations and privileges. “The concept of identity appears to be at the core of
understanding diversity in organizations” (Nkomo and Cox, 1996; p. 339). While Nkomo and
Cox assert that identity is central to understanding diversity within the organizational structure, |
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argue the similar for intersectionality as | assert they go hand in hand. In order to understand
diversity and its abundance of dimensions and how various identity intersections can reveal
oppressions and privileges, we must incorporate and/ or approach organizational diversity
programs utilizing intersectional framework. I argue that intersectionality as an approach allows
an organization to deeper examine their existing diversity program structure, in an effort to

understanding how truly inclusive or exclusionary they are being.

However, if and intersectional approach is not being utilized within diversity programs, | would
argue that corporations not only run the risk of failing to understand potential and various
discriminations, oppressions and privileges that can affect their employees (i.e.: racism and
sexism), but also fail to understand the concept of identity in both its uniqueness and how
dimensions of identity intersect which | would theorize would hinder the overall purpose of a
true diversity programs and their ability to be inclusive. To provide an example, a gender wage
gap can be considerably different for a white woman, then it can be for a woman identifying as
other than being white. An intersectional approach would help identify this oppression and could
in turn, be the spark to an organization to not only recognizing this oppression but hopefully
addressing this issue, in an attempt to remain an inclusive environment.

Yet in an attempt to understand diversity, | argue there must be an additional notion that should
be considered mutually inclusive with intersectionality. The notion of power, its role within
diversity programs and understanding its position within the organizational diversity programs.
Based on Foucault’s (1982) proclamations of power being both omnipresent and Foldy’s
assertion of power being represented through the management of diversity programs, I am led to
believe that power’s presence within organizational diversity programs should be both
investigated and interpreted, in order to understand how various diversity/ identity groups are

being marginalized and others presented privilege.

Origin of Foucauldian Power

In the 1982 text, The Subject and Power, Michel Foucault defines power as, “...the mode
of action upon the actions of others” (Foucault 1982). Foucault explores the relations of power,
but rather than investigating notions of power, he explains that in order to understand the notions

of power, one first must investigate the subject, by exploring its relation to power. In simplistic
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words, it is the manner in which power relations govern subjects, commonly referred to as
people (Foucault, 1982). In an effort to better understand these power relations, Foucault
investigates varying ways people have historically challenged or resisted, power. Through his
analysis, Foucault arrives at the notion that people are likely to resist a method of power, rather

than a specific establishment of group.

Continuing on, Foucault explains, a form of power that has now emerged, “pastoral
power”, “no longer a question of leading people to their salvation in the next world, but rather
ensuring it in this world” (Foucault,1982; p. 784), as demonstrated within the current state. He
goes on to explain that this new form of power generates two new forms of knowledge being;
knowledge about individuals and knowledge about the population. Emphasizing that the current
state of power governs who we are and see ourselves as individuals and who we are and see
ourselves as a group. Foldy (2002) had elaborated on this in referencing the “management” of
diversity and specifically identity within the organizational structure and how power becomes
ever present; especially within the way diversity programs can sometimes dictate to employees
how they should feel, act, etc.; essentially it can be interpretive as being a mode of action upon
specific identity groups and the similar when discussing the topic of organizational diversity
programs.

“Foucault asserts that there has been a shift in the ways in which power is exercised in
the modern world, which is apparent in a whole range of social domains. Rather than being held
(and indeed displayed) by sovereign authorities, power is now diffused through social
relationships; rather than being regulated by external agencies (the government or the church),
individuals are now encouraged to regulate themselves and to ensure that their own behavior
falls within acceptable norms” (Buckingham, 2008; p. 10). Reiterating Foldy’s (2002) literature
once again and referencing Foucault’s assertion that power is omnipresent and exists

everywhere, rather than being solely enforced by a higher power.

Foucauldian Power in Organizational Management

While Foucault’s text can at times, perhaps be quite dense, and interpreted widely, I was
able to cognize his notions of power and identity, through the Erica Foldy’s use of Foucauldian
power’s existence, specifically within an organizations diversity management context. In her

2002 publication, ‘Managing’ Diversity: Identity and Power In Organizations, Foldy focuses
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on, “how power dynamics influence identity in the context of diversity programs”
(Foldy, 2002; p. 93), while drawing roughly upon Foucault’s theory of power and
identity. She concludes with stating, “It is not possible to address diversity without
addressing power. Diversity programs that downplay or ignore issue of dominance and
subordination cannot succeed in making even superficial changes in organizations; they
are sidestepping the elephant in the room” (Foldy, 2002; p. 109). Foldy concluded her
text with stating, “Managing diversity means managing identity” (Foldy, 2002). To
manage is to essentially control or confine, which in essence is what organizational
diversity programs are undertaking. Whether this is a conscious effort or unconscious
effort on the individual organizations part can be left up for debate. It is through both
Foucault and Foldy, that | have interpreted and will contextualize power within this

research paper.

Framing Intersectionality and Power

For this research, | will frame intersectionality and power as an approach in an effort to
interpret their existence within the Dutch organizational diversity programs. | argue that utilizing
an intersectional approach will allow organizational diversity programs to not only uncover
potentially marginalized diversity/ identity groups with regards to specific topics (i.e.: gender
and race wage gap), but additionally showcase how power is omnipresent within organizational
diversity program.

In my research, I will aim to frame both intersectionality and the Foucauldian theory of
power as being mutually inclusive and furthermore, obligatory and necessary components within
an organizational diversity program, in order for that program to act as inclusive. I will
specifically look to draw upon intersectionality as a versatile framework as continuously
developed by Crenshaw and other scholars as mentioned above; and Foucault’s (1982) notion of
power, as a way to yield new insights into organizational inequalities and power relations,
interpretively. Furthermore, through utilizing both an intersectional approach in a diversity
program aids in framing our overall understanding of why it is critical to address diversity in a
multidimensional, intersectional way. For instance, it is my belief that without either the explicit

recognition of intersectionality and power, or the expression of these theories through other
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forms?, an organizational diversity program fails to not only recognize the diversity at its center
but furthermore, fails to promote an inclusive environment for all employees. | must
continuously remain transparent and state that this is distinctly a subjective interpretation, which
I will further explain within the Methods section or this paper.

“Forms”, to be understood as either identifying various identity groups and showing and/ or expressing interactions between them.(See
Method)
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Method

Introduction

In an effort to interpret inclusivity within the organizational diversity models, drawing
upon both notions of intersectionality and power, | will utilize a Critical Analysis, as a
methodological approach. While there were various methodologies that could have been utilized
in order to interpret inclusivity within the each of the organizational diversity programs, a critical
analysis of them will allow me to critically engage with each of the three-organizational diversity
program

Critical analysis (critique), as defined by the Hobart and William Smith College Center
for Teaching and Learning, on its characteristics, as adapted from Behrens and Rosen, Writing

and Reading Across the Curriculum, Little Brown, 1982, are as follows:

“A critical analysis (critique) is a careful analysis of an argument to determine
what is said, how well the points are made, what assumptions underlie the
argument, what issues are overlooked, and what implications are drawn from such
observations. It is a systematic, yet personal response and evaluation of what you
read” (Hobart and William Smith College).

While critical analysis (critique) has been traditionally used among literary works, | believed that
with the content I had collected, from the three Dutch corporations, it was more than enough for
me to engage and examine each organizations diversity program and how they portrayed
inclusiveness, and interpret implications for diversity/ identity dimensions that were absent and
those that were present. As defined above, a critical analysis (critique) provided the framework
in which I was precisely looking for- “issues that were overlooked and their implications”
(Hobart and William Smith College). Furthermore, a critical analysis would allow me to
understand and interpret how inclusive an organization is, once again drawing upon
intersectionality and power. | aimed to interpret each program, as the organization’s argument
for how they showcased inclusion within their diversity program, which would then allow me to
engage critically within the content of each model.

The diversity programs serve as a basis for not just how a corporation sees diversity but how it

facilitates inclusion; the model itself is a message to an audience. Whether the audience be
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employees of that corporation, customers, consumers, potential/ future employees, the general
public, or an individual such as myself, utilizing the model for research purposes.

While this approach may be helpful for a wide range of disciplines, | will offer constructive
criticism of these models as a part of my final, critical analysis. | do so not out of spite, but with
positive intentions in an effort to draw attention on potential gaps, marginalization’s, privileges
and so on, within the diversity models, specific to intersectionality and power. It is my hope that
by performing a critical analysis (critique) on these diversity models, will result in broadening
the spectrum of inclusion for future corporate diversity models, specifically in terms of
intersectionality and power approaches.

Though my subjectivity is inevitable in this process, | must additionally acknowledge that power
is similarly at play, alike. In an effort to remain transparent, |1 am critical for me to acknowledge
that in essence power has continuously influenced my manner of thinking, interpreting and
analyzing. Just as Foucault asserts that everyone is subject to power, I, nor this research are no

exception to that notion.

Content Collection for Critical Analysis (Critique)

In an attempt to gain further insight and evidence on how Dutch, corporations represent their
diversity models I specifically looked to critically analyze the text publicly present on their
official websites, in forms of statements, policies and programs and approaches towards
Diversity within their respective corporations. | selected the top five publicly traded, largest
corporations in the Netherlands, based on, The 2016 Forbes Global 20002 ranking. These said

five, Dutch corporations, all headquartered in the Netherlands, were the following:
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Figure 1.0

Company Industry Location(s) in

Name Netherlands

Royal Dutch Oil, Gas Den Haag (headquarters),
Shell Amsterdam, Rijswijk,

Rotterdam, Assen

ING Group Banking Amsterdam
(headquarters), multiple
branch locations
throughout the
Netherlands

Unilever Consumer goods Rotterdam (headquarters),
(food, beverages, Vlaardingen
cleaning agents,

person care products)

The 2016 Forbes Global 2000
These organizations were chosen because of their large presence within the Netherlands, all
being headquartered in the Netherlands, both recognizable locally and globally; with offices
around the globe and an internationally diverse employee base. | specifically chose organizations
that were established within the Netherlands and currently headquartered here, as the vast
majority of internal company policy making (such as Diversity policies, programs, initiatives),
are formalized within corporate headquarters. Additionally, these three organizations each had
office locations around the globe, arguably with an employee base that was quite diverse given
the multitude of regions their offices were located in.
In sum, though these organizations were all headquartered in the Netherlands, they had a wide
and multifaceted global presence, both internally and externally. While, by no means do these
three organizations speak for Dutch organizations overall, my intent was to provide a sampling
or into Dutch organizational diversity programs, utilizing three of the top, largest, international

organizations in the Netherlands.
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In order to collect and retrieve text related to Diversity on each official website of the
individual corporation, | would look to either and a ‘Diversity’ page of the corporate website, or
search under, ‘Careers’ and/ or, ‘People’. If this first method of retrieval was unsuccessful, I
would then broaden my search for text that would be extracted for critical analysis (critique), the
entirety of each, official, corporate website was searched utilizing the following keywords. I
formulated a catalog of words that | found to be closely related and/ or commonly associated
with organizational diversity and inclusion. Additionally, the terms power and intersectionality

were added to the catalog in order to widen my search efforts.

Figure 1.1

Catalog

Race
Class/ Social Class
Gender

Sexuality/ Sexual

Orientation
LGBT-Q-I
Ethnic/ Ethnicity
National Origin
Ability/ Disability
Iliness

Religion

Age
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Identity
Intersection-al
Power

Any text naming above keywords was extracted and saved for critical analysis (critique).

Critical Analysis (Critique)

After collecting all extracted information utilizing the catalog above, I will then perform a
critical analysis on each of the diversity programs, individually. For this process, | drew upon
Hobart and William Smith College’s Critical Analysis (critique) outline in an effort to perform a
thorough analysis (add appendix for critique). I will aim to address and interpret the following

during the critical analysis (critique):

Figure 1.2
e What is the purpose/ nature of the piece?
e Who authored the piece? Why? What are their qualifications?
e What is the significance of the piece?
e What is the appeal or lack-there-of?
e What assumptions/ interpretations can be drawn?
e s there any bias/ marginalization to be interpreted?
e How does bias/ marginalization effect the validity of the piece?
e How is intersectionality being approached?

e How can power be interpreted?

In an effort to remain transparent, it is imperative for me to state that this process is to be
considered subjective. Though conducting this critical analysis (critique), | aim to review each of
the programs positioning myself from a critical standpoint, in an effort to interpret inclusion as it
relates to intersectionality and power, the framework for this research.

It is through this approach that I will hope to offer constructive criticism in an effort to suggest
future improvement that can be made to the organizational diversity programs, in hopes of future

programs encompassing more inclusive measures. It is important to note that while do not
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position myself to automatically assume that these organizational programs lack adequate

inclusivity, it is my impression and stance that inclusive can always be continuously improved.
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Critical Analysis

It is in this section that | will showcase the critical analysis (critique) of each of the three
Dutch organizational diversity programs, as outlined within the previous section, Methods.
Utilizing Behrens and Rosen’s 1982 publication, Writing and Reading Across the Curriculum, as
outlined by Hobart and William Smith Colleges. | will present three separate summaries an
analysis’ of each of the individual organizational diversity programs that were extracted. It is my
aim to address any questions that arose during my critical reading process, within each of the
summaries that will be presented below. Each summary and analysis will additionally include the
purpose, arguments, what issues | believe to be are overlooked, and what implications can be
drawn from them. | additionally aim to interpret intersectionality and Foucauldian power, and
from within each of the programs, in an effort to understand how these three organizations are
viewing/ understanding inclusion.
I would like to reiterate that this critical analysis (critique) is subjective to my interpretation and
is not excluded from various powers, as emphasized by Foucault and previously stated.
Additionally, this is a sampling and shall provide a generalization to the overall Dutch
organizational structure. It is my intent to provide a potential future framework and/ or lens for
how Dutch organizations can potentially move to be more inclusive in their diversity programs,

moving forward.

Shell
(Appendix 1.2)

Upon critically reading Shell’s diversity and inclusion program, it is clear that they are
interested in projecting their diversity and inclusion initiatives to the public. There is a specific
section of their website the is dedicated to Diversity and Inclusion and it is explicitly address and
easy to access. Upon opening this section, you immediately notice the four bolded, large fonted
diversity categories; Cultural, Disability, Women, LGBT. Directly under these four categories
which can be assumed are the four dimensions of diversity that Shell recognizes within their
organization, is a statement from the CEO, displayed directly next to his photo, depicting a
presumably middle aged, white man. He goes on to state that a diverse and inclusive workplace
are embedded within their corporate principles. He continues on and ends with a statement, “We

need to ensure that the portfolio of our global business and products is attractive to both our
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partners and customers” (Shell, 2017), and that he believes that Shell could not do this without a
diverse workforce.

Moving on to critically read first category, Inside and Women’s Perspective, Shell offers
two programs that, “are helping to inspire women to develop their careers and reach their full
potential” (Shell, 2017). There also is present a short story of and Shell female executive,
accompanied with a photo, captioning her rise to success as one of Fortune Magazine’s, Most
Powerful Women List 2014. Additionally, Shell goes on to state that they are creating
opportunities for development for women at their locations all over the world.

The second category, Support Our LGBT Talent At Shell, is accompanied by a statement
reading, “We support and enable remarkable people from every background, and strive to be a
pioneer of LGBT inclusion in the workplace” (Shell, 2017). Shell lays out that they have LGBT
networks in place, in an, “effort for their LGBT colleagues to find confidence in being
themselves at work™ (Shell, 2017). Continuing on, Shell asserts that the aim to raise awareness
and break down barriers of stigma through support sessions and participating in local events and
goes on to list several LGBT partnerships they have forged with universally recognized LGBT
organizations including; Workplace Pride, Human Rights Campaign. They additionally mention
how they often fly the flag during Pride as a sign of corporate support. At the end of the LGBT
page, Shell is not shy to largely displays both of the awards for, Human Rights Campaign, 2017
Best Places to Work for LGBT Equality, as well as Workplace Pride’s 2016 Top Employer.
Lastly, Bringing Cultures Together, states that Shell is committed to, “Attracting and inspiring
talented people from around the world”.

Prior to a critical reading of Shell’s Diversity and Inclusion program, one might assume
that a program such as this is in place in order to “level the playing field” as many might suggest,
in an effort to promote and “equal” environment to work in, free from bias and discrimination.
However, it is interesting to point out that various statements, such as the one made by CEO Ben
van Beurden takes the tone and uses language to make it seem as though Shell’s diversity
program is more of a business strategy. By stating, “We need to ensure that the portfolio of our
global business and products is attractive to both our partners and customers” (Shell, 2017), one
can interpret such statement as the diversity program having an underlying meaning, which can
then make it open to criticism. While it is important to remember that a business such as Shell

exists to produce and/ or manufacture a product in an effort to generate and receive revenue in
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return, that does not necessitate that because this is their sole purpose or reason for existing, that
they have to make an initiative such as their diversity programs related to successful business
venture. This statement, made by the CEO, who obviously sits at the top of Shell’s the
hierarchical organizational structure, holds a position of power both figuratively and literally.
Specifically, in the sense that one may interpret his statement as Shell’s diversity program
existence being dependent on the how diverse their partners and customers are, which is always
subject to change.

Looking deeper within the discourse found under the Women’s Perspective, [ am
immediately struck by how the category of Women seems to encompass and/or replace the
overall gender category. Moreover, this essentially marginalizes anyone identifying other than a
“woman”, and fails to incorporate both gender non-conforming individuals and gender fluid
individuals. Shell seemingly approaches the concept of women through a single lens which |
argue to be extremely excluding and additionally marginalizing for other gender identities, alike.
The title of the page itself, Women’s Perspective, is both equal parts troubling and
marginalizing. In essence, the title can potentially suggest and be interpreted that a women’s
perspective is often different than a male or any other perspective. This interpretation would lead
one to believe that women and their perspectives are ‘othered’. The page continues to show that
Shell offer two programs that are set in place to help inspire women, in an effort to help develop
their careers. This too, once again can be interpreted to be marginalizing and implies that women
need programs to help facilitate and ignite their inspiration, and that women need an outside
support to reach their full potential. Essentially generalizing that women can be successful only
if these programs are in place and facilitated. With respect to power, while programs such as
these may have had good intention, they can additionally be interpreted as women’s success
within the company being subjective to whether or not Shell has initiatives in place for their
development and success, and how the organization goes about facilitating these initiatives. The
company essentially holds an essence of power over whether female employees are successful.

In terms of the LGBT section of Shell’s diversity program, the most alarming statement
comes at the top of the page, “At Shell we support and enable remarkable people from every
background ...”. I argue that being inclusive is not about whether or not you are including
remarkable people. I find this statement to be deeply troubling in terms of significant ‘othering’.

It ultimately convinces the reader that people with non-normative identities are also allowed to
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contribute to the company. While the original intent was assuming not to cause shock or harm, it
is clear that there is a poor chose of vocabulary used and additionally brings into question the
position of the author or authors of this discourse and potentially their inability to relate and
adequately understand the position of an LGBT identifying individual. This too is immensely
marginalizing. Shell also lays out various networks that they have put into place in an effort to
help their LGBT employees find confidence. Shell ultimately takes the position to both
generalize and assume that LGBT employees potentially lack confidence and need outside
support. Similarly, Shell affirms power has they indirectly state that they are in a position that
would allow them to aid LGBT employees to find confidence, interpretively taking on a superior
role. While | interpret the discourse of the LGBT program to be concerning, Shell is not hesitant
to largely display two awards they have received for workplace inclusiveness; The Human
Rights Campaign 2017 Best Places to Work for LGBT Equality and Workplace Pride LGBT
2016 Top Employer. While, Shell sees this as an accomplishment, | argue that this can also be
interpreted as an unconscious execution of power by the organization; a potential showcase of
“this is good enough” and reaffirms that their diversity and inclusion initiatives are exemplary in
exceeding the basic standards.

As far as cultural diversity and Shell’s initiatives that surround this specific category, it was very
minimal and immensely vague. This was both surprising and confusing as Shell had continually
marketed itself within their diversity discourse as they having 70 offices around the globe with
around 155 nationalities being represented in their workforce (Shell, 2017). While Shell
explicitly states, Bringing Cultures Together, | was unable to find in-depth information on how
they undertook this task or how cultural awareness, etc. was facilitated within the organization.
While there was some information pertaining to culture on a link to their Graduate Program, on
the same page, this was merely directed to attracting potential talent for future internships and
employment.

Lastly, People With Disabilities, page was quite lengthy and displayed a particularly
interesting statement as quoted from a Shell employee, “I think that everyone is different
whether you have a disability or not. It doesn’t matter what the difference is. And we should
celebrate our differences” (Shell, 2017). I was hoping that this statement would be followed up
with a recognition of Shell potentially recognizing that no single employee’s identity is the same,

and each of their employees could potentially identify with multiple social identities, which
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present various intersections. Yet, unfortunately that was not the case here. Equally, as
interesting was a second quote almost directly below the first stating, “One thing that’s unique
about disability and about D&I is that there’s no one- size-fits-all solution. What works for one
person doesn’t always work for another” (Shell, 2017). While it was exciting to see that a
statement such as this was recognized, | was unable to find or interpret this notion as being
explicitly recognized within any of the categories that Shell presented. While Shell seemed to
display many of their disabled employee experiences, mainly surrounding the recruitment
process, they additionally and continuously reference that it is important for their employees to
share their experience with being disabled to a larger audience, in an effort to understand how
Shell can grow to be more inclusive. In sum, I found the program for Disabled employees to be
one of the strongest in terms of inclusivity. “Through this open discussion, the network raises
awareness and understanding of the challenges faced so that line managers and colleagues have
the knowledge to be able to thrive in the workplace. It allows employees with disabilities the
opportunity to improve the work environment and processes to make it more inclusive for all.
(Shell, 2017).

While Shell displayed a more in-depth approach for their organizational diversity
programs, than | have traditionally seen, there is still much room for improvement. While there
are four main dimensions of diversity/ identity present, there are others that have been neglected
to be acknowledged. While, I do not believe that it was Shell’s conscious intention to neglect
other dimensions of diversity/ identity, the failure to address them has a few consequences. For
one, omitting various dimensions of diversity/ identity and be interpreted as failing to be
inclusive and recognizing diversity/ identity in all forms. While it may be considered to be a
lengthy process and a daunting one, it would arguably be imperative for inclusion. Furthermore,
omitting dimensions can be interpreted as how Shell values diversity, and what dimensions they
are willing to recognize. In effect, Shell asserts an unconscious power scheme, potentially giving
priority and potentially superiority to a few diversity/ identity dimensions over others. Lastly,
while Shell displays four dimensions of diversity/ identity, they are interpreted to be presented
through a singular lens, rather than a multi-dimensional one. Within each of the categories,
traditional assertions of historical oppressions are generalized, rather than being investigated or
understood as varying upon the personal experience, or at least attempting to address oppressions

that can surface utilizing a multi-dimensional, intersectional view.
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ING
(Appendix 1.3)

Similar to Shell, ING’s official corporate website has set aside a specific page devoted to
addressing their Diversity and Inclusion program. The first statement that you are met with is
why ING has a Diversity and Inclusion program; “At ING we promote diversity not just because
it is the right thing to do but because we can’t deliver on our strategy without it” (ING, 2017).
They then continue to divide their program into separate categories; Our Strategy; What Matters
Here; What Are We Doing to Achieve This; How Are We Doing. Additionally, at the top of the
page, ING has an option to listen an automated voice recording of all of the information provide
on the page, assumingly in an effort to make it accessible for anyone with a vision impairment.

ING states that, “Difference in gender, age, background, sexual orientation, physical
ability, a religious belief enable us to solve problems and respond to challenges in different
ways. Diversity is good for business because different perspectives drive innovation, accelerate
growth and lead to more robust decisions and outcomes” (ING, 2017). While ING asserts that
promoting diversity is the “right thing to do” (ING, 2017), they are quick to follow up with their
good morality with incorporating diversity’s importance to business and their overall strategy as
an organization. Again, this leaves room for criticism in terms of ING’s true intent for diversity.
It can be interpreted as though ING’s diversity program existing based on the business strategies
need for it, rather that’s existence being enough out of common or moral good. “ING is
committed to accelerating the development of diversity, including gender, age, background,
sexual orientation, physical ability and religious beliefs” (ING, 2017). While this program
seemingly incorporates dimensions of diversity that have been left out by other organization’s
diversity programs, it too does not remain immune from criticism. Noticeably, race and culture
are not included within the discourse, which again arguably leaves room for marginalization. Yet
within part of their Discrimination Statement, ING states, “ING promotes equal remuneration for
male and female employees for work of equal value and has policies in place to safeguard
against discrimination” (ING, 2017). While, the statement may have good intention, this too, it
unconsciously marginalizes individuals who are gender non-conforming. Furthermore, there has
been wide debates and studies conducted on not just the gender wage gap, but the wage gap that

exist with employees of various intersecting social identities. ING neglects to address this, which
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shows that their view of wage gaps is singularly focused and generalized from a gender
perspective.

ING states, “Diversity is good for business”, which can be potentially harmful as it can
be bring into question ING true intent for why that have diversity programs. Is it good for
business or is it because it is important to the organizations core values? Moreover, ING
continues on explain how diversity helps the organization in disrupted the status-quo (ING,
2017). This statement can be considered a bit contradictory in terms of contextualization. While
ING may be looking to disrupted the status-quo in other areas and disciplines outside of their
diversity programs, arguably it does not show their efforts to disrupt the status-quo within the
sphere of diversity within organizations, provided the material 1 was presented with thus far.
What Matters Here, ING explains why they are so vocal about diversity and inclusion, yet does
not seem to adequately explain how they facilitate inclusion itself. They only offer a promise and
expectations. “When you work at ING you have the same great opportunities as anybody else.
No matter who you are, or where you come from” (ING, 2017). While it is important to have
statements, such as this in place, it is critical that they are backed up with examples that can be
relied upon.

What Are We Doing to Achieve This, states that ING has a combination of both global
and local activities in order to tackle diversity challenges (ING, 2017). The use of the term
‘challenge’ is something that I remain critical on. To refer to diversity in context with the term
‘challenge’ can be considered problematic. It can assert that diversity is an issue which often
implies a negative connotation to most. ING states that they offer internal networks that
“stimulate diversity”, yet it is not clear how they do so. Their networks that they list are centered
to either cultural diversity, women, LGBT, young employees, and senior employees, yet does not
seem to adequately encompass the identities from their original diversity statement of,
“Difference in gender, age, background, sexual orientation, physical ability, and religious belief”
(ING, 2017). It remains unclear whether these networks overlap and work with one another,
which should show more inclusive practices and efforts. One network description that
particularly caught my attention was ING’s, Lioness network. It is described as, “Igniting talent
to help women realize their ambitions” (ING, 2017). This statement posits that ING assumes that
women must be encouraged and aided to realize their ambitions, assumingly ‘othering’ them and

situating women as being unable to understand their own, personal ambitions. ING also states
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that they are committed to improving the number of women in leadership positions, and list out a
range of initiatives. One of them, being offering flexible working for mothers. While
incorporating this into their initiatives is important, at the same time it is once again
marginalizing. It suggests that only women are recognized as parents within the organization
which directly excludes non-female parents.
How Are We Doing, ING explicitly states, “There is much work to do in the area of diversity”
(ING, 2017). However, they present no explanation and no elaboration on this. They do
however, display a large award they received from the, 2017 Bloomberg Gender-Equality Index.
However, at close investigation this award is for “Companies that disclose gender statistics and
company policies and practices” (ING, 2017). Overall, seemingly having no bearing on practices
of inclusion. And lastly, ING provides that they “were one of the first companies to take
participate in Amsterdam’s Canal Pride Parade in 2006 (ING, 2017). They continue on to
elaborate on how each year they continue to participate in an effort to show their commitment to
diversity and inclusion. | would argue that while participating the Amsterdam Canal Pride Parade
is a step in the right direction, it does not show an organizational efforts nor overall commitment
to diversity and inclusion. Simply participating in any event that symbolizes diversity and/or
inclusion simply does not mean not suggest that you are committed to diversity and inclusion.
While it is clear that ING also puts forth an effort for their diversity program, it is
arguably inconsistent. Various forms of identity/ diversity are mentioned, yet only a few of them
seem to have initiatives. It can be interpreted that ING is in a position that allows them to decide
that dimensions of diversity are relevant for their diversity and inclusion programs. In essence, it
is a method of control, which exerts unconscious power. Moreover, ING’s approach to diversity
is to be interpreted as through a single lens. The example of the equal pay for men and for
women, shows a failure in understanding that there are wage gaps beyond gender and at the same
time generalizes both men and women. An intersectional approach would allow ING to address
matters such as this, simultaneously allowing them to be considered more inclusive.
Continuously, ING utilizes terms that can be interpreted as both marginalizing and an exercise
authoritative sense of power; specific to ING’s proclamation in asserting that women’s ambitions
need to be ‘ignited’. This can position women and their ambitions or success to be subject to the
power and control of the organization. It suggests that the organization holds the authority to

make women more successful.
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Unilever

(Appendix 1.4)

Unilever offered as section of their official website titled, Advancing Diversity which is found
under the page, Opportunities for Women. Immediately, one is to assume that Unilever sees
diversity and potentially being a matter falling under women’s issues. Under the title, Advancing
Diversity, Unilever states, “We want to accelerate progress in equality and women’s
empowerment, because they are central to both our social impact and our business growth”
(Unilever, 2017). This statement suggests two main points; the first being that diversity is being
generalized and defined through a singular lens of gender. The second suggesting that their
‘diversity’ program is in place because it aids with business growth. This is again problematic
because it can potentially suggest that the diversity program is only in place as a means for
potential financial gain for the organization. Continuing, Unilever states, “We believe a more
diverse and inclusive workforce can boost financial performance, reputation, innovation and staff
motivation” (Unilever, 2017). Once again, reiterating my previous point of diversity programs
being initiated for organizational financial gain. Unilever then continues on to state, “We’re
committed to developing an inclusive culture, and respecting the contribution of all employees
regardless of gender, age, race, disability, or sexual orientation” (Unilever, 2017).

In an effort to promote leadership development, Unilever showcases there, Women’s Leadership
Development Program, which was put in place by the organization to enhance the leadership
skills of senior female executives. This assumingly insinuates several things; the first that women
in senior executive positions need assistance building their leadership skills. One could argue
that this is potentially put into place due to the vast majority of senior executive positions in the
Netherlands being held by men. Secondly, one can assume that these leadership program are
only offered to senior executives and would essentially exclude any other level female employee
within the organization from accessing these programs. Lastly, one can interpret this as a
program only being directed to women, failing to incorporate other historically and traditionally
marginalized identities within the organizational environment. While Unilever continues to refer
to ‘Diversity and Inclusion’ only mentioning and referring to women within their organization,
vastly excluding all other dimensions of identity, consequently excluding any individual not

identifying as ‘woman’.
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Unilever moves on the outline how they have set maternity and paternity initiatives in
place to, help employees make the transition to parenthood as smooth as possible (Unilever,
2017). This seemingly can encompass all parents, rather than just identifying mothers. They
continue to then jump into the subject of equal pay and state, “Our compensation structures are
intended to be gender neutral” (Unilever). However, they fail to elaborate on whether this is
neutrality as far a wage is additionally applicable across all diversity/ identity dimensions. As we
know an intersectional framework can uncover wage gaps specific to gender and race, so on and
so forth. Unilever additionally outlines their mentoring and networking programs that have been
carried out in an effort for their employees to gain confidence and potentially take on more
challenging assignments (Unilever, 2017). Mentoring and networking programs can be
beneficial, but I believe it is imperative to overlap and incorporate all dimensions of diversity
and identity within them, in an effort to remain inclusive. Lastly, Unilever offer a unique
initiative called, Helping Men Play Their Part In Driving Change. They state, “Our male
employees will be key drivers of the change we want to see” (Unilever, 2017). While this
initiative I’m sure has positive intention, it still seems as though Unilever simultaneously
acknowledges that men will essentially be the key drivers of change; and that we must rely on
them and their willingness to change, in order to see change, come into effect.

Overall, Unilever offers a very generalized approach to diversity specifically through a
singular lens of gender. Unilever’s singular approach showcases power in that as an organization
they are in a position to characterize diversity as how they see fit. While they have a diversity
statement that includes gender, race, age, disability and sexual orientation, their diversity

programs neglect to mention any initiatives associated with these dimensions.
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Conclusion

To conclude, I have showcased how both intersectionality and power can be interpreted
through the Dutch organizational diversity program; utilizing three organization as a sampling.
Moreover, | have demonstrated how intersectionality and the notion of Foucauldian power
interpreted through the Dutch organizational diversity program can aid us in understanding how
existing/ current organizational diversity programs can also be interpreted to be limiting,
marginalizing and oppressing to various individuals. It is through recognizing and reflection of
this, that organizational diversity programs can move to be more inclusive of their employees, in
the future. While the authentic intent of the organization to incorporate diversity and inclusion
programs within their organizations is subject to interpretation, | believe that this research
provided a potential future framework for organizations to consider, when revitalizing their
diversity programs. With this, there are a few points that remain evident and should be taken into
consideration.

It is apparent that the organizations exert/ hold a form of power, especially in terms of
how they decide to formulate their organizational diversity programs and why they choose to
represent various dimensions and neglect to represent others. Similarly, whether it be the
conscious or unconscious decision of the organization to incorporation various dimensions of
diversity/ identity and omit others, they are in turn (unconsciously and indirectly) oppressing
neglected dimensions/ identity groups and providing privilege by providing presence and
acknowledgement to others. Continually, if we are all influenced by a variety of ways of
thinking and that our sense-making and conceptualizing are prescribed with power, then the
organizations too would be included within this narrative (Foldy, 2002). In essence, the
organization’s impression and conceptualization of diversity and inclusion prescribe an even
larger force of power is at play; potentially society and enforcing the status-quo. With that being
said, power can indeed be interpreted in the organizational diversity program from the diversity/
identity dimensions in which the organization includes within the program narrative, the
diversity/ identity dimensions that remain absent. The organization essentially holds the authority
in deciding the makeup of the diversity program and how methods to facilitate inclusion are
deployed.

While power has always been present, intersectionality is something that has only begun

become a more mainstream ideology. However, it is evident that while the framework becomes
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more noticeable, it still significantly lacks in terms of its presence within the Dutch
organizational diversity program. Too often did I interpret all three of the organizations diversity
programs to be single dimensional and at times, overly generalized. A single dimensional
approach, I argue is ineffective when it comes to organizational diversity programs. It leaves
room for marginalization, for continued oppression towards specific diverse identity groups, and
moreover it fails to understanding the human identity has being a multi-dimensional one. As
Yang stated, “Intersectionality is critical to moving forward in appropriately accounting for
relevant subgroup and individual differences are (1) addressing institutionalized biases and
barriers that negatively affect them and (2) enhancing efforts to accommodate and promote
diversity” (Yang, 2008; p. 4). While we are continuously viewed as encompassing various
components that make up who we are and our uniqueness, this notion seems to be disregarded
when it comes to the organizational context. Plain and simple, we shall not leave our identities at
the doorway of our workplace. Equally, we deserve to work in an atmosphere that attempts to
understand our various identities as humans, and more importantly an organization that
recognizes the potential discriminations, oppression and privileges that come along with different
identities. If “inclusive” to cover all, then there remains quite some work to do in terms of these
organizational diversity programs.

As | close this research, | offer to Dutch organizational diversity programs to utilize
intersectionality and power in an effort to make the workplace inclusive for all, just as | aimed to
here. Use the power that is omnipresent to resist the current programs and use power to advocate
for and more inclusive, multidimensional change. As Erica Foldy state, “It is not possible to
address diversity without addressing power. Diversity programs that downplay or ignore
issue of dominance and subordination cannot succeed in making even superficial
changes in organizations; they are sidestepping the elephant in the room” (Foldy 2002;
p.109).
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Appendix 1.1
WRITING A CRITIQUE (CRITICAL ANALYSIS)

A critique is a careful analysis of an argument to determine what is
said, how well the points are made, what assumptions underlie the
argument, what issues are overlooked, and what implications are
drawn from such observations. It is a systematic, yet personal
response and evaluation of what you read.

Opening Notes

Ask yourself: What is the nature of the piece? Who wrote it, why, and
what are his/her qualifications? What is the significance of the

piece? What are its objectives? How well are they achieved? What is
the design or method for the piece? Does the design help the piece
achieve its objectives? What is the particular appeal or lack of

appeal? What assumptions underlie the piece? Are they offensive?

Obvious? How do the assumptions and biases affect the validity of the
piece?

Organization

1.  Introduce the subject of your critique — the reading under analysis.

2.  Review the background facts or issues that must be understood
before the point of the reading can be appreciated: significance,
design, appeal, and so on.

3. Review the assumptions in the reading that must be understood
before you take a position.

4.  Make your position statement clear: what is your evaluation? On
what basis are you making it, given what you have stated in #2
and #3?
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5. Review the author’s ideas in light of the position you identified

and elaborate on each point that relates to your central position.

6.  State your conclusions, reminding the reader of the points you
have made and your reasons for making them.

Adapted from Behrens and Rosen, Writing and Reading Across the
Curriculum, Little Brown, 1982,
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Appendix 1.2

- Cc wav shell com coreer s dvert ity nousion nml

@ e R .

. DIVERSITY AND INCLUSION

.

We Debove i Croaing an Nousve cUtre whare you Can INTve. TOOY'S Moot 15 Mo Gverse Than ever before. A inckusive work envionmest
B ey 10 NeOvaleg. Siwveic(ing B retaning Dt lalest.

b
| (3 g‘
* Bringing cultures

INSIDE DIVERSITY AND INCLUSION

People with disabilities *  Women's perspective

m AL Shell we arCOUTEgE SITEIees Hanr Bom some of the wormen

Todey's tberet & more dvens e w9 dbitine 0 sher v mrvxm-vw‘llﬂuﬂ AL Sradl we nupport ard avetn
wver before, having mn inchesve cralenges 1o akow s t work decover how they'™m developng e pecple from every

work snvironment & key 10 InpEar S mppu b e et i b, - o background, and sirive % be &

nrovateg, devecprg and reaneg oo b il e . pioneer of LGBT incksion b the
e dakent. e Opece

Evary Sty wa work [0 provide &n asvrormesl whase ol ergioyees feel vielied and nauded.
bl 1 ourture Ty lakert 48 reihvidueis s ax pad of & collboratve leam

A dverse and inchisive wirkolnoe, amtodded i our prisciies of honesty, inlegrty ard resgect.
brings fogemer remanablie pecpie Bnd enables hem (o be themsetves. Al Shed, you wit bo atke
0 R3pfy AN SeVOp YOUr SN GNE RAOWITDE 38 DO Of & CORMDONIIVE M NGl & Iapeng o

Colie P : IPOSVMS AAC Ple & DA I8 BURING & Betr energy fulire

T
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« c Wiew shell COrr, Ca e v ity < achisen bl n % oe

3 Buss Enargy and innovation Sustainability About us

Ben var Secrden, Shel CEO

Ewary Sty wo WOk 10 [rowioe S0 ervrosment whens & enpioyees N wilaed an nelided,
Atie 1o 2urtire Nar talent an IndNduE and A Sart of 4 collaborative tmart

A OVese 3nd INCRSvE WONDIIOe, emBedsnd i Our DANGRIS of Ronesty. Magrty 2 respect.
LONgS 100N NIMANAlie POCie 203 ENAties THM 1 20 ameehved. Al Shel, you wil De atle
5 Aspy A0 GeVNOD YOLr SRS &N RROWIgN W St of § CORLOMING Tean TNt I8 helprg o
ANoVe nad pliy & DAt it Buliag & Dether srwigy i

"Wa neod 1 aneure st e 3000 of our global bUSTNSE 3nd SrDOWCES 18 JTACIVE 10 SO our
Zarmens and cusiomens. | 000t DEREVE WO GIN SOV TV WENOUL 8 Chverse workiorme et
actually 1ofocts he versily Of 0UT 26MINOS 310 CUSIMENS IND 1N COUNTES In Which wo
cporte.”
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C | wwwshel comicarassidrersly- it wa e persgect ve Miri . Q (el )

Energy and

Q Y About us
L E “— -
-‘ - WOMEN'S PERSPECTIVE " | v

We'ne commited & napinng changs = the wirsiace, and 1o crmeing cpportsnedes o develtipren© snd lsarmieg thal s opme 5 ol our sia® e
worki over

INSIDE WOMEN'S PERSPECTIVE

N

Daveloping the female leaders oftomorrow ™ ® B Meeat Cerl Powell

Two programmas ot Shal are heiperg Rapieng wormen Seeslap Pl Camers and rmesch Can Powst, Losoutve Vios-Preudent Explonton, lsatires 1 Fortune Magazine’s
Pow Ral pownted. Loam how Mot Powsrtil Womes St 72014
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« c WL Shed COMICareors S vorsty inchusion gt -1aleot - at-shetl imi v‘ (o 3%

A o Emergy and y About us

_SUPPORTING OUR LGBT TALENT AT SHELL

A Shefl we support and erable remarabie people oM awery background, aod strve to be @ ploresr of LGBT incumon 5 Me workplace

A Sholl we care sbout (he dversty of our people Decasse wa Soleve st 3 Uy Nchusve workplace allows U 9mpIcyDas 10 Mowrien and 50 alows Our SuBness to fowrs

Whah Cur empioynts eaced, we excul, IT5 0F 108 MRecn Nl Wit 9% Srout 10 SUport S lealan, Oty Deseaull 4nd TraQencer [LOBT) sl prormotag eouaily 1of empioyees megarchess of seaus
CrMLIton of GEnsee Kwrity

"It felt good that Shell cared about LGBT issues and employees. | wanted to work for a
company that valued diversity."

Flpe Henrigues Naas

oot Prremesy
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A Motorists Business customers Energy and innovation Sustainabisty About us

Our appromc ol abost rerricng reagect for our employwes and rasing rater than e Our Code of Condues snpects wa 1o privacn egu! cpportundy for mf et
‘Wherwaar ey wWork regaviiees of msoeal reeTtaton of gencee isenity

LGBT Networks at Shell

Shetl LGBT Networks nave been sef up s a supporive space for LGBT colleagues 1o £nd confidence in baing Mamsaives &t work. Thay am 1 rase avireness of the chalienges that LGBT sta® tce
N2 WONK Wi peopke af al levels of Ihe OPANEABoN 10 ensere SHet & an DOUSVe woNplace.

The trat LGHT Network s satabinhed o Sheil i the US 1 1967 and was scon ollowns Sy ratwerks smsnd the wodd, G = e L e Cansds, incks and s recanty as 2015 In
South Anca (see bos).

Thay conrdt colioagues - NAUA NG Aon-LOBT peodie - S0M0aS 190 DUsness BN RS0 SMrenNess by Lraakng down DITirs, oy examphe Dy Ansng Beneness Ind SRR Session, and
PwBspatey s ol svents.

Showing our support
Our wuppon for LOST equity ncudes
« Workpisos Prge - Shel i 8 member of Workptace Fride, 8 2on-proft umeelis ongar based i st v Sor greater acceptancn of LGET people in the workplace
000 socety I 2012 we become 3 So-eignatory of the Pride of n suppon of an LGET nousve workplace
* Human Rignts Capaige - Bhell is a comporale parmner of the Human Rights Campaipn (HRC). e Wrpest o rights orpansation warkdng 10 acheve ozualty for LGBT Amercars.
o Ay ~ Shelt & rumter of ey SrOJINTINGS Al SOrve 10 Make Senior adors more swarn of e challenges of being LOBT across Shel, as well a8 hardng leaders

Vitly and nctvaly Susponing the work of Bie virious netaosa.

o Piying the Mg dor Pricke —As & Sutie wign of Coponn suppon, Shel fes T Proe fag ostds mary GYiom during Pride weeks and Irerasonsl Comng Out Dey.

* Assrenass Faining — We provide searstess g on meessl oreniation as pert of cur DA Laaming Portioio. We incomporsie LGET incieaion n sl DRI Faning globelly shernmes Shell
Operaies, NCIINg Courtrion whers being LGET may ba mubiect 10 meicive ngiiation,

Strength to be yourself
Professionals ihe FR2e Bre Hroud 10 work and inspee oivers ot Shell, and we aspire 1 offer ho kind of hat atvacts and o o gve Bewr best.
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c WA SHOlL COmITaTears(damrs ity ~Nehinisnfgos-taent - gt-shad reme . QJ ce

Q " 8 Energy and & Ity About us

Shefl recactly becama the At company In South ANca 15 estabish ar LGIT Setwors, Whils tre couny & very progressae in terms of LGIT nghes n Afca, this was st 2 big moment

Mark Ercin, Organsastion Efectveness Menaper Cicbal FuncSions, sed T shaull sarve &3 & Dedcos 1o slel n countries whaes I's fof aesy. o even fagel, 10 be LOST. e Dy oo Do tha Yus
satvan ot Shen*

“When our poople leel inclated and engaged. Ney leverage the richness of ideas, backgrounds and parspoctises 10 croete business valve.” a0ded Borang Motale, Charmar of Shedl South Afica

MORE IN THIS SECTION

BEST

HUMAN .
Pride

“ivit | PLACES TO WORK

TavasAting

2017 | for LGBT Equality
Human Rights Campaign Foundation 7

Sl scored Y00% 0 e Humen Rigtts Campalgn Commomite Egualty indes which Shwll was recantly ranked 3 in the Workpince Pride LGHT nchusve workpiecs
rates US comparies on LGEBT egualty barchmark srvey
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Q Moterd B Energy and innovatico Sustamability About us
- l‘m BRINGING CULTURES TOGETHER —

W contrue 12 atyact s napre Steriec pecple Yo armund the works. Ouwr B0 actve s " around 23 tring getter
some of He 153 ratioraities working s us 0 mome han 70 counites

Start small think big
Moharmmed, who s cumenly on e Shall Gracuate Progremme workiag o0 Certer Paart GTL, e works's barpest Gas-to-L guds (GT1) plart sayw:

I ek Toa's 0 of T Deat Hars of WONUNg 8t Shel: how e CLNTe B3 The pacple MK 1) Such & y, | want
12 Mk 8 rpact for Qater and for 33 Ol of T L I for 1y cobeagoes fom mound T word*
* Read more sbout Mohammes,
= Read about the Shel Geaduate Pregramme
* C [ wweshell Idvmraity-incs P h thes. hirrd 800 UL
A ™ Energy and About us
lm )l‘l PEOPLE WITH DISABILITIES - ‘
We arm 10 creating an that enabios 3l empioyres 1 achiave thar best, regandioss of | This bekes under
I Wit woek with win 2 sy 1 e & pAALSom frioes wiich 90 selch e Ul poteriel And Baconme 1N Boundiny-

pushing nnovisiors of he Auture

"I think everyone is different, whether you have a disability or not. It doesn’t matter
what that difference is. And we should celebrate our differences.”

Bob Nowe, Subsuriace and Wels Suppon Lead - Ewrope

A1 Shall we create a 3pace 0 which pecpie with deabéies can thrive. From making the mcrdiment process open and irsnspanent for everyore,

QN Twougn 10 Do s asake an? W
Watch the video CF 1o dacover how Bob Notewr, who s Dearbind, manages Shel's Kuropean subteurface and wels sus0on taam across four
stes
Beob has carved aut o carver for Hmsed
o of bwing
p
Covhe Pefmenses

59



“"One thing that’s unique about disability and D&l is that there’s no one-size-fits-all
solution. What works for one person doesn't always work for another.”

Andy Kreen, HR Manager Tradng and Supply

Support in Numbers - employee networks

T0 supROrt Our employoes win dsabiiles, wo have 3 number of supportive Rieral networks in
placs, most notadly e anABLE Network. Fiest lnchad in 2005 i the UK, Ihars am sow six
eNABLE Networks across the ghobe, nokudng the UK the Nebarands, Franca, the USA,
Canada and Branl

The enABLE Network provides people with dsabiises and people whase Ives have been
uchnd by Bass with deabiites an cpen fHrum 1 engage mod share axpanences. Theough iy

OPen SSCUASION, Ihe Petverk MEses and of the faced so
et kne manapoers ond coioagues have he knowledae %o be able o hirve 1 Do woskplace. I
*hows nepiopes with he 0 sl e work Revironmmnt aed

FIOCEeSSes 10 make k mone Inciusive for al

Creating a space for ths dalogue i crucial to facitatrg e knd of nroen colaboration that s
reguined for amplopees with deabiises to Swive.

Andy wars ireohed in 8 road Waffis acoitent. ARer two yrars of operations and rehalslBaton. he folt
ready %o find a job.

ket Pyefewyeny

“Shell was the first company to get back to me. At the time | was in a wheelchair, but
they made it clear it wasn’t an issue. | had a very positive recruitment experience and |
joined as a result of that. Shell was very accommodating and they created a great first
impression."

Anzy Kaoen, HR Marager Trading and Supply

Equal opportunities for all

Shed's Dwversty ard nchusion [DAI) leam takes groat pride in actvely promoting equal opportunities for disabled It's this. that frst Andy Kroen, HR Marager Trading
and Sepply. 1o the organsaton

Andy was imvoived 5 a roas trafic acodent soon after graduating from universty. ARer tvo yoars of rehabdgaton, he feit reacy to find a job

ANec & fow pedars Andy waned 10 ghve somaiing Dack, 50 in 2005 he jened Shell's UK anABLE Natwork, which at the tine was & smal smph grous that y ssues n he
workplace.

Since hen, thar ane fow Six erASLE Networks across 1he giobe, isciuging he LK, the Netterdands, France, e USA, Canada and Brazi.

W L the network 10 rese swirsness sbout Sferent tinds of dastiity ang Imparments. 1 Gives us B sawer 10 Kbty the organsstion snd make the work srrvircnment mons inciusie

For Aody t's a chance to ghwe back, for Shell 's an cpportunity to creafe an environment 1ot empowers everyone o reach their S8 polental

"Many disabilities, such as Asperger’s Syndrome, are abilities in disguise, and we just
have to make them work for us."

Dvecerk Wave, Senor HSSE Consultant
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Enabling successful careers for people with disabilities

Al Shell, 'we recogrise peosie for their Salents.

Diederk Weve is & Senior HSSE Consutant based ot Shell Riswik In 2000 he was wih Asperper

thing

This belef underpins how we work with anployess with dissbilies, enabing al ndwviduals © perform 1o e Al polestial

“How sharing my disability let me be myself”

Jom Hanman is 8 Graduste Acalyst and dysianic. But Stel sa 20 emplopar chisbnged fes
Minking, not Mael 0 sesing Wity wharm cthers see diasbiiny.

"Wihen | amved for my inferview at Sheil, the HR Coomtinator came just to talk 0 me and asked
“Is everything set up for you? Is everytning OK?™ says Joe. *| remember thinking how nice & was
that somebody @ that

Joi Hanean is hatfaay rough Be Shall Graduatn Progeanine for 1T, Ha cusmally works % &
Gesduntn Busioass Analyst i Retal IT and ha has dysleca

Challenging stigmas
In Joo's axpenences from school and growing up, the condtion was poory undersioos and oven

stgmatsed, But when he came to Shell he encountered a company that chaflanged fis IhNnking,
and noft just in berms of sitades lowards dyslecn

Hi expleing: *| wits 00ing B0 8CONCMICE mOdule 00 Chmale Change & par of my couwrsa al
University College Londan. My lacturer suggesied | loak nio Sholl Scenarios. | found &
Iimeresting ?hat an ol and gas company was iooking 10 the future of energy Ike this. It challienged
my view of the company; that open, colaborative, nnovative clalogue grabbed me.”

Raad more about Joe sxperience

"ch-r <
m

Instead of looking af hes disatlny as a probilemn, Diedenk says £ 18 a good
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Appendix 1.3

¢2ca o isg con

G0 es D0

Diversity and Inclusion
Aminrecd i Listen

AL ING, we promote diversity not just becouse it is
the right thing to do but becouse we con't deliver
on our strategy without it.

nomo

Qur strategy

‘What. metinn here

Whet cre we doing Lo ochews i
How are we doing

Our strategy

Differences in gender, age, backg sl \ physical bty and refgious belleés
enchle us 1o sobve problerns and respond 1o chalenges in differert woys. Diversty is good for
business becouse different persp drive k 4 growth, and lead to mare
robust Geciions and outcomes.

Embrocing diversity clso increases our poct of potenticl condidates. It helos us cat=oct and setoin
the best and brightest toent ond cliows us to better understond dffesent customer groups. it
makes LS More o3cptoble, helps Ls Cvoid group: think, and contrbutes 10 disnupting the stotus
quo.

ING oims 10 have o workforce that reflects the diversity of s customer base and foster an
inciusve odture. It is important that emplogees foal comfortodla deing themsahes irespective of
who they are, what they belleve or where they come from.
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400000

INGis o g the cevel of diversty, Induding gender, cge. backg
senual \, physical cbilty ond rel bellefs.

c 4

We clsa promate equol opportunities and have policies In place to ensure that discrimingtion Is
rot 1oleetad,

Discrimination

‘Discnmination Inchudes any diti 4 2 nade on the bass of race. colour,

sex, religion, gendec poltical opinion, nationality or socisl angn, that has the effect of nulifyng or
Fing equal v in emplogment.

s fonande b y

ang X o osad on th of the jos 15 not.

ING p equal for male ond female employess for work of equl wolue ond has
palicies in place to solequard oguint Secrimination.
What matters here
Why we o 50 vacal about diversity:
* it’s what we promise - When you work ot ING, you have the s0me great oppartunities a5
erbady else. No matter who Lou are, of whese gou corne from.
* It's what we expect - At ING, you do not alwoys have 10 agree with others. But you are
xpacted 1o treat cthers with kKindress and respect,

And what co we expect from cur ieoders:
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What are we doing to achieve this

Different diversity challenges auist in each of aur locations and business units so we hawe a
cermbination of glabal and focal activities 1o help tockie these challenges:

- Diversity manifesto - We volue diversty. Our success depends on It That's why we introduced o
diversity manfesto, Success through difference, in Junuany 2016 that applies 1o ol employees
worldwide. This official bank policy sets out what dversty means ot ING, why & = Importont,
ond what emplogees and managers con do.

» rks - e oge employees to porticpate in o number of internal natwarks
that stimylate civersty, These include:
* Crossing - 0 network concentsating on culturcl diversity,
« Lioness - @ network for women ot ING, igniting talent to help women regkse their ombitions.
* Galo - 6 community concentrating on LGBT inchusion.
« Ring - o networking community for young NG employees up to 16 years of oge.
- Exp -a for senior emploge

+ Overcoming unconsciowus bigs - ING runs unconsciows bias workshops that help menagers
ur their ur hiasas, p g MR COf poope decisors.

+ Imgeoving the sumber of women in leadership pasitions - ING has introduced o range of
inRictives 10 promete the inciusion of women In leodership positions. These inchde:
+ Obverse ierview and decision panels in the recrultment process.
* Inciusion of more famale candidates on succession lists.
+ Trocking and andiysing the nurmier of fermale oppaintments, promations and leavers Lo gain
more nsight Into problems ond potentiol soiutions.
* Supparting faxible werking,
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How are we doing

ING recognises that there is much work 10 do in the cre of diversity but we ore progressing and
are proud of the folowing achievernents:

Recognised in Bloomberg Financial Services
Gender Equality Index

NG was ane of 52 firms secognised in the 2017 Soombeng
Financiol Services Gender-Equalty Index (BFGEX. Itis the second
yoar we have been included In the Isting. The index measures
how componies disciose gendar SISTISTCS end company policies
and proctices.

Workplace Pride Global Benchmark Survey shows ING's progress
in LGBT inclusion

in 2006, ING was aiso a founding partrer of the “Inteenational platiorm foe LGST {Lesbion, Gow, 8
sexual & Trorsgender) Inclusion ot Work™, Activities of the group inchude the Inteenotional
Workploce Pride Global Benchmark In which ING partk d for the thid year ING
‘wos ronkad 0ighth out of 30 maojor employers which represent some theee midion emplogees in
over o 100 countries workdwide, ING actieved a top-tier scone of 70% compared to ¢ medion scone
of 53.6% In the Finonce end Industny sector, This Increcsed from 63% in 2015 and 51% n 2014,

ING - one of the first companies to participate in the Conal
Parade in Amsterdam
ING was one f the fest companies to particpate in Amsterdam's Cenel Perode in 2005, Eacn yeer

we toke great price in demonstrating our commitment 1o diversity end inclusion with creatavty,
flair ond plenty of fun to tel the world that ot ING you can be who you want to be.
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Opportunities for il
women | -
o FAIRNESS IN THE
WORKPLACE AG\/DHCIHQ leCrSIt}’
 OPPORTUNITIES FOR We want 1o accalerata progress in equality and women's empowameant, because they ane
WanEN central %0 both our social Impact and our business growth. That process starts with <

bulding & gender-balanced organisation with a focus on management
> Advascieg dvarssy i .

rarwr .
£ Q ertratreranrie
T Ave

> INCLUSIVE BUSINESS
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An empowered & gender-balanced workforce

For & busneas commibed 10 NEMNG & POSTive BOCE IMDACT HONQRGE SUKMNAbIe Growm, Duldng &
gerder: " We beleve & more dvwres sod incushs workforos can Soost
Mance reputaton, and sta¥ « @ bebef supported tiy recent ressarch’, it
can also haip andcisuie and muet the nescs of our contume: S - includng the seven out of lnn Undever
CONSUTIOTS WG e Wamen

Wa ars ity ane of the word's most y dheeran with 100,000 yoos in over 100
Wa're © oping an cubure, and the contribution of o
amploywss regaetiens of pender, age. moa, cisabilzy or sausl enectaion.

Supporting diversity and inclusion

Loana Nur, our Chisl MR Offcur sepiaing ouUt spproach “Wie work with wisses i (e wordons o
he'p buld the confs neaded 13 navigatn 3 trases worid, We work wih men 1o Increses ther

g ihat e dace 1 good Tor them and for Susissss. Wi work aooss the
whole organastion 1 ensume we Suld a corporwie Guture in which women and men can thive
togatter.*

A2 wel 29 being vital 15 1 8030088 of OUF SUSINEES, we Now that advancing diversty within Uniever plays
& pant in cur wider arbitiens 1o challenge ouldated pender Nomme and slarectypes Toughout ouf walue
chan
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The £ Women's L o oG Tun by Me NSEAD-Unilever Four Acres

aims o the shils of Dor sanior lemale exncutves and talermod women from
olher sectors. Since 2012 arund 100 senkor masagens hirve becefled Pom Ba srogranme n Be UK and
Sngapore.

We want %0 ensure thar the representation of womaen at the most somior levels in 0ur tusiness keops
Incraasing In 2018, wirmen 48% of our = up o 32% in 2010, Sustsired
mwmmmmmnmmbm
N w00 Gurrtoo femate Luwre, ntleral e eoems _— W Our b of
mmmmndmdwwﬂw.

== <

#Unstereotype - Changing Mindsets

o speed U our Curmey towands resl Inchusion, wa sesland the need 1o moogrise sd sdcress S limting

power of sureoypos.

ng on Fom e M PP Niative 1D Brank SNnectpet 1 1 Way W DOETRY WOmen and men
In our adveriising, Intemational Women's Day 2017 gave us tha opgortunity o lsunch our inleenal
" - Chargng G ASTORS OU*

This aiens 10 cddruss the shernctyses Pl exist ) B workplon and Ut hokd back bolh e and woses
from rea’eing their KA potertial. This is 8 ‘sl 10 action’ 10 0o Granisation — 1o helD ue fowands our Ulimate
Q0N 10 buld @ strongly Inclusive Olure.
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Our Code of Business Principles

Ow Code of Business Pringipios, which appies 10 every Uniever ampioyeo. everywhers in ha world,
nchudes 8 cormmniment o dvenally and isclusion. We suppart ths commiiment with targets, and i=provng
female represenin®on n ha workforce s knked 10 the goals of owr leadens. Each country haa its own
largwis, wiich rufoct Bar particulns dvanity chalenges. More detils o ouf commtment to Svasly end
Inchusion am included In Farmess In the Workplace and owr % Humee Righes Resport {POF | SVE)

Recruiting & retaining the best female talent

Wi ren progy ncross the by wimad wl % 9, and opiog Sermale inleet. Our
programmes are based on a global framework and tafored 10 meet e needs of iIndhvidual countes and (
ragona

Our hirng munagers st it soue fumters of male and Temade apolcants for ol least BO of job
opaninga, whin & range of Nilatiee are designed 10 enabie both womes ard man (o feech Par Al
potartial. Our agle working polcy, for axsnple, sfows poopls 10 work anytime. arywhers, & lorg o
Bninmas resds nrw beng fully met.

Support for mothers and fathers

Dur Murtarniy anc Pateesity Sucpont programes (MAPS). helos arrployoes main the translion o

» ty au possbie, To highight the Imporiance of Tis Fansison, i 2016 we used
[ » Qg wiih the MAPS platioes. We mected 17,000 pecple Peough
or Fun Quiz campaign and 2,800 quzzes wamm completed by wmpioyess across moms than 40

courtree.
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Varta O 1 P Care, in Undever Portugal saya: "WAPS s  great example of
how Undeve’ amitencus dvenity and treats o pocole, showing ding fee the
Me-cranging stage of becoming § mother or father | work for & company where | feal urdersiood,
whnrn Ten soes a8 Mot than just & nusber, and whive Yy peonal ife is e nlo

onsderation *

Equal pay for equal work

We besleve It paying for pe-lonmance win Gear newant pobcies and have a longstanding commitment %

wgual say for egual work. Our dhon ain am irended to be gander nautral, with any pay
darences Satwenn ampioyses in similar jobs fairy g eweis of P o whil Cur
1O dscrmination principle B set out e cne of five phes nout Y F Tfor Fair Comps
(POF | 4453}

In the US, we have signed the Wivie House Equal Pay Pledge. Even though the Equal Pay Act of 156)
regures eguul pay for equal work, women menking fl e in the US ese anly 70N of whal mes sam. The

Plecge includes alsos intarded 10 help companes acheve nrd g w
BNL QES0e” Cdy ErAYES DCrOAS v hrirg aned 10 reducs

tims wdd barwrs, wd g *gual pary sfinrts Inlo bromder aauity intatves
ondar 1o dose Ihe gender pay gap.

Mentoring & networking

Marforing provides ongong feadback and advios 0N tareer progressnn It can asa b & powertd maans to
pain conddence and taie on Mars chaflenging kesignmrarnts.

To drive competiive advaniage, secure § STON) ppaine of koot 1or the future, and sccolarnme the
acinmas of high-potestial women for sericr lendenvtio postions we have nitiated 8 Globw! Menicring

F Through his groge Our sanior act as memons 1o 10D women who are at ‘oast 18
e wway from thels sanl ilensl move or over 250 careers v Been
enriched frough his intlative
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Taldcree! murioning & shes rofded oulf locsdly withis (he femework of our globel ntistive. In Casads for

we ‘apeod alowing women to gan yauable carser advice bom
menior Unluver lnaders, whis in Ngera, we parner wih Women in Successhid Camsees (WISCAR) 10
ProvIde 300064 30 2 neowok of J wormen lenden.

In St Lanka, Wemen-inapine-Connect-Empowns (WICE) & & networking avert for women is mansgesant.
Covering lopics 0 professional developmant and S0 for women in e workpiace, th network.
100 from thews compes

Helping men play their part in driving change

Our mals smpoyoes wil be key drivers of B change we want 10 300. Thay can be champions for women & <
the workpince. wrd $ary can model nes oo in which man and women share housshols snd family care
duies mone ecuarly ~ 0nabing SO 10 Progress in their carvars,

As part of our sfiorts 10 ongage our malks epioyess as champans, wo arm part of te UN Women's
5 HeForShe campaign, wivch sncousges man 10 ke aciion agansl B Barmens het womes fece.

"9 T 1 Torn 00 Vg Ui, Dhewrty: DOnging 10 Swress cose bn e, aevary 2010

Related links Downloads External links

¥ Targets & pertormarce ¥ Hurman Rights Report 2 Undavar 5 Comm bt
nries for HeForihe
> Fair compensation
© Urdlever's Matermity
w0 Putersity Suzpon
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	In sum, being inclusive is aiming to incorporate all forms of diversity/ identity, especially those that are less visible. I argue an inclusive diversity program should going beyond the status-quo and recognize the less visible and the intersectional,...

